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This work has the purpose to access the concepts of structure, culture and performance in a business organisational aspect. After explaining the meaning of the factors forming an organisation’s daily activity, this work will continue with accessing the paradigm of the relationship between these three factors and explain how the first two, organisational structure and culture influences the third, which is the organisational performance. The theoretical part of this essay will be underpinned with relevant theories and models connected with these factors or the whole organisational functional existence. The additional help for this essay to achieve its goals will be by accessing the organisational activity of Tesco Plc.



Background of Tesco Plc
The foundation of Tesco has taken place back in 1919, when Jack Cohen started a small retailing business in East London. The company grew up to 6351 stores in a worldwide scope, 3,376 of which are operating in the UK. The retailer has a bit over 420,000 employees by 2020, but they have decreased with about 40,000 employees comparing it with 464,000 in 2019. Tesco had unsuccessful appearance in Ireland and France, after which the compare focused on the emerging markets, as well as Eastern Europe and Asia (Tescopoly, 2020). 
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The organizational structure is a set of formalized rules developed for:
- Division of labor and distribution of powers among individual employees and groups;
- Determining the scope of control of the government and the level of subordination in the organization;
- Coordination of all functions so that the organization can act as a whole.
The organizational structure is useful primarily for understanding how the organization works. It reveals the components of the organization, the way of interconnection between them and the place occupied by each position and division in the overall structure of the organization (Iqbal, 2020).
The organizational structure is also important due to the fact that it allows employees to realize their place in the organization, thanks to which they can work together to achieve common goals and satisfaction with their contribution to the overall activity. Without an organizational and management structure, it is impossible to coordinate the actions of the collaborators and even the best plans cannot be implemented. The rational organizational structure can provide a significant advantage to increase competitiveness (Hitt, et al., 2007).
Tesco’s organisational structure is divisional regarding the fact that they are operating in different countries, but the divisions have decentralised organisational structure. The decentralised structure is needed because there are over 3,300 stores only in the UK and each a store got store manager and shift managers. The retailing business require fast decision making and if possible, on the field, i.e. in the store. They deal with food that must be stored in fridges and also monitored so that the store doesn’t go in deep demand or surpluses. Moreover, that the store managers are who should decide is a worker can take off days and for that to organise replacement. These and many other issues must be decided in the store, because otherwise the process will be too long and slow. This is why the second organisational structure of Tesco need to be decentralised and the management is taken by the store managers, who are to contact the higher management and regulate the situation. This is how the structure also impact the organisational culture. The managers of the store are who should convey the requirements of the higher management. Each team though define its own local culture, because that sometimes depends of the leadership style of the store manager. He or she will have to find the way to control the situation.

