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[bookmark: _Toc234333264]1. Introduction
Organisational culture is a strong force, which influences the manner in which individuals conduct themselves within an organisation. It may be described as the values, beliefs, behaviors and habits that define how things are done here (Mullins and Christy, 2016). These profound common values impact enormously on the way a company works. Culture assists in the daily operations of business, organisational structures, motivation of employees and decision making by managers. Culture is a more significant issue in the contemporary business world than ever before.
	As globalisation has risen, business organisations have grown to be extremely complex and based internationally. Businesses do not work in a single country and employ individuals of a certain origin only. Rather, multinational corporations establish stores and distribution centres everywhere worldwide. This is a big challenge to management. The managers should be acquainted and handle a highly diverse team of people of different nationalities and integrate them into one unified corporate culture. As a company goes international, its home country culture is likely to be in conflict with the culture in the country where it establishes its new business.
	To study these cultural dynamics, this report picks Tesco, the well-known British Multinational grocery and general retail company. Specifically, the report will be on the operations of Tesco in the United Kingdom such as its giant retail store and wide ranging distribution hubs. The Tesco UK is an ideal case study since it is an amalgamation of a retail corporate culture and a Western, British workforce. The critical analysis of effects of Tesco culture on the organisation structure and decision-making systems is going to be conducted in this report. It will refer to well-known academic models, such as the Model by Schein, the Cultural Type as suggested by Handy and Cultural Dimensions as suggested by Hofstede to find out the culture that is dominant within the company. In addition, the report will discuss the ways in which Tesco UK is responding to external forces like green regulations and Brexit through its culture. Lastly, it will also assess whether this strong culture is a hindrance or facilitator of performance and conclude with some good advice on what to do in the future.
[image: Realty Income Corporation snaps up Tesco supermarket for £70m | Property  Week]
[bookmark: _Toc234330867]Figure 1:  Tesco UK
Source: (Newman, 2020)
[bookmark: _Toc234333265]2. Organisational Culture of Tesco
The organisational culture of Tesco is world-famous and is formally raised by its iconic philosophy and the core values “Every Little Helps”. This culture is not just a set of written rules. It is a complete philosophy that guides every employee from the supermarket store floor to the executive boardroom. The culture of Tesco UK is built upon two solid pillars: Continuous Improvement Every Little Helps and Values for Colleagues. These two pillars help the company maintain high quality while managing a large workforce (Meyer, 2024).
	The first pillar, Every Little Helps, means that no retail or supply chain procedure is ever considered perfect. Employees at the stores and distribution centres in the UK are trained to constantly look for small ways to improve efficiency and reduce checkout waiting times. In retail logistics terminology, operational waste is strictly tracked to avoid losses. Tesco identifies several types of waste, including product expiration or spoilage, delivery delays, excess inventory overstocking, and unnecessary movement within distribution centres. Instead of ignoring small problems, workers are encouraged to instantly flag checkout bottlenecks or stock delivery concerns. This practice shows that the culture values long-term quality over short-term speed (Collins, 2021).
	The second pillar, Value and Respect for Colleagues, balances the heavy demands of daily retail targets. It emphasises teamwork, mutual trust and shared responsibility. In the UK operations, this means that management avoids blaming individuals when errors like stock count or cash register discrepancies. Instead, they look at the process to see why the system failed. Another core cultural concept used daily is "Floor-Walking", where operational gaps are cross-verified directly on the retail floor. Instead of sitting in comfortable offices and reading reports, Tesco managers in the UK go directly to the supermarket stockrooms and aisles to see problems with their own eyes. This creates a practical, hands-on culture where everyone feels equal and involved in solving issues. By combining service competence with strong team association, Tesco builds a unified corporate identity among its British workforce (TMI, 2024).
[bookmark: _Toc234333266]3. Culture and the effects on Structure and Decision-Making
The negotiations concerning the organisational structure of the Tesco Company and the way the decisions are made are directly impacted by the special corporate culture. In the grocery retail sector, the companies can traditionally be based on a strict top-down hierarchy stretching from headquarters to individual retail units. However, Tesco UK has a strong hierarchy, yet a flat, collaborative structure of a matrix involving regional leads, store managers, and product category consumers. This form of organisation is a direct result of its cultural focus on teamwork and adaptability of operations.
