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Introduction 
Organisational structure and culture has a significant role in introducing the modern workplace. The essay is associated with the UK-based retailer, Tesco PLC, and its organisational structure and culture. The organisation belongs to the sector of groceries and general merchandise. The essay includes the relationship between structure, culture, people and performance of Tesco. One of the key discussing areas of the study is going to be the effective management and leadership in Tesco. For analysing organisational structure and culture critically, theoretical concepts are applied in the context of the multinational retailer, Tesco.    
Discussion

1. Organisational structure and culture of Tesco 
Organisational structure- Organisational structure refers to the system, which outlines the ways particular activities are directed for achieving the company’s goals. As stated by Shafie et al. (2018), particular activities are in terms of roles, rules and responsibilities. In case of Tesco, the hierarchical structure is maintained and the main reason of using this structure is to pay attention to several operational departments in Tesco’s business (Refer to Appendix 1). The retailer follows function-based structure and large format of business allows the company to manage multiple layers properly (Tesco, 2020).  
Organisational culture- Organisational culture is about the system of shared beliefs, values, and assumptions that govern the ways people behave within a company. According to Bailey et al. (2019), the shared values have a higher influence on organisational people as it defines the way of acting, dressing, and performing at the workplace. In case of Tesco, the culture of trust and respect to employees acts as a key to success. The employees are both recognised and rewarded so that their development can be a beneficial aspect for the brand. 
By the means of “Little Helps Plan”, Tesco's culture is effective in making a positive difference to employees, suppliers, customers and communities. As per this plan, People refer to colleagues and supply chain partners of Tesco. The retailer focuses on serving customers with sustainable, healthy and affordable Product. Tesco supports communities in the Places it has stakes. Finally, the multinational company works in a way of protecting the Planet (Tesco, 2020).    
Relationship between organisational structure, culture and people- In order to discuss the relationship between organisational structure, culture and people, there is a requirement of identifying the difference between structure and culture. As influenced by Laforet (2017), organisational culture has a role in defining the organisational structure of a firm. However, as stated by Horch (2018), the organisational structure can partially define the culture of a business. As opined by Shafie et al. (2018), the organisational structure is the framework of a culture that needs to be implemented. On the contrary, according to Bailey et al. (2019), organisational culture dictates the ways an organisation needs to be structured. The role of people is to embrace both the organisational structure and culture for brand reputation in the market (Wæraas and Dahle, 2020).  
In order to make the relationship more understandable, the exemplary scenario can be made in the context of Tesco. For instance, through the hierarchical structure of Tesco, the company can identify that there is a necessity of implementing a culture that ensures healthy and positive relationships between employees of different operational departments. On the other hand, the culture of trust and respect to employees helps Tesco understand that the strategy of hierarchical structure is the best for the retail business, both nationally and internationally. The role of people in Tesco’s structure and culture is to adopt the format of the hierarchical function and maintain the ultimate trust and respect relationship with colleagues (Tesco, 2020).  
Nature of managerial work- In case of discussing the nature of managerial works in Tesco, it is essential to focus on both the functions and processes. Based on the organisational structure of Tesco, it can be identified that the main operational departments are sales, marketing, human resource, finance. In these four operational departments, there are managerial positions that are associated with individual job roles and responsibilities (Foster et al. 2019). However, the areas of managerial work cover planning, organising, decision-making, leading and controlling so that firm’s resources (financial, human, and information) can help meeting business goals in Tesco.  
Role of leadership- The role of leadership is one of the major concerning areas for Tesco. The reason is indicative towards the action of leading people in a group to achieve organisational success. On that note, it is to specify that Tesco is based on following the democratic leadership style. As influenced by Popli and Rizvi (2016), democratic leadership style refers to the way, in which, group members can take part in the decision-making process of a business. This style enables the brand to invite employees in organisational decision-making process. It motivates the workers to maintain the provision of good customer service. For instance, in the decision-making process of bi-yearly organisational audit in Tesco, the accounts manager allows the subordinates in taking a more participative role to identify the key factors to be considered.  
Variables of effective management and leadership- For effective management and leadership, three identified variables are Time, Money, and Resources (Bekesiene and Hoskova-Mayerova, 2018). Time refers to the working hours and deadline of work completion. It can be exemplified that within Tesco, the production manager plan, organise and lead employees in such a manner so that they can ensure on-time delivery. Money gives the range of choices to make a job done successfully (Bernerth et al. 2018). From the organisational context of Tesco, it can be said that the Human Resource (HR) manager arranges training sessions to improve the existing skills and knowledge of staff members. 
Behavioural approach to management- In order to study the behavioural approach to management of Tesco, there is a significant requirement of discussing the factors that affect differences in individual behaviour. As influenced by Alemanni and Lucarelli (2017), the key factors in affecting differences in individual behaviour are gender and culture. From the organisational context of Tesco, it has been identified that the retailer is currently facing the issue of improper behavioural approach to management. The foremost reason is indicative towards the gender pay gap, which is still visible in Tesco. From 2020’s annual report of Tesco, it can be stated that the median gender pay gap has been reduced from 8.9% to 8% in 2019 (Tesco, 2020). The reduction has been by 0.9%, which is indeed a very low progress in avoiding discrimination at the workplace.  
