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1. Introduction

The following assignment is written for the Workplace Culture & its Impact on Organisational Efficiency module with the main purpose of looking into a selected company while responding to the requirements of the task provided. The main body of the report is going to be compromised of three main sections which to include information relevant to the questions addressed. For example, the first section of the main body will look into the impact of the environmental factors on the culture of the selected company, the following section will look into how the culture of the company promotes ethical behaviour of employees, in this section one ethical dilemma will be included to discuss how it may impact the organisation. Lastly, the third section will describe the barriers to effective functioning of culture in the selected company, as part of this section, recommendations will also be provided to plan a potential improvement of the company’s culture. 

Organizational culture is the common qualities, mentalities, behaviors and policies that define the workplace. It's about how employees interact with the workplace and how they interact with the company's external branding and messaging. Everyday life in a company is shaped by its culture (Basu, 2014). 
[bookmark: _Toc129863767]1.1 About the selected organisation

The selected organisation for this report is Lidl. Lidl is considered to be the world's largest food retailer is Lidl. It started in 1973 in Ludwigshafen, Germany. His first shop (Hooley, et al, 2008). Initially he had only three employees and his 500 groceries. After 1990 Lidl wanted to leave Germany but opened branches all over Europe. The company has taken a long leap forward by opening a base in the UK since 1990. The UK market he established in 2000. After that, Riddle never had to look back. This business was very popular in the UK and Europe. Lidl opened his first store in the US in 2017 with the motto "High Quality, Low Price".

Lidl maintained its leading position in discount stores, with market share he increased by 6.1% and growth rate he increased by 12.5%. Intense market competition is a big problem for Lidl (Johnson & Scholes, 2020). Lidl can only grow if it rethinks its business strategy and how it deals with its competitors. 



[bookmark: _Toc129863768]2. The impact of the Environmental Factors on the Culture

To investigate the environmental factors of a company, there are multiple business models that could be applied. One business model that could be applied to investigate the environmental factors of a business is the PESTLE analysis (CIPD, 2021). The PESTLE analysis is used to investigate the external environment by looking into the Political Factors, Economic Factors, Social Factors, Technological Factors, Legal Factors, and Environmental Factors. Each category of factors part of this business model helps companies take different business decisions which to help prevent the negative effect of the factors (Perera, 2017). Looking into the PESTLE analysis of LIDL, it goes as it follows: 

Political: One factor that impacts the culture includes the bureaucracy and devaluation are straining the business environment. Lidl's ability to do business in a country with weak law enforcement and high levels of corruption makes the business environment more unpredictable. It undermines public confidence in business organizations and the entire political and economic structure (Aithal, 2017). Corruption can affect a wide variety of business processes, including contracts, licensing, fraudulent transactions, and frequent lawsuits. Mr. Riddle, the long-term development of an organization by destabilizing society, damaging the judicial system, and jeopardizing the rule of law if it decides to enter the market with a corrupt political and economic system. Endangered (Daidj, 2014). 

Economic: An organization's culture performance is directly affected by a country's economic development (Cavalcante, 2013). Lidl can scale in many ways as your economy grows. Equally important is understanding the phases of the industry life cycle. Market saturation can make entering a mature industry more difficult than entering a growing industry. Also, Lidl's business. It is also influenced by the amount of money the host country government spends on building core infrastructure. A well-developed infrastructure improves the business environment and increases the potential for expansion of a country's gold industry (Grunig & Morschett, 2017). 

Social: Social norms, values ​​and trends strongly influence corporate culture. Understanding segment patterns, power structures, customer spending patterns, and shared beliefs helps Lidl. For example, changing demographic patterns such as aging populations, migration patterns and socioeconomic factors are of great importance to international companies like Lidl. Lidl can benefit from studying demographics. In choosing the right market segment with high growth potential. Businesses and advertising systems are also affected by the move. This is very important for Lidl. To find out what people think about immigration in general. This is because it may affect whether companies can bring foreign managers into the host country (Hou & Han, 2018). 

Technological: Today, supply chain partners have more power and new products are being developed rapidly. That puts pressure on employees. Rapidly develop new products, diversify product lines, integrate flexibility into the value chain, and maintain sound business relationships with value chain partners (Issa 2010). This can impact the culture of the company because employees may feel put under more pressure to accomplish more things in a shorter time. 

Legal: Lidl is obligated to comply with health and safety laws relating to employees and workers due to the strict regulations that apply in some countries to ensure occupational safety (Johnson, et, al, 2011). Providing a safe workplace for workers is Lidl's moral and ethical obligation. Anti-discrimination laws such as equal employment opportunity should also be carefully considered when developing HR practices, as discriminatory claims against employers can tarnish an organization's image and affect its ability to attract and retain talent. there is (Leyva, et al, 2018). 

