



Introduction

Organisational culture is a key concept in understanding how organisations operate and achieve success. It refers to the shared values, beliefs, behaviours, and assumptions that influence how employees act within a company. According to Mullins and Christy (2016), organisational culture shapes important processes such as decision-making, organisational structure, and employee motivation. In modern organisations, culture is even more important due to globalisation, technological change, and increased competition.

This report focuses on Tesco, one of the largest retail organisations in the United Kingdom. The aim of this report is to critically evaluate how organisational culture influences Tesco’s structure and decision-making processes. The report will apply key theoretical frameworks such as Schein’s Model of Organisational Culture, Hofstede’s Cultural Dimensions, and Handy’s Cultural Types. It will also analyse how Tesco adapts its culture to external environmental factors and evaluate whether culture acts as an enabler or barrier. Finally, the report will assess the impact of culture on organisational performance and provide recommendations for improvement.

Overview of Tesco

Tesco is a multinational retail company headquartered in the UK. It operates supermarkets, convenience stores, and online services, serving millions of customers weekly. Tesco’s mission focuses on providing value, quality products, and excellent customer service.
The company has a hierarchical organisational structure, with clear levels of management. This structure allows for control and coordination across its operations. However, Tesco also allows some level of decentralisation, especially at store level, where managers can make decisions based on local customer needs.
Tesco’s size and global presence mean that organisational culture plays a critical role in maintaining consistency while also allowing flexibility.


Influence of Organizational Culture on Structure and Decision-Making

Tesco’s organisational culture strongly influences both its structure and decision-making processes. The company promotes values such as customer focus, teamwork, and accountability. These values guide how decisions are made at different levels of the organisation.

Decision-making in Tesco is partly centralised and partly decentralised. Strategic decisions, such as pricing strategies or expansion plans, are made by senior management. However, operational decisions, such as stock management or customer service improvements, are often handled by store managers.

This approach reflects a balance between control and flexibility. The organisational culture encourages employees to take responsibility while still following company guidelines. This improves efficiency and ensures consistency across different stores.

However, the structured nature of Tesco’s organisation can sometimes slow down decision-making. Employees may need approval from higher management, which can reduce responsiveness in fast-changing situations.



Application of Schein’s Model
Schein’s Model divides organisational culture into three levels: artefacts, espoused values, and basic underlying assumptions.
At Tesco, artefacts include visible elements such as store layout, branding, uniforms, and customer service practices. These create a consistent and professional image.
Espoused values include customer satisfaction, teamwork, and efficiency. These values are communicated through training, policies, and internal communication.
Basic assumptions are the unconscious beliefs that guide behaviour. In Tesco, a key assumption is that meeting customer needs leads to long-term success. This belief influences how employees interact with customers and make decisions.
Schein’s Model helps explain how Tesco’s culture operates at different levels and how it influences employee behavior.

Application of Handy’s Cultural Types

Handy identified four types of organisational culture: role culture, task culture, power culture, and person culture.
Tesco mainly demonstrates characteristics of a role culture. This means that employees have clearly defined roles and responsibilities. Procedures and rules are important, and authority is based on position within the hierarchy.
Role culture is effective in large organisations because it provides stability and control. In Tesco, it ensures that operations run efficiently across many locations.
However, Tesco also shows elements of task culture, particularly in project-based teams such as digital development and marketing. These teams focus on achieving specific objectives and allow more flexibility.
The combination of role and task culture helps Tesco maintain efficiency while also supporting innovation in certain areas.
Application of Hofstede’s Cultural Dimensions

Hofstede’s framework helps understand how national culture influences organisational behaviour. Tesco operates in multiple countries, so cultural differences are important.
For example, the UK has relatively low power distance, meaning employees expect some level of participation in decision-making. Tesco reflects this by allowing some decentralization at store level.
The UK also has a high individualism score, meaning employees value independence and personal achievement. Tesco encourages individual responsibility while still promoting teamwork.
Understanding these cultural dimensions helps Tesco manage its workforce effectively and adapt to different markets.

External Environment Influence
Tesco operates in a highly competitive and dynamic environment. External factors such as economic conditions, technological developments, and social trends influence its culture.
Technological changes, especially the growth of online shopping, have forced Tesco to adapt. The company has invested in e-commerce and delivery services, changing how employees work and interact with customers.
Economic factors, such as inflation and cost of living, also affect Tesco’s strategies. The company must balance cost reduction with maintaining quality and customer satisfaction.
Social factors, including increased awareness of sustainability, have influenced Tesco’s culture. The company has introduced environmentally friendly initiatives, such as reducing plastic use and promoting sustainable products.
These external pressures require Tesco to continuously adapt its organisational culture.

Culture as an Enabler or Barrier

Tesco’s organisational culture mostly acts as an enabler. The focus on customer service, efficiency, and teamwork supports strong organizational performance.
However, there are also some limitations. The strong role culture can reduce flexibility and innovation. Employees may feel restricted by rules and procedures, which can limit creativity.
Additionally, hierarchical structures can slow down decision-making. This can be a disadvantage in a fast-changing retail environment.
Despite these challenges, Tesco has shown the ability to adapt and improve its culture, reducing the impact of these barriers.

 Impact on Organizational Performance
Organisational culture has a direct impact on Tesco’s performance. The emphasis on customer satisfaction has helped the company build strong customer loyalty and maintain its market position.
The structured culture also improves efficiency, as employees understand their roles and responsibilities. This reduces errors and increases productivity.
However, to remain competitive, Tesco must continue to evolve its culture. Adapting to new technologies and changing customer expectations is essential for long-term success.





Recommendations
Firstly, Tesco should encourage more innovation by allowing employees greater flexibility in decision-making. This can improve creativity and problem-solving.
Secondly, the company should invest in employee development through training and career progression opportunities. This will increase motivation and improve performance.
Thirdly, Tesco should improve internal communication to ensure that all employees understand organizational goals and changes.
Finally, Tesco should continue to adapt to external environmental changes, particularly in technology and sustainability, to remain competitive.

Conclusion
In conclusion, organisational culture plays a significant role in Tesco’s success. The company’s culture supports structure, decision-making, and performance.
The application of Schein’s Model, Handy’s Cultural Types, and Hofstede’s Dimensions shows that Tesco has a structured and customer-focused culture. While this culture is mainly an enabler, there are some limitations related to flexibility and innovation.
Overall, Tesco’s organisational culture is a key strength, but continuous improvement is necessary to maintain competitiveness in a changing environment.
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