	The physical and administrative structure at the organisation head offices and store branches is such that it eliminates barriers, owing to the equality culture and openness culture that prevails in this culture. As an illustration, the number of middle management levels is minimal and the executives have open-plan offices with team leaders. This lean system is used to have a rapid flow of information between the frontline store floors and the upper management. It also fosters the Every Little Helps culture as front-line employees do not have to undergo a series of bureaucracy to present a process or costumer service improvement. The team structure of Tesco holds a significant position in its system. Employees working in British retail chains generally work independently and follow their managers’ commands. But in the context of the Tesco supermarkets and Distribution centres, the entire working team is split into close-knit, small teams where four to five workers (like stock replenishment or customer service teams) work collectively and are led by a supervisor who helps the workers alongside them. This happens because when workers feel valued, respected, and supported, they automatically feel empowered and support the brand to guarantee retail operations and checkouts always runs smoothly and efficiently.
	The organisation allocates authority downwards such that store team leaders have the authority to make instant modifications in the product shelf layouts or checkout management to ensure that the quality of customer experiencing is upheld.
When it comes to decision making, the Tesco culture brings two typical collaborative retail concepts that are greatly involved in its operations in the UK: Cross-Functional Peer Consultation and Centralised Commercial Plans.
· Cross-Functional Peer Consultation refers to the consensus making before any formal decision making. Managers inform all the stakeholders, gather feedback and discuss problems preliminarily privately.
· Centralised Commercial Proposals is the process of official passing of a written proposal among the regional and category managers to be approved and signed after a consensus has been reached.
The practice establishes a special contrast with the common individualistic decision-making in the majority of British companies (Coffey, 2010). A senior manager in a typical UK company might be able to make fast decisions and enforce his/her decision on the spot. At Tesco UK, the consultative review process for nationwide approaches is extremely time consuming and critical. But since everybody has already accepted the plan prior to the actual signing, the decision itself is extremely quick to carry out and it faces a minimal amount of internal opposition. Therefore, the culture is transforming the top-down command style of decision-making a shared and democratic process. This organised and supportive working environment at Tesco is very effective and matches the brand's ethical and cultural values. Moreover, if any employee faces a quality-related issue on the on the sales floor or delivery packing lines, they can freely report it to their respective leaders. This lack of fear supports employees to come forward to look into the matter and fix it in the best way. Collective structuring sustains empowerment for a longer time, guaranteeing their motivation stays at its peak throughout their working tenure.
[image: How to Plan a Positive Organizational Culture]
[bookmark: _Toc234330868]Figure 2: Master the Art of Planning a Positive Organisational Culture in Large Retail Teams
Source: (Team, 2022)
[bookmark: _Toc234333267]4. A Cultural Type: Frameworks and Models
Three renowned academic models to clearly identify the culture of Tesco UK will involve; Schein Three Levels of Culture, Handy Cultural Type and Hofstede Cultural Dimensions (Hastings, 2025).
Three Levels of Culture presented by Schein:
According to Edgar Schein, culture is made up of three levels namely: Artifacts, Espoused Values and Basic Underlying Assumptions.
· Artifacts: These are the cultural indicators in view. The identical blue and red uniforms of the store managers and customer assistants alike on the sales floor, the wide open-plan regional organisational offices and the physical automated inventory handheld terminals, which are accessible to store staff to report shelf delays or stock gaps, are all artifacts across Tesco UK locations. Equality and customer service quality is highly emphasised in these artifacts (Schein, 2004).
· Espoused Values: These are the strategies and goals which are articulated. They are described in the booklet The Tesco’s Core Values Model that officially extends the principle of Every Little Helps, teamwork and customer obsession.
· Basic Underlying Assumptions: These are the unconscious beliefs which are taken-granted. The deepest assumption in Tesco UK is that a supply chain error or customer complaint is no misfortune, but an opportunity to learn. Operational and service quality is viewed as an individual responsibility of every individual worker and not the store auditing team.
