Organisational Culture 



Executive Summary

The common ideals, attitudes and behaviours that direct employees' work within an organisation are referred to as corporate culture. People that have defined objectives are able to see the wider picture, collaborate effectively and expectations. In order to follow the same principles, there is a vibrant and encouraging environment. Important domains, including management oversight, organisational makeup and making choices, are also impacted. Workers are more driven and content at work if different cultures are valued and involved. In order to enhance teamwork, lessen rivalry and promote financial longevity, nations must develop an equal organisational culture.
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[bookmark: _heading=h.6ji1od9xqm74]Corporate culture is the collective values, beliefs and attitudes that provide how things are done in an organisation. With the rise in globalisation, work organisations are becoming complex, international-based institutions that are forced to deal with a diverse workforce of different nationalities. This all-inclusive attribute of culture has a strong influence on the fundamental organisational processes, such as decision-making, structural organisation, and management control. Integration of different groups in a harmonious corporate culture is the key to maintaining the motivation of employees and high job satisfaction in an international market.
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Figure: Influences on Structure & Decision-Making at Tesco
Source: (Twumasi, 2026)
Organisational culture is a collection of values, beliefs, norms as well as practices that determine how things are conducted within an organisation. The culture within a multinational company like Tesco is very critical in determining the behaviour of the employees, the leadership style, the priorities in their operation and strategic decision making. The long-term focus on customer care, effectiveness of its operations, teamwork and accountability is also a major factor in Tesco's organisational structure as well as decision-making processes (Chong and Duan, 2026).

1. Philosophy of Customer-Centric: The satisfaction of customers is known as a critical component of their culture which is seen in their practices like they always take better approach for their members every day. This is the orientation which has the application on the design of structure that is core of the operations for the frontline services and stores to the focus of the organisation for the culture of Tesco. The other divisions like digital platforms, supply chain and merchandising will be related to offer the support which is required of the customer demands. Consumer insights, loyalty card data and market trends usually form the starting point of decision-making (Amadu et al., 2026).

2. Hierarchical yet Flexible Structure: As a huge multinational firm, Tesco has a hierarchical structure where reporting lines have been minimised to ensure coordination is ensured between thousands of stores. Cultures promote the use of formal authority to maintain consistency in the policies and procedures. Regional and store-level autonomy has also been implemented in the company to respond to the local market conditions. This balance enables the strategic decisions to be centralised and operational decisions to be decentralised. The problem is how to ensure that bureaucracy does not slacken the pace of innovation (Twumasi et al., 2026).

3. Data-Driven Decision-Making: The culture in Tesco is very much grounded on evidence-based management. In making the decisions, advanced analytics about pricing, product mix, and promotions are made using Clubcard data and supply chain systems, and online platforms. This has led to the separation of analytics and technology in the company in terms of organisation. As much as the dependence on data increases accuracy, minimises uncertainties, it can underestimate qualitative impacts, including employee intuition or the emergence of social trends that cannot be measured yet (Chong and Duan, 2026).

4. Empowerment and Teamwork: Tesco values teamwork and participation of the employees, especially on a store level. The work structures based on teams promote multi-departmental and frontline communication. Managers are supposed to encourage, mentor, and uplift employees to resolve operational issues in a fast manner. Such participative culture has the ability to enhance satisfaction with jobs and the quality of service. However, empowerment is not at all levels, and strategic decisions are mostly top-down, which is most likely to restrict the complete advantages of participative management (Amadu et al., 2026).

5. Responsible and Ethical Governance: Tesco has strengthened the culture of transparency, compliance, and corporate responsibility after it has overcome past corporate crises. This will have an impact on the decision making because it will consider ethical issues, the sustainability objectives, and stakeholder interests. Governance committees, audit functions and compliance units have a more prominent role on a structural basis (Chong and Duan, 2026).
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Schein’s Model

1. Differentiating Cultural Types using three levels of manifestation: The place to start when trying to identify the culture in Tesco is by looking at artefacts in the form of observable structural and procedural elements at the surface. These are the physical store environment, the branding, and the digital capabilities like self-service kiosks that employees and customers are using. The layer that is most readily encountered but whose meaning can be difficult without knowledge of the levels below is the artefacts (Makumbe and Washaya, 2022).

2. Espoused Strategies and Core Assumptions: The second layer is the espoused values, which are those strategies, goals, and philosophies that are well-crafted and clearly stated by the company. These values, including a dedication to client service and worldwide diversity, dictate what the members focus on day in and day out. Finally, there is identification, which entails the disclosure of underlying assumptions (Chong and Duan, 2026).

3. The culture prevailing in Tesco: Tesco is characterised by conduciveness and innovation culture which is enhanced by alignment of artefacts and values to produce growth. The organisation enhances the generation of new knowledge and transformation of research into products that are marketable by prioritising specific innovation values that include creativity, risk-taking and experimentation. 

