                                                                                                                                               Report


Name:Claudia Georgiana Macarie
Student ID:2030517
Date&Time:02/09/2021 ;10:00




BA Business Management
LCBB4003- Introducing the Modern Workplace


Executive Summary 
The report has been prepared in the context of Aldi, one of the leading grocery chains in the UK. The manner in which the organisational structure and cultures influence the overall organisational performance have been analysed. Also, the various theories of organisational structures have been discussed. Also, the Charles Handy’s model of organisational culture and Schein’s model of organisational culture has also been explained. Also, the manner in which the organisational structure and culture have an influence on the overall performance of ALDI have also been discussed.
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[bookmark: _Toc80725276]Introduction
[bookmark: _Hlk80724480][bookmark: _Hlk80724113][bookmark: _Hlk80724465][bookmark: _Hlk80727261]ALDI is one of the leading grocery chains that was established by brothers Karl and Theo Albrecht in the year 1913 in Germany. It operates with more than 3000 stores all over the world and provides employment to a large number of people. It is also known as limited assortment or hard discount store. It offers meat, fresh vegetables, grocery, beverages, wine and beer, home products etc. (ALDI, 2019). In this report, the manner in which the organisational structure and cultures influence the overall organisational performance have been analysed. With respect to this, the concept of organisational structure has been analysed, the various types of organisational structure that prevail and the one which was adopted by ALDI has also been discussed. ALDI has a functional organisational structure. The entire organisation is divided based on the major functions performed by the ALDI. Also, the various theories of organisational structures such as- the classical theory, human relations theory, systems theory etc., have been discussed. Also, the concept of organisational culture and its various types have been discussed by using Charles Handy’s model of organisational culture. The Schein’s model of organisational culture has also been explained to analyse the way in which the organisational culture impacts the organisation. Also, the manner in which the organisational structure and culture have an influence on the overall performance of ALDI have also been discussed.
[image: ]
Figure 1- Aldi Company Logo 
[bookmark: _Hlk80709921]Source: (ALDI, 2019)
[bookmark: _Toc80725277]How organisational Structure and cultures can influence the organisational performances
Organisational structure meaning
The organisational structure is a system that makes a well-defined outline regarding the conduct of various activities for attaining organisational goals. It defines policies, roles and responsibilities. It is very essential to facilitate the direction of information flow among different levels of an organisation. It acts as a guidance to the employees by defining the official relationships and reporting requirements. It also facilitates addition of new positions, provides flexibility and enhances growth prospects for the organisation. The importance of an organisational structure is immense. It enhances the operational efficiency by providing detailed clarity to the employees at all the organisational levels. It acts as a road map for facilitating proper flow of information, coordination and control (Anning-Dorson, 2018).
Types of organisational structure
· Simple organisational structure- In this type of structure, the owners are present at the top level and the employees are present at the lower level. It is the most common and oldest structure. It is used by mostly small-scale organisations that produce a single product or have a narrow product line and almost all the decisions are taken by the owners. The power is completely centralised and it is in the hands of the top level (Arieli, et al., 2020).
· Functional organisational structure- In this type of structure, the entire organisation is departmentalized on the basis of core functions such as- marketing, production, finance, personnel etc. The functioning of all the departments is coordinated by the CEO. It is suitable for the organisations that offer single service or products.
· [bookmark: _Hlk80727183]Divisional organisational structure- This type of structure organises the entire enterprise on the basis of projects, products or markets. It leads to clear accountability, separate operational and strategic control etc. However, several functional specialists and divisional managers need to be appointed that makes its implementation very expensive (Eliyana and Ma’arif, 2019).
[image: The simplest wa… | bipin0309]
Figure 2- Divisional organisational structure
[bookmark: _Hlk80726301]Source: (Kitchin, 2017)

· [bookmark: _Hlk80727195]Matrix organisational structure- This is a combination of several organisational structure such as- functional, divisional, geographical structures etc. The advantage of this structure is that, there is direct contact as a result of which bureaucracy is removed. Also, the advantages of various alternative structures are present in this organisational structure. However, decision making takes time and there may be confusion regarding tasks and job responsibilities.
[image: ]
Figure 3- Matrix organisational structure
[bookmark: _Hlk80726271]Source: (Gaspary, et al., 2020)