Handy’s Cultural Types
According to Charles Handy, there are four kinds of organisational culture: Power, Role, Task and Person. Tesco UK is a mix of a Task Culture and a Role Culture. The brand uses a Role Culture as a safety and standard operating procedure with checkout routines and stock rotations being enforced in a precise manner as a result of clear job descriptions. Nevertheless, the dominant corporate culture in digital project planning and supply chain approach is a Task Culture. The company is made up of cross-functional teams that deal with some e-commerce delivery optimisation or diminish food and resource wastage (Benstead, 2019). The people who are endowed with power are those who are equipped with expertise to undertake the task and not those with high job titles (May, 2024).
Hofstede’s Cultural Dimensions
To study the cultural adaptation between the strict corporate principles of large retail networks and employees in the UK, the model developed by Geert Hofstede can be employed. The differences between the corporate prospects and the individualistic British workforce dynamics are remarkable:
· Individualism vs. Collectivism: UK is a highly individualistic society with employees being concerned with personal career developments. Retail operations necessitate high group alignment to uphold store standards. Tesco manages this crash by presenting store-level team rewards, move bonding drills, and peer-nominated appreciation programs where the British employees are taught to value group achievement.
· Long-Term Orientation: Giant corporate retailers generally rank high in long-term infrastructure alignment, financing in sustainable supply chains that return results over decades. Tesco instills in the UK the long-term mentality by giving them a high degree of job security which develops an incentive of the British employees to take interest in the long-term future of the company (Palasso, 2019).
[bookmark: _Toc234333268]5. Culture and External Environment
Culture of an organisation is not an isolated aspect because it has to deal with external factors like changes in the economy, stringent government regulations and world competition. Tesco UK is a company that uses its corporate culture to go through and respond to significant external forces, such as the operational turmoil of Brexit, unstable global food supply chains and the UK government, finally, strict move towards carbon neutrality plastic decrease, and sustainable environment-friendly retail shopping.
	With the shift in trade between UK and Europe, Tesco UK faced the risks of delays in importation of fresh items and grocery products because of Brexit. The company did not panic but restructured its grocery logistics network with assistance of its continuous improvement (“Every Little Helps”) philosophy. The teams looked into each stage of the supply chain to remove wastage and delays heading to the distribution centres. The Organisational Culture Model by Denison can be used to gain the insight into the process in which Tesco is capable of attaining such a flexibility. Denison comes up with four cultural attributes that result in business performance; these are: Mission, Consistency, Involvement and Adaptability.
· Adaptability and Involvement: Tesco UK has a very high score in these factors. Frontline staff is far more involved in the daily operations and the company can easily scale back or re-route distribution deliveries in reaction to logistics delays or variations in the costs of energy.
· Mission and Consistency: Tesco has a long term mission of attaining zero environmental impact and removing single-use plastics. Even with the external UK laws that mandate a quick change to sustainable business operations, Tesco uses its own training to modernise its British employees. In this way, instead of the culture of Tesco viewing external change as a threat, the culture transforms it to structured goals of internal change (Ellul, 2023).
[bookmark: _Toc234333269]6. Organisational Culture: Barrier vs Ally
The strong corporate culture is a two-sided sword. The established values of the corporate retail model can become a method of facilitation, as well as a roadblock to the effective functioning of the organisation at Tesco UK.
Culture as an Enabler
The culture of Tesco is an effective facilitator to the day to day supply chain and supermarket operations. It creates a quality, high efficiency and employee alignment culture. The outcome of this is the fact that because the workers have an understanding of the “Every Little Helps”, incremental optimisation progression has scored very high scores of supply and service reliability in the UK market. Cultural pillar of Value and Respect for Colleagues generates loyalty resulting in reduced staff turnover as opposed to that of competitors. This consistency helps Tesco to have highly skilled logistics coordinators and store supervisors, who are fully devoted to make sure that service and inventory defects are avoided even prior to goods reaching the store shelves.
Culture as a Hindrance
Nevertheless, this strict culture poses barriers too, but unseen ones. Over focus on standardised retail checkouts and inventory scanning can lead to rigidity of structures and potential groupthink in the organisations. The workers are conditioned to follow specific corporate procedures to the latter, thereby reducing innovativeness in radical innovation.
