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	Organizational culture is now a key topic in modern management discussions, especially with the rise of globalization and more diverse workforces. According to Mullins and Christy (2016), organizational culture consists of shared values, beliefs, norms, and working methods that affect how people act within an organization. Culture defines "how things are done around here" and is crucial in influencing the organizational structure, decision-making processes, employee motivation, and overall performance outcomes.  
 
In big multinational companies like Tesco plc, the culture of the organization is really important because of the challenges of working in different countries, legal systems, and cultural backgrounds. Tesco started in the UK in 1919 and has grown into a global retail company that employs more than 300,000 people around the world. The business works in various markets, such as Europe and Asia, which means it needs to blend local cultural habits with a unified corporate identity. 
 
This report takes a close look at how the culture within an organization affects Tesco's structure and the way decisions are made. It uses important theories like Schein’s Model of Organizational Culture, Hofstede’s Cultural Dimensions, and Handy’s Cultural Types to pinpoint the main cultural traits at Tesco and assess how these traits impact the behavior of the organization. 
 
 Additionally, the report explores how Tesco leverages its culture to respond to outside pressures, including changes in technology, competition levels, and evolving consumer tastes. 
 
The report examines whether the culture within the organization serves as a hindrance or a facilitator for effective operations at Tesco. It investigates how much the culture encourages innovation, adaptability, and employee involvement, while also acknowledging possible drawbacks like bureaucracy and reluctance to change. In conclusion, the report assesses how organizational culture affects Tesco's overall performance and suggests recommendations based on evidence to enhance the alignment of culture with strategic goals.  
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2.1 Defining Organisational Culture 
Organisational culture has been extensively examined in the fields of management and organisational behaviour. As noted by Mullins and Christy (2016), it includes the shared values, beliefs, assumptions, and norms that influence behaviour within an organisation. These common elements affect decision-making, the distribution of power, and the interactions among employees. Schein (2010) describes organisational culture as having three interconnected levels: artefacts, espoused values, and basic underlying assumptions. Artefacts are the visible elements like dress codes, organisational structures, and symbols. Espoused values are the stated strategies, goals, and philosophies, while the underlying assumptions are the unconscious beliefs that shape behaviour. This framework underscores the complexity of culture, showing that what we can see in practices is deeply rooted in more profound cognitive structures.  
 
2.2 Culture and Organisational Structure 
The connection between an organisation's culture and its structure is mutual. According to Mullins and Christy (2016), culture plays a key role in determining whether organisations choose hierarchical or flexible structures. For instance, cultures that focus on control and stability usually lead to centralised decision-making and bureaucratic systems. On the other hand, cultures that appreciate innovation and independence are more likely to encourage decentralised and adaptable organisational frameworks. 
 
2.3 Culture and Decision-Making 
The way decisions are made is greatly affected by the culture of the organization. As noted by Mullins and Christy (2016), culture plays a key role in deciding who gets to participate in decision-making, how information is shared, and how much risk is accepted. In organizations that have a participative culture, employees are motivated to share their ideas, which results in a more inclusive approach to decision-making. On the other hand, in authoritarian cultures, decision-making might be confined to top management, which can hinder innovation.  
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3.1 Overview of Tesco’s Organisational Culture 
Tesco plc functions in a very competitive and ever-changing retail market, which makes it essential to have a strong and clear organisational culture that backs its strategic goals. The company openly shares values like "serving customers," "working together," and "doing the right thing," showcasing a culture focused on customers and performance. Mullins and Christy (2016) state that cultures driven by values are crucial for aligning how employees act with the goals of the organisation, especially in large companies that are spread out geographically.  
 
Over the years, Tesco’s culture has changed a lot, especially after facing financial troubles and issues with its reputation. The cultural renewal efforts led by top management were designed to restore trust, accountability, and ethical conduct. This shows that organisational culture isn’t fixed; it can be changed through leadership actions and strategic focus, which supports Mullins and Christy’s (2016) idea that culture is something that is both learned and managed. 
 