ALDI has a functional organisational structure. The entire organisation is divided based on the major functions performed by the ALDI. 
Theories of organisational structure
The various theories related to organisational structure are as follows- 
· The classical theory- This theory emphasises on establishing a formal structure within the organisation and it entrusts the responsibility of human aspects to the personnel specialists. This theory has stated that the best way of dividing responsibilities and tasks is to group the tasks into various departments and establish coordination between them. Also, special attention has been given between the relationships that prevail among the line and staff employees. It stresses on the definition of clear authority and responsibility and designing of a formal organisational structure (Gaspary, et al., 2020).
· The human relations theory- This theory takes into consideration the behaviour of employees while designing the organisational structure. It is to be analysed how the employees behave and what factors influence their behaviour. On the basis of these factors, the organisational structures must be designed.
· The systems approach- Under this approach, the entire organisation is considered to be a complete system in which several interacting variables are present. This approach considers that all the problems of an organisation must not be dealt in isolation and there must be interactions among all the levels. Thus, the organisational structure must be designed in such a manner so that there is complete interaction between the different organisational levels and departments and all the activities are completely unified. There must be interaction between people, organisation, formal structure, technology, physical setting and environment (Hart and Vavatzanidis, 2020).
ALDI follows the human relations approach, by which, it designs the organisational structure and relationships on the basis of employee behaviours. 
Organisational culture meaning
Organisational culture is a combination of beliefs, values and shared assumptions that govern the behaviour of people within the organisation. It includes the experiences, expectations, values and philosophies of an organisation and reflects in the form of its internal functioning, external functioning, self-image and interactions with outside world. The organisational culture is based on beliefs, attitudes, customs and written and unwritten rules that have been evolved over time and are considered to be valid. In organisational culture facilitates the way in which employees interact at the workplace, promotes healthy competition, act as guidelines for the employees, gives them direction and also brings employees from different backgrounds at a common platform (Ibrahim, et al., 2017).


Types of organisational culture
[bookmark: _Hlk80727212]As per Charles Handy’s model of organisational culture, there are four types of organisational cultures. These can be discussed as follows–
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Figure 4- Charles Handy’s model of organisational culture
[bookmark: _Hlk80726312]Source: (Kondalkar, 2020)

· Power culture- The culture radiates from few people and the influence that they have upon the others. The few people who are powerful take majority of decisions. When this type of culture prevails, the decisions are taken quickly, however, the execution may be problematic as the employees at the lower levels may feel too much directed by the top level (Kitchin, 2017).
· Role culture- It comprises of hierarchical bureaucracies. In this case, power is derived from the position that an individual holds in the organisational hierarchy and the others have to report to them. The organisation in which such a culture prevails may be slow in reacting to the external environmental changes. 
· Task culture- As per this culture, teams are formed for working on specific problems or performing certain define functions. In this case, the power comes from the expertise that an individual holds and exists as long as the entire group values it. The power keeps on shifting with the expertise of individuals working in groups.
· Person culture- In this case, power is held at individual level. When this type of culture prevails in the organisation, the individual employees are more concerned about themselves rather than the organisation (Kondalkar, 2020).
ALDI follows the combination of role and power culture. The various positions derive power based on the roles performed. Also, the power rests in the hands of the top management. 
Model of organisational culture
[bookmark: _Hlk80716175]The Skeins model of organisational culture explains the concept of culture and the way in which it affects the organisations. Edgar Schein has defined organisational culture as a combination of several layers. The three levels of organisational culture are as follows- 
[image: Edgar Schein - Organizational Culture: Artifacts, Values &amp; Assumptions]
Figure 5- Skeins model of organisational culture
[bookmark: _Hlk80726341]Source: (Raziq, et al., 2020)

· Basic underlying assumptions- The various assumptions that prevail in an organisation act as a foundation on which the organisational culture is established. These assumptions may often be difficult to describe and are intangible. They can be understood by people with the way in which an organisation function (Mansouri, et al., 2018).
· Espoused values- These comprise of the public statements regarding the concept of organisational values. It is seen that various organisations have started communicating the organisational values that they follow while conducting their business. 
· Artifacts- These are the visible signs of the culture of an organisation. They can be felt, seen, heard and are thus, visible. Examples of artifacts include- the dress code of an organisation, the office layout, the way in which the employees are addressing each other, the manner in which internal and external communication takes place etc. (Paul and David, 2017).
ALDI uses the Skeins model of organisational culture to analyse the ways in which its culture impacts the overall organisational performance. 
How organisational Structure and cultures can influence the organisational performances
[bookmark: _Hlk80715486]The organisational structure of ALDI influences its organisational performance as follows-
· An efficient organisational structure facilitates creation of clear reporting relations. 
· It facilitates better communication among different levels and departments of the organisation (Raziq, et al., 2020).
· It facilitates expansion and growth of the organisation as it is able to make best use of all its resources and capabilities.
· All the tasks are performed efficiently when there is a well-designed organisational structure.
· An efficient and flexible organisational structure helps the company to incorporate any changes quickly and adapt itself to the dynamic business environment.
· When proper organisational structure is established, all the employees are completely aware of their duties, responsibilities, accountability relationships etc. As a result, their overall performance improves. This as a result, enhances the overall organisational productivity (San Cristóbal, et al., 2018).
The organisational culture of ALDI influences its organisational performance as follows-
· The employee engagement increases as a result of a well-established organisational culture. The employees are inspired and motivated to perform their duties and interact with their peers (Taştan and Davoudi, 2017).
· When the employees respect their organisational culture, they value the organisation and support their mission, vision and core values. As a result, the employee turnover reduces.
· The organisational culture brings different people together and the overall organisational performance and productivity enhances.
· When an organisation possesses a strong culture, its overall reputation and performance enhances (Wesselink, et al., 2017).