Environmental: Green and eco-friendly products are becoming more and more popular. Riddle. You can use it as an opportunity to adopt green business practices and gain the trust of your stakeholders. Product innovation priorities are changing as regulators focus on environmental sustainability. Position and prioritize the marketing of environmentally friendly products over traditional value propositions (Wall, 2019). 
[bookmark: _Toc129863769]3. How does culture promote ethical behaviour of employees

The moral judgments of employees and stakeholders are influenced by corporate culture. Everyone is motivated to speak and act with integrity and integrity by companies committed to establishing a strong ethical culture. Organizations that demonstrate solid ethics engage customers in their products and management (Razaee, 2019). The most common idea is that an individual's ethical ideology is influenced by their culture, and that culture influences their tendency to act ethically. In other words, culture serves as a guide for determining what practices are acceptable and appropriate (Sharma, 2022). 
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Lidl has a clear and concise vision. This indicates that the company communicated its position to the public and relevant stakeholders without lengthy discourse or dialect. A mission statement should be concise and comprehensive. It should convey the essence of the company and its future so that stakeholders can understand the company's business philosophy and strategy. Hierarchical cultures deal specifically with pre-determined strategies that provide delegates with a sense of direction and leadership. A complex framework encompasses shared beliefs, values, and assumptions and governs the actions of representatives within the association. Psychological and social environments are unique because of these basic assumptions, beliefs, and values. This report uses Hofstede’s organizational culture model to examine Lidl's organizational culture. 

Understanding company culture is critical as it is essential to gaining a competitive advantage in today's competitive business environment. Lidl's culture of authority ensures that all representatives share common sense and are fully aligned with broader hierarchical reason. Lidl's employees are clearly aligned with the company's values, goals, and behaviours, so they can direct their efforts in the right direction, perform at their best, and have a strong commitment to the company. This is of utmost importance because analysts often use Hofstede’s model of organizational culture to study the organizational culture of companies (Altaf, 2011). Lidl's organizational culture can also be examined using Hofstede’s culture model. Below is a list of the six dimensions of the model including: 


Dimension One: Means Oriented Versus Goals Oriented  

People's risk aversion behavior is reflected in means orientation, and risk orientation is reflected in goal orientation. This indicates your willingness to achieve the desired result even if it involves certain risks (Cabrera, 2001). Lidl successfully balances goal orientation and means orientation, emphasizing the importance of achieving goals while encouraging employees to take risks only when there is value.

- By focusing in the middle, Lidl sees integrity as a core belief, ensuring that workers adopt moral and coordinated methods to achieve their assigned goals To do. Employees are encouraged to promote healthy competition only in this way (Christiansen & Chandan, 2017).

- Lidl encourages employees to work hard to achieve set goals by focusing on goal orientation. Share brand new concepts and take risks with your colleagues without being penalized. In this way, Lidl is successful in reducing employee fear of failure (Dartey-Baah, 2013). 
Dimension Two: Internally Driven vs Externally Driven 
An employee's overall perception of expertise and knowledge is reflected in an internally managed organizational culture. Employees in organizations with strong internalized cultures believe they are aware of their customers' explicit and implicit needs and act accordingly. Introverted associates value morality and integrity and do not ponder these qualities to achieve their ideal outcome (Denison & Spreitzer, 2021). The culture of the Lidl organization is internal, not external. Top management has made it clear that it is important to act ethically when responding to market needs while responding quickly to changing customer needs. We share a strong commitment to incorporating ethics and integrity into our business. An inward-looking, hierarchical culture has allowed the Society to use its moral image to gain a serious edge over its competitors (Farzianpour et al, 2016). 

Dimension Three: Easy going work discipline vs the strict work discipline
Companies with lax work ethics have flexible structures without strict hierarchies. The way of life lacks conviction, and leaders may exercise limited control to ensure discipline. This type of organizational culture is considered suitable for fostering innovative and creative attitudes in the workplace (Gehani, 2016). According to Lidl's research on organizational culture, the company is associated with a disciplined work culture characterized by high structure and vertical hierarchy. This shows that management denies itself the authority to directly control and make decisions about the work behaviour of its employees. Employee creative and innovative work behaviour is encouraged by providing financial and non-monetary incentives, while organizations tend to demand strict labour discipline, thus encouraging autonomy and self-determination. is restricted (Hofstede & Minkov, 2005). 
Dimension Four: Local vs Professional Organisational Culture
Employees typically identify with organizational units, teammates/colleagues, or bosses in companies where the local culture is strong. Employees have a strong desire to engage and connect with people in their immediate surroundings, and the focus is still internal and short-term. Strong social control forces members of the organization to behave similarly to each other. For Lidl, the company encourages its employees to act professionally. We are not obligated to act in a particular way. Lidl encourages diversity and appreciates differences. This is done to take advantage of the opportunities that arise from such beneficial differences. Lidl's case illustrates the importance of developing a professional organizational culture to sustain success in a diverse environment (Lanier & Kirchner, 2013)