As a result of it, the female employees tend to behave harshly with the HR manager. They find the significant gap in payment as a managerial approach to sex discrimination (Saifulina and Carballo‐Penela, 2017). Another factor is revolving around the cultural difference. Being a multinational retailer, Tesco makes sure to promote workplace diversity. However, due to the inclusion of people from different culture and background, managerial positions feel disrespectful during the decision-making process. For instance, during a decision-making process for social media marketing, a British employee appreciates the strategy of marketing manager. However, an American employee tends to argue badly and disrespect the decision. In such a situation, the marketing manager feels uncomfortable for such a behavioural approach (Kang and Lee, 2017).     
2. Contribution of structure and culture to organisational performance
Organisational structure and culture contributes to organisational performance. According to Bakotić (2016), organisational structure can promote high performance based on how effectively the workflow and managerial relationships influence productivity. For instance, in Tesco, hierarchical structure helps managers to make employees involved in goal-setting activities through skill development training programs. The periodic reviews of employee development (training programs) take place by managers so that they can report to hierarchy. As stated by Shafiq et al. (2019), organisational culture supports business performance based on how potentially managerial strategies retain employees. 
For instance, within Tesco, the ultimate trust and respect to employees enable managers to provide rewards. These rewards can be either a promotion onto the next level of designation or an attractive incentive with salary. The rewards not only ensure quality performance, but also good employee retention in Tesco. Through 2020’s annual report, it can be mentioned that the average numbers of employees in 2019 and 2020 are respectively 464,505 and 423,092 (Tesco, 2020).         
3. Analysis by theoretical frameworks of organisational design and culture
The first theoretical concept is Jay Galbraith’s Star Model of organisational design. As stated by Shkurti (2016), by five categories of design, organisational development takes place and they are strategy, structure, processes, rewards, and people (selection and development) (Refer to Appendix 2). Strategy- It is about achieving the intended goals. For example, Tesco can sell high-quality products at a lower price to increase sales. Structure- This refers to the number of departments and staffs. For instance, in Tesco, the key operational departments are sales, marketing, human resource, finance. The total number of employees has been 464,505 in 2019 (Tesco, 2020). 
Processes- It is based on the flow of decision and information and Tesco is vertically integrated. Rewards- It indicates that staffs internalises organisational objectives. Tesco arranges profit share for quality performance of employees. People- This is about human resource policies and practices (Ylä-Kujala et al. 2020). Tesco's selection process includes the hiring of the right skills and talents. Skills development takes place through training programs. On that note, it can be recommended that as the selection is based on the right skills and talents, the female applicants should be offered with the same package of remuneration and compensation offered to male applicants. This will help to remove the gender pay gap in Tesco (Tesco, 2020).  
Another theoretical concept is Schein’s Culture Triangle of organisational culture. According to Phaopat and Pruetipibultham (2018), through three distinct levels or layers, organisational culture can be analysed and they are artifacts, espoused values, and basic assumptions (Refer to Appendix 3). Artifacts- This is the physical feature of an organisation. For example, dress code and technologies are two physical features of Tesco. Espoused values- This is about communication of core values. Tesco’s core values are to understand customers, work as a team and making this easier to live more healthily (Tesco, 2020). Basic assumptions- This is the invisible and intangible aspects of a firm. For instance, Tesco is currently struggling with improper behavioural approach to management in terms of gender and culture. 
However, the limitation of this theory is in terms of the difficulty in understanding (Costigan et al. 2018). Tesco can find it complicated to understand, implement, and improve with times. In such a situation, the alternative solution can be presented to deal with the issue of improper behavioural approach to management due to gender and culture. It can be recommended that Tesco can arrange training on “diversity and inclusion” to promote a strong culture of teamwork. This will help reducing the decision-making conflicts between managers and staffs from different cultures (Tesco, 2020).  
Conclusion 
Based on the key findings and analysis regarding organisational structure and culture of Tesco, it can be concluded that the UK-based retailer has a significant requirement of paying attention to aspects of the gender pay gap and workplace diversity. The essay has shown a relationship between organisational culture, structure, and performance. Time, money and resources are identified as the three key variables of effective leadership and management within Tesco. By considering the limitations of Schein’s Culture Triangle, an alternative solution has been made for improving organisational culture of Tesco. Jay Galbraith’s Star Model has been applied for recommending on the strategy of gender pay gap reduction.     
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Appendix 1: Organisational structure of Tesco
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Figure 1: Organisational structure of Tesco 
(Source: Tesco, 2020)

Appendix 2: Jay Galbraith’s Star Model of organisational design
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Figure 2: Jay Galbraith’s Star Model

(Source: Ylä-Kujala et al. 2020)

Appendix 3: Schein’s culture triangle of organisational culture
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Figure 3: Schein’s culture triangle

(Source: Costigan et al. 2018)
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