[bookmark: _Toc80725278]Based on behavioural approach, how different factors can influence individual behaviour at work place
There are various factors that have an influence on individual behaviour of employees at the workplace. The manner in which these factors can influence their behaviour are discussed as follows-
· Abilities- These are traits that an employee learns from the environment in which he/she evolves. Also, these are present within an individual by birth. These traits can be classified as intellectual abilities, self-awareness abilities and physical abilities. The intellectual abilities comprise of the intelligence level, reasoning abilities and memory power of an employee. Their physical abilities comprise of the stamina, physical strength, body coordination and motor skills of the employees. Also, the self-awareness abilities are the perceptions that an employee has regarding the work that he/she does. All these abilities of an individual employee influence their behaviour at workplace. When these abilities are positive, they work in favour of the employee and their productivity increases. However, when these abilities are negative, it negatively impacts the employee’s performance (Yasir and Majid, 2017).
· Perception- It is a process through which sensory stimuli is transformed into meaningful information. It makes an employee interpret what he/she sees and hears and then it is used to judge a particular situation, group or individual etc. These perceptions can be related to sound, touch, speech, taste, social world, senses etc. The manner in which an employee perceives the workplace and his/her job duties also affect his/her behaviour in the organisation. A positive perception improves his/her productivity and performance, whereas, a negative perception demotivates him/her and reduces his/her productivity (Anning-Dorson, 2018).
· Attribution- It is the course through which behaviour is observed by determination of its cause, based on personality of an individual or the situation that exists. Under the framework of attribution, the three major criteria are consensus, distinctiveness and consistency. Consensus means the extent to which the employees react similarly in a given situation. Distinctiveness are the differences in employee behaviour with respect to different situations or personalities. Whereas, the consistency is a measurement of how often a particular behaviour occurs. Thus, these factors may influence individual behaviours at workplace and their performance is also directed as a result of it (Arieli, et al., 2020).
· Leadership- The leaders and managers play an essential role in influencing the employees’ behaviour at work place. They direct, guide and inspire the employees. Often, it is seen that, when the leaders and managers are quite strict, then the employees’ behaviour towards them is negative and this reflects in their performance. However, when the managers and leaders are lenient and they give some degree of freedom to the employees, their behaviour towards them is positive and as a result, the productivity of employees also increases.
· Work culture- The behaviour of employees is also affected by the work culture that prevails in the organisation. When a people-oriented culture prevails in the organisation and the employees are given adequate opportunities for cooperation, communication, participation etc., they develop a positive behaviour towards the organisation. The work culture plays an important role in directing the behaviour of employees towards the organisation and impacts their level of productivity as well (Eliyana and Ma’arif, 2019).
· Job responsibilities- When the employees are overburdened or are given responsibilities that they cannot perform effectively, then a negative behaviour develops among them towards the organisation. This creates dissatisfaction among them and hampers their productivity as well.
· Family and personal life- The employees’ behaviours are also impacted by the personal and family matters. It reflects on their performance at work place and affects their level of productivity. A peaceful and calm personal and family life positively impacts the employee’s productivity at workplace. Whereas, any type of work life conflict negatively impacts the employee’s productivity at workplace (Gaspary, et al., 2020).
Thus, these factors play an important role in influencing the behaviour of individuals at the workplace. They also impact the work performance and productivity of the employees within the organisation. If all these factors are favourable, then the employees are satisfied and they work effectively towards attainment of organisational goals. However, if any of these factors are negative, then the employees’ behaviour is negatively impacted and their productivity is also hampered to a certain extent.


[bookmark: _Toc80725279]Conclusion
Thus, the manner in which the organisational structure and cultures influence the overall organisational performance have been completely analysed. The concept of organisational structure has been analysed, the various types of organisational structure that prevail and the one which was adopted by ALDI has also been discussed. Also, the various theories of organisational structures such as- the classical theory, human relations theory, systems theory etc., have been discussed in details. The Schein’s model of organisational culture has also been explained to analyse the way in which the organisational culture impacts the organisation. Also, the concept of organisational culture and its various types have been discussed by using Charles Handy’s model of organisational culture. Also, the manner in which the organisational structure and culture have an influence on the overall performance of ALDI have also been discussed.
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