3.3 Handy’s Cultural Types and Tesco 
Handy’s (1993) cultural typology provides a deeper understanding of Tesco’s organisational culture. 
 Role Culture: Tesco mainly shows a role culture, which is marked by well-defined job roles, strict rules, and a clear hierarchy. This can be seen in how store management is structured, the operational guidelines in place, and the consistent procedures followed across different locations. Handy (1993) notes that role cultures work well in stable settings but can have difficulties when faced with quick changes. 
 Task Culture: In addition to role culture, Tesco also incorporates aspects of task culture, especially in project teams that focus on innovation, improving the supply chain, and digital transformation. Task culture promotes teamwork and problem-solving, which helps Tesco adapt to competitive challenges and shifts in consumer behavior. 
 
 The presence of both role and task cultures indicates a hybrid cultural model, which provides organisational stability while also allowing for flexibility in certain areas. Mullins and Christy (2016) suggest that such hybrid cultures are typical in large organisations that aim for both control and adaptability.  
 
 
 
3.4 Hofstede’s Cultural Dimensions and Tesco’s Global Operations 
Hofstede’s cultural dimensions are especially important for Tesco because of its global reach. 
 Power Distance: Tesco has a moderate power distance, meaning that most decision-making power is held by senior management. Although employees are encouraged to share their thoughts, major strategic choices are usually made at the headquarters. This setup helps maintain consistency but might restrict empowerment for lower-level staff. Individualism vs Collectivism: Tesco values teamwork and shared responsibility, especially in store operations. At the same time, their performance evaluation systems also recognize individual accomplishments, showing a mix of collectivist and individualist values.  
Uncertainty Avoidance: Tesco shows a relatively high level of uncertainty avoidance by engaging in thorough planning, monitoring performance, and implementing risk management strategies. While this approach minimizes operational risks, it could also hinder creativity and innovation if it becomes too strict.  
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4.1 Culture and Organisational Structure at Tesco 
The culture of an organization greatly impacts how Tesco is structured. According to Mullins and Christy (2016), the culture of a company influences whether it chooses a mechanistic or organic structure. Tesco’s culture leans towards a mechanistic structure, which is marked by a clear hierarchy, formal ways of communicating, and standardized processes. This kind of structure fits well with Tesco’s role culture, which helps maintain efficiency and consistency in all stores. Having clear reporting lines and specific responsibilities allows for better coordination among a large number of employees. On the downside, these structures can restrict flexibility and make decision-making slower, especially in rapidly changing market situations.  
 
4.2 Cultural Influence on Decision-Making Processes 
Tesco's approach to making decisions shows its focus on performance. Their strategic choices are based on data, heavily depending on market research, sales figures, and performance metrics. As noted by Mullins and Christy (2016), cultures that prioritize control and accountability usually prefer logical and analytical ways of making decisions. 
 
 Although this method lowers risks and helps align strategies, it might also limit creativity and the involvement of employees. Workers on the front lines might not have much say in decisions, even though they interact directly with customers. This can lead to lost chances for innovation and a decrease in employee engagement. 
 
4.3 Centralisation vs Decentralisation 
Tesco has a culture that promotes a mostly centralised way of making decisions, especially when it comes to pricing, branding, and managing the supply chain. This approach helps maintain consistency and achieve cost savings throughout the company. Still, local managers are given a bit of freedom to adjust their operations based on local market conditions, which shows an effort to find a balance between control and flexibility. 
 
 According to Mullins and Christy (2016), successful organisations make sure that their cultural values match their structural design. The challenge for Tesco is to make sure that its centralised structure doesn’t hinder its ability to respond to the needs of local customers. 
 
4.4 Models of Organisational Culture Applied to Tesco 
Schein’s (2010) three-level model offers a helpful way to understand Tesco’s organisational culture. 
 Artefacts: At the artefact level, you can see Tesco’s culture through its clear hierarchy, standardized procedures, uniforms, performance goals, and heavy use of technology in stores. These artefacts show a strong focus on efficiency, consistency, and control, which is common in big retail companies.  
Espoused Values: Tesco’s espoused values highlight the importance of customer focus, teamwork, and responsibility. The company encourages inclusivity and ethical practices, especially after changes in corporate governance. These values are shared through training programs, messages from leadership, and performance management systems.  
Basic Underlying Assumptions: At the core level, Tesco believes that customer satisfaction leads to profitability and that measuring performance is crucial for success. These beliefs influence how managers act and support a culture focused on results. However, this intense focus on targets might also put pressure on employees, behaviour could impact their morale and job satisfaction. 
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The retail sector is marked by fierce competition, rapid technological progress, changing consumer demands, and growing globalisation. According to Mullins and Christy (2016), the culture within an organisation is vital for helping companies react appropriately to outside pressures. For Tesco, its organisational culture has been key in determining how the business adjusts to economic, technological, and social shifts. 
 