[bookmark: _Toc49893919]Organisational culture

Culture is a means by which messages about an organization's goals are conveyed to employees and the outside world. When employees become strongly attached to the beliefs of the organization, these beliefs are internalized and individual members perceive them as their own. Whether one realizes it or not, the process of internalization takes place and (in the presence of favorable circumstances) can be a means of obtaining personal satisfaction. In other words, the personality of the organization becomes the personality of the employees and vice versa (Schein, 2017).
Understanding the culture of an organization is critical to the implementation of successful projects. Culture lives in every "cell" of the organization and influences the work performance and interpersonal interaction of employees.
Many external and internal forces shape the culture of the organization and influence the projects it implements. Internal forces such as organizational vision, mission and strategy, whether well expressed and communicated or not, have a strong influence on organizational culture. Some organizations have a strategy to dominate the market, offer the only product, technology or service and fight to maintain their stability. Others try to offer the best products or services and are extremely adaptable (Scott, 2003).
The structure also influences the culture. For example, cumbersome, formal and centralized structures often promote functional efficiency at the expense of collaboration and innovation (which are so necessary for projects). There are usually subcultures within an organization that may be radically different from the main (dominant) organizational culture.
As mentioned above, the organisational culture of Tesco may vary from store to store, but still the original organisational culture is innovative and tend to regularly change according to the new trends in the retailing industry and needs of the company. This rapidly developing technologically world creates the demand of applying innovative organisational culture in many businesses nowadays. 
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As organisational performance can be accepted a kind of achievement of the organisation, which has been planned and is a set of the organisational goals. Organisational Performance can be explained with the achieved actual output. It defines the success of the organisation and its competitiveness. 
Organisational performance is easy to be influenced by many factors, the strongest of which are the organisational structure and the organisational culture. It is doubtful which of these two factors can impact on the organisational performance, because even we can see that one of the strongest to impact on the performance of the organisation is its culture, then the dilemma is that the organisational structure impact on the organisational culture. 
Tesco operates in many countries, due to which the diversity of the workforce is high. According to Tesco, they threat people in the way they want to be threated. As they say – Every little help – this is what also goes into the culture of the teams. The members of the teams are well motivated and work hard to organise a smooth working process. Every member of the staff must be able to replace the shift manager of necessary, not the store manager though. The company is customer oriented or with different words – customer centric. Trying to make their stores last destination of the customers, Tesco’s workers regularly inform the store managers what kind of products the customers ask for.  
Tesco’s employees receive rewards for good performance, rewards for attendance, as well as they are monitored and for their good performance some of them could be send to training and put on higher positions. This of course reminds about the motivation activity the company applies, so that the motivated employees increase their performance.
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The organisational performance highly depends of the motivation of the employees. That is why the organisational structure and culture must work in a way that serves the motivational system of the employees and help increase their performance. The motive is something that initiates movement;
motivation is what makes people act or to behave in a certain way. Yes motivating people means directing them to a certain direction and take the necessary steps to get them there. To be motivated means either to want to go somewhere of your own free will, or to be encouraged by all available means to go purposefully and succeed on arrival.
There is a theory of Abraham Maslow formulated from him in 1943, acquired later widely known as the “hierarchy theory of needs”. The basic idea in the author's theory is that a person feels a need when he feels physiologically and psychologically deficient, and that human needs can be classified and hierarchically arranged in order of importance (McGuire, 2012). 
Maslow himself divides the whole set of human needs into five large, hierarchical groups:
- physiological needs;
- security needs;
- social needs;
- needs for respect and self-esteem;
- needs for perfection.
Tesco is supporting the idea of the Maslow’s theory and work supportively with their workers, so that any need they have will get the chance to be fulfilled. If someone wants to study, the company ensure one hour less work or move shifts accordingly so that the employee doesn’t lose their jobs (McGuire, 2012). 
Physiological needs are most important from a physiological point of view for the employee. It could be said that they are primary, even primitive, because with a certain simplification and approximation they are inherent not only in man but in every living being. If these kinds of needs (for example, those of health, sleep, water, food, etc.) are not met, efforts to influence one's behaviour by using means that can meet higher-ranking needs are ineffective, because these means will then not act as an incentive, i.e. they will not motivate the object of impact. The needs for security, economic stability, security, mental security occupy the next ascending level in the hierarchy of human needs, because in principle they appear (feel or realize) only after the satisfaction of physiological needs. These kinds of needs are related to the future of the human individual. If a person's physiological needs are already met, the problem of security that must be guaranteed arises. This creates specific needs, for example to maintain the state of employment (the presence of a good job), the formation of savings of money or other funds in the case of future theories of motivation Procedural - Reflect the mechanism of motivation Content - Based on the expressed needs of the people and their role in motivation. These are such as the following: Hierarchy of needs according to A. Maslow Two-factor theory of F. Herzberg, McClelland's theory of needs, V. Vroom's theory of expectation Theory of justice Porter's model, etc. 
 Lawler At the third hierarchical level in the ascending gradation of human needs are social needs - the need for love, inclusion, perception by someone, belonging to a particular social group and others. When these needs are not met, the human individual adopts defensive behaviour, closing himself in and sharpening his attention to the external environment. The next group, fourth in a row in the ascending gradation of human needs, consists of two internal levels: the first level is the need for respect of others to the human individual; on the second level is the need of an individual for his self-respect. The need for self-esteem is completely different from that of respect from others. The highest in the hierarchy of human needs is the need for self-realization, for continuous development of abilities, for creative activity. So, in order to achieve one's perfection, each person must "climb" the "ladder" of satisfying his own needs. Maslow's theory is too successful an attempt, though not definitive, to systematize the content and interdependence of the diversity of human needs. Its author has given impetus to a number of subsequent studies on motivation. He turns his attention to the higher needs, until then relatively less studied. His idea of ​​hierarchy is very strong, though not indisputable, and reveals the dynamics and consistency of human motivation (McGuire, 2012). 
The only disadvantage of this theory is that it does not give a tool how to do it, but only explain what should be done.
Knowing all of the details this theory cover, it is understandable that the Tesco managers must enable the application of such a theory with their organisational structure and underpin it with appropriate organisational culture, which to allow a smooth motivational process. It is absolutely clear that without the settings of the organisational structure and culture the motivation theory of Maslow could not be applied. It is how the structure works for the culture and the culture works for the motivation and increasing of the organisational performance. 
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This essay has the purpose to access the concepts of organisational structure, organisational culture and organisational performance. It became clear that they are actually three of the key factors defining the organisational efficiency and competitiveness. This work has achieved its goals and has helped the author to learn essential information for the future realisation in the business. 
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