	Additionally, the continuous improvements, where nothing can ever be good enough to meet retail waste targets, may result in psychological stress and burnout to a British employee base that appreciates work-life balance more than structural corporate metric stresses (Team, 2022). Lastly, the cross-functional consultation is highly bureaucratic and sluggish in responding to disruptive changes in the industry that are out of the blue such as the spontaneous blistering emergence of disruptive instant grocery delivery applications and ultra-low-cost discount rivals (such as Aldi and Lidl). It is possible that such culture will lead to managers being reluctant to go against top-down corporate strategies too soon, as a literal barrier to quick agility in the marketplace.
[image: Key Characteristics of a Good Organizational Culture]
[bookmark: _Toc234330869]Figure 3: Key Characteristics of a Good Organisational Culture in Global Retails Leaders
Source: (Team, 2022)
[bookmark: _Toc234333270]7. Effect of Culture on Organisational Performance
The corporate culture of Tesco directly, quantifiably affects its financial viability and success in the long term. Tesco UK has been able to achieve high level of retail distribution efficiency and minimised the cost of operation by not investing in quantity but concentrating service constancy and customer reliability (via Clubcard ecosystems). The dedication to eliminate waste and inventory loss protect the profit margins of the company despite economic downturn or international supply chain crisis (Dewar, 2025).
The relationship between the specific cultural behaviour of Tesco, the output of their performance and the risks that they involve is summarised in the next matrix:
[bookmark: _Toc234330870]Table 2: Cultural behaviour of Tesco
	Cultural Factor
	Performance Result
	Potential Risk / Disadvantage

	Every Little Helps (Continuous Improvement)
	Maximum reliability of stock and least wastage in stores/distribution centres.
	Psychological exhaustion and burnout of employees.

	Cross-Functional Peer Consultation
	Fluency with the zero inner resistance.
	Delays in making decisions in the fast, competitive retail market.

	Dignity of Person and Co-operation
	Minimal turnover and retention of workforce.
	Possibility of groupthink and opposition to radical change.

	Floor-Walking (Operational Observation)
	Solving more problems on the store floor at a quicker pace.
	Managers may get caught up in small, minor details.


The cultural model illustrates that the operational performance is not just the ownership of supply networks and retail technology which are well developed, but it highly depends on the thinking mode of the people who are running the stores.
[bookmark: _Toc234333271]Conclusion and Recommendations
Conclusion
This report demonstrates that long-term success of Tesco UK can be attributed to organisational culture. The "Every Little Helps" ethos coupled with a British workforce will assist the company to align day-to-day logistics and retail operations with a long term strategy. The models, such as the Scheens Model and the Task Culture by Handy show that shared values may help the work of the company to become more accurate, but the Denisons model teaches that the culture may help the company to get through the external shock, like Brexit. Nevertheless, according to Mullins and Christy (2016), the handling of diverse workforces in one corporate structure is extremely complicated. Otherwise, Tesco culture of standardisation, consensus building and constant metrics improvements can cause slower adaptation to rapid market entries and burnout of the employee because of its rigid nature.
Recommendations
Tesco UK ought to adopt the following evidence-based interventions in order to continue running its high-performance operations in the face of these cultural barriers:
a) Enhance Psychological Safety and Speak-Up Culture: Have an explicit and anonymous online mechanism in which logistics personnel and store floor executives can freely comment on long-term corporate product and service strategies. This will be proactive in surmounting the hazards of groupthink as well as prevent market blind spots at an earlier stage.
b) Implement an Agile Track in Decision-Making: Put in place a quick-track process that does not go through the lengthy consultation matrix cycle for rapid e-commerce delivery such as Tesco Whoosh projects, automated fulfilment and high-tech digital retail. This will enable the UK division to keep pace with the pace of fast technology and execution disruptions without dropping the main store operations agreement systems.
c) Deploy integrated MIS Dashboards: The brand uses its integrated Management Information Systems (MIS) dashboards to guarantee that this transformation can be adopted effortlessly by its workforce, linking store operations data safely and productively to frontline workers. Instead of focusing on recruiting external employees, the brand lays emphasis on upskilling existing workers by providing sufficient training, where they are trained on how to handle the new technological advancements safely and productively.
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