5.1 Responding to Competitive and Market Pressures 
Tesco operates in a very competitive market where price competition, discount retailers, and changing customer preferences are key factors. The company's focus on customers allows it to keep a close eye on consumer behaviour and adjust its products as needed. 
 Programs like loyalty schemes and pricing strategies based on data show that Tesco values making decisions based on evidence and being responsive to what customers want. 
 However, Mullins and Christy (2016) warn that cultures that focus too much on performance metrics might put short-term results ahead of long-term sustainability. While Tesco's strong focus on performance has helped it stay competitive, it has also led to high levels of work pressure in stores. 
 
5.2 Technological Change and Digital Transformation 
Technological innovation is a significant external factor affecting modern retailers. Tesco’s focus on efficiency and ongoing improvement has led to investments in digital technologies, such as online shopping platforms and automated supply chain systems. They have utilized project teams focused on tasks to oversee technological projects, which shows aspects of a task culture that promotes teamwork and creativity.  
 
However, there can be cultural pushback against change when new technologies interfere with traditional work methods. Mullins and Christy (2016) point out that adapting successfully requires not just changes in structure but also acceptance of the culture. Tesco’s focus on training and communication has been crucial in helping employees engage with digital transformation. 
 


5.3 Globalisation and Cultural Diversity 
As a global company, Tesco functions in various cultural and regulatory settings. The company’s culture encourages standardisation to maintain brand consistency, but it also permits local adjustments in product offerings and management styles. This strategy is in line with Hofstede’s (2010) claim that multinational companies need to find a balance between global integration and local responsiveness. 
 
 Tesco’s inclusive and diverse culture helps bring together employees from various national and cultural backgrounds. Nevertheless, there are still challenges in reconciling local cultural norms with corporate expectations, especially in regions where power distance and uncertainty avoidance differ. 
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Organizational culture can either help or hinder how effective an organization is. According to Mullins and Christy (2016), strong cultures can improve coordination, motivation, and commitment, but they might also limit flexibility and innovation if they are too strict. 
 
6.1 Culture as an Enabler  
Tesco’s culture enables effective functioning through: 
 
1. Ensuring that all employees focus on enhancing the consumer experience, which is essential in the competitive retail market. This commitment to customer centricity helps the company stand out among its rivals. 
 2. By fostering a common understanding of processes and objectives, Tesco promotes better internal communication and enables quicker implementation of retail strategies, leading to improved operational efficiency.  
3. A culture that values inclusivity and support, as demonstrated by Tesco’s Values in Action, contributes to greater employee satisfaction and helps reduce turnover, creating a more stable workforce. 
 
6.2 Culture as a Barrier 
A strong organizational culture can be both beneficial and detrimental. When faced with a rapidly evolving external landscape, a deeply rooted culture may hinder necessary changes. For instance, Tesco's core values that once propelled its success in the UK market sometimes led to a success trap, making the company resistant to innovative ideas that deviated from its traditional practices. This success inertia can prevent management from acknowledging the need for significant strategic shifts. If the culture prioritizes cost-cutting and minor improvements, it may suppress the bold innovations needed to compete against disruptive online retailers and discount chains like Aldi and Lidl. 
 
6.3 Barriers to Diversity and Inclusion 
Tesco has made progress in fostering diversity, but its organizational culture can sometimes hinder genuine inclusivity. Different departments or regions may develop subcultures that carry unconscious biases, which can clash with the company's official diversity goals. In a global setting, enforcing a British corporate culture on international branches can create tension. As noted by Mullins and Christy, the challenge of uniting a diverse workforce from various backgrounds into a single culture can be difficult, especially if the prevailing culture is too inflexible to embrace local differences. A culture that prioritizes conformity may stifle the diverse viewpoints essential for innovative problem-solving. 
 