Dimension Five: Open System vs Closed System
Organizations with open systems are more likely to welcome new hires and promote inclusive work environments that employees from different demographic backgrounds can easily adapt to. The organization has built-in flexibility to allow everyone to fit in and keep the door open to outsiders. These companies recognize the value of diversity and integrate it into their business. A survey of Lidl's organizational culture revealed that the company has a pronounced inclination towards openness (Rafaeli & Pratt, 2013). At Lidl, we have open lines of communication and a culture of authority that is malleable and highly differentiated. Lidl also has a competitive advantage because it can manage a highly diverse workforce. Lidl has been able to leverage the knowledge, skills and abilities of its employees from different backgrounds and ensure information flow thanks to an open cultural system. Multinational companies like Lidl see these two aspects as key to being able to respond quickly to changing customer requirements in different regions (Tabibi et al, 2015). 

Dimension Six: Employee Orientation vs Work Orientation
Management's philosophy of prioritizing employees over customers and shareholders is reflected in a clear employee-focused organization. It is a theory of management and provides a high reference to the present day when human resources have acquired essential importance. In a very work-sharing culture, clubs are usually down on staff, with a significant emphasis on enhancing order fulfillment. Lidl management recognizes the importance of human capital and attaches great importance to employee motivation and satisfaction. Even when employees are given challenging goals, management is attentive to their concerns and does not pressure them to the point of burning out (Taherimashhadi & Ribas, 2018). 

[bookmark: _Toc129863771]4. Barriers to effective functioning

Members of an organization are given a sense of identity and belonging by the culture of the organization. A well-defined culture can give an organization a competitive advantage over its competitors. Culture is her one of the organization's greatest assets. However, organizational culture can be the biggest obstacle. When an organization's current culture does not increase its effectiveness in the market, this is known as organizational culture dysfunction. Before deciding how to do this within your organization, let's define your organizational culture. Individual behaviour within an organization is driven by a system of shared assumptions, values, and beliefs known as organizational culture. When an organization's culture is established in a way that both internal and external stakeholders can understand, this is called institutionalization. An organization that becomes an institution acquires its own identity, independent of its members (Sagmeister, 2018).

[bookmark: _Toc129863772]4.1 Relevant recommendations for culture improvement 

The everyday behaviors, attitudes, and policies that affect an organization's work environment are called culture. Organizations create great group cultures through a series of decisions that enable their representatives to perform at their best. For example, open correspondence, establish an organizational culture council, or invest resources in group building. Another name for this process is "office culture improvement". That said, sometimes organizations forget or give little thought to fabricating their organizational culture. In cases like this, companies may be surprised to learn that their corporate culture is unintentionally toxic. Your company's bottom line and reputation can be jeopardized by these toxic team cultures that can hinder team productivity.

Employees benefit from transparency in several ways. The organization as a whole is characterized by a culture of transparency and a committed workforce. A good organizational culture is based on trust. If you want your company to have an open and honest culture, the first thing you need to do is enable your employees to use the latest collaboration technology and tools. When working with remote workers or multiple offices, outdated communication tools can reduce your visibility. It's imperative that your group have a simple and effective way to connect and share urgent information. In addition to improving our collaboration and communication tools, ensuring transparency by default is also an important step.

Employees tend to feel left out or suppressed when communication is lacking. Give employees a place to express themselves if they have suggestions for improving team performance. Similarly, team members can feel isolated, underestimated, and disorientated if they are not kept informed about project progress and expectations. In addition to facilitating communication between managers and employees, we encourage teams to collaborate across departments wherever possible. Not only will team members better understand what their colleagues are doing, but employees will also be inspired by learning about different ways of working and perspectives. 

The gist of this idea for improving team culture is probably familiar to anyone who's ever heard the saying, "If you're going to speak what you say, do what you say." Mission Statement Successful communications require executives to put these ideas into practice in order to bring about lasting change. It is important to set an example for your employees by leading by example. If an organization claims to have "level 10 integrity," employees who see management engaging in unethical behavior experience significant cognitive dissonance. As a result of this cognitive dissonance, employees become disengaged and less productive.

Depending on the culture of the group you're building, planning a group building game can be very important in building the kinship you seriously need. Your team will have the opportunity to learn about each other's strengths and communicate casually through regular team building programs. Team building not only alleviates a stressful work environment, but also helps employees feel more involved in the company and with each other through the bonds formed. and make team building part of the company culture. 
[bookmark: _Toc129863773]5. Conclusion

Overall, taking into consideration everything that has been mentioned, the selected company LIDL has a developed organisational culture that supports the growth of the company in the industry and this can also be seen in its performance. However, despite it is at a good level, there is still space for improvement in order to grow even more in a such competitive market. 

The culture of a company is very important towards the overall behaviour of a company. As it has been mentioned in the last section of the report, there are some key recommendations that customers could consider to make improvements. 
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