6.4 Barriers to Acquisitions and Mergers 
Organizational culture often plays a significant role in the failure of mergers and acquisitions. When Tesco pursues growth through acquiring other companies, cultural conflicts can arise if the values of the acquired organization clash with Tesco’s centralized and process-oriented approach. If Tesco's culture is viewed as dominating by the employees of the acquired firm, it may result in the loss of essential talent and decreased productivity, ultimately hindering the strategic objectives of the merger. 
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Organisational culture directly affects how well an organisation performs by shaping employee behaviour, decision-making, and how strategies align. As noted by Mullins and Christy (2016), cultures that match the goals of the organisation lead to better performance results. 
 
 Tesco has a culture focused on performance, which helps with operational efficiency, controlling costs, and keeping customers happy. By having clear performance metrics and accountability systems, Tesco ensures that individual goals align with the organisation's objectives. This approach has allowed Tesco to stay strong in the market, even when facing competition.  
 
Nevertheless, just having performance metrics doesn't ensure long-term success. High expectations for performance can lead to increased stress and higher turnover rates, which might hurt productivity in the long run. Therefore, it's crucial to have a culture that balances performance with the wellbeing of employees to maintain effective organisational performance.  
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While Tesco's organizational culture mostly promotes effective operations and competitive success, the analysis points out aspects where cultural improvements could boost adaptability, employee involvement, and long-term sustainability. Based on the work of Mullins and Christy (2016), the following recommendations grounded in evidence are suggested. 
 
8.1 Enhance Employee Empowerment and Participative Decision-Making 
Tesco needs to boost employee participation in making operational and tactical decisions, especially at the store and department levels. While Tesco’s role-based culture offers clarity and control, it also restricts employee independence and limits chances for innovation from staff on the front lines. According to Mullins and Christy (2016), cultures that encourage participation enhance motivation, job satisfaction, and commitment by providing employees with a sense of ownership. 
 
 By implementing structured feedback systems, like regular employee forums and suggestion boxes, frontline workers could share their insights from direct customer interactions. This would lead to quicker decision-making and better alignment between the company’s values and everyday practices. 
 
8.2 Balance Performance Targets with Employee Wellbeing 
Tesco's culture, which emphasizes strong performance, has played a key role in enhancing operational efficiency and competitiveness. Yet an overemphasis on targets can lead to increased stress, lower morale, and a decline in job satisfaction. According to Mullins and Christy (2016), it's crucial for organizational cultures to find a balance between performance goals and the wellbeing of employees to maintain sustainable effectiveness. 
 
 To address this, Tesco should incorporate wellbeing metrics into their performance management systems. This way, managers would be assessed not just on their results but also on how well they manage their teams. Such an approach would help foster a supportive culture and lessen the chances of burnout and high employee turnover. 
 
8.3 Reduce Bureaucratic Rigidity to Improve Agility 
The organization's culture and hierarchy help maintain consistency, but they might make it harder to adapt quickly in a fast-changing retail world. According to Mullins and Christy (2016), having too much bureaucracy can delay decisions and stifle creativity.  
 
Tesco needs to simplify its approval processes and give more power to middle managers, especially in local marketing and merchandising. This change would enable faster reactions to local customer needs while keeping strategic control intact. 
 
8.4 Encourage Innovation Through Task-Oriented Subcultures 
Tesco shows some aspects of task culture in its project teams, but this method could be applied to other parts of the organization as well. By promoting cross-functional teams to tackle operational issues, it would enhance teamwork and innovative solutions.  
 
 By allowing for experimentation and learning from mistakes, Tesco can create a culture of ongoing improvement while still maintaining operational stability. 
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Tesco's mixed culture promotes efficiency, teamwork, and creativity in project groups, while its hierarchical setup allows for steady decision-making. Even though bureaucracy can restrict independence, the culture mainly boosts performance and competitiveness. By continuing to focus on empowerment, adaptability, and employee wellbeing, Tesco will enhance its capacity to adjust and maintain long-term success in a changing retail landscape.  
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