Hofstede’s Cultural Dimensions

1. Finding Cultural Differences in a workforce located internationally: The dimensions created by Hofstede help managers determine the influence of a national background on workplace behaviour in a multicultural environment. Power distance determines the degree to which workers are receptive and tolerant of unequal power distribution, which determines the perception of management control. In the context of a globalised company, Tesco, defining these characteristics is crucial to designing training and communication practices to meet the needs of a multi-national workforce (Jan et al., 2024).

2. Uncertainty avoidance as Risk Management: Uncertainty avoidance describes the extent of tolerance of ambiguity and irregularities in the organisation. This dimension is one primary distinguishing factor of whether employees are risk-takers or avoiders of new technologies or organisational changes. Greater uncertainty avoidance cultures could require greater directed help (Makumbe and Washaya, 2022). 

3. The Prevailing Culture at Tesco: Tesco has a prevailing culture that is hybrid and relies on global standardisation and local adjustment. The organisation focuses on a coherent culture, considering that users view technology and change through their national backgrounds. When incorporating these dimensions into its global strategy, the company can guarantee that the leadership styles and motivational strategies work in the various regions (Dudojć et al., 2025).

Handy's Cultural Types: Identification-based Indicators

1) Using Business Design to Determine Social Styles:
Handy's typology uses its financial power hierarchy to determine its aesthetic. An organisation with a powerful core figure or grouping is said to have the ability environment which makes the institution flexible but reliant on a manager. Repair classifications, established processes, around strict job descriptions—all of which offer sustainability, just can impede flexibility—are characteristics of a role cell culture. Determining these kinds entails examining the decision-making process and the level of staff sovereignty (Kogabayeva et al., 2025).

2) Identified Human Communities and Cooperative Chores:
Project-based occupations, where people with appropriate skills and other assets are combined to solve particular challenges, are indicative of a process social standing, which is very resilient and creative. It is observed that when companies operate only to fulfil the demands of their people, it is only to have a single religion. The associated habits and the basic structure of function are utilised to recognise these particular structures. 

3) Examining the Primacy life: the tradition of Tesco consists of assisting the individuals with their own responsibility. Still, that this initiative's how people live allow for the innovation and flexibility needed to be reasonably priced in the era of the computer industry, the function that culture plays provide the consistency, which executive authority is necessary for shopping centres to face off in a changing marketplace. The provenance promotes the collaboration necessary for productively running worldwide while enabling the company to maintain high levels of leadership roles. When focusing on committed, a win-win partnerships, Tesco integrates several nations into a unified, thriving organization that values applicants over power. Acknowledging these types ensures that " the manners that involved movements circulate delete" remain consistent across national borders.

[bookmark: _Toc227862347]TESCO's organisational culture to adapt to external developments

[bookmark: _heading=h.p2ne4njqxeou]TESCO must quickly adjust to a variety of environmental changes for organisations to develop in the modern world. These include developing technology, social expectations that are changing, economic pressures, and competition. An organisation's ability to successfully address these issues is based on how strong its culture is. The corporate culture of Tesco is known for something more than principles. It determines how employees think, behave and make decisions daily. This enables Tesco to alter its operating model and continue to be effective in the rapidly changing retail environment (Shikongo and Osakwe, 2026).
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1) Customer-focused culture helps Tesco respond to market competition: Supermarket chain Tesco is impacted by the competitive nature of the retail industry as well as changes in customer demand. The organisation operates a culture that encourages employees to respond effectively to this dynamic environment. It helps them to listen to customers and respond quickly to their requests. Those are like adjusting product displays based on local product demand. Tesco's focused on client’s approach enables them to attract and keep consumers. Those are helping them to consistently perform at a higher standard than normal (Mullins and Christy, 2016).

2) Flexible working culture supports response to economic changes: Economic factors, including rising costs as a result of inflation, continuously affect the retail sector. Tesco's organisational culture is practical and flexible to the influence of these advances on its commercial operations. Management focuses on reducing costs and effectively employing resources by developing cross-functional teams. Those all help them to support best practices across the organisation. Employees will often support other departments when required during busy periods. They are also helping to maintain service levels and keep costs low to remain competitive. Increased flexibility in work activities can also increase employee workloads.

3) Maintaining societal and workforce diversity: An inclusive culture helps in managing diversity within society and among members of the workforce. Businesses increasing the level of diversity can be considered a major societal expectation. Their commitment to inclusivity ensures that equity is applied to workers. It also to fulfil the requirements of both society and the law. This helps them to meet both social and legal expectations. The workforce is more representative of the customers who have differing needs. A diverse workforce brings many new ideas and perspectives to the workplace. They should experience difficulties communicating with others if there aren’t a clear direction and support. It is due to the increased complexity of managing a diverse workforce (Shikongo and Osakwe, 2026). 

4) Innovation culture supports technological and environmental changes: Changes in technology and environmental challenges continue to increase profoundly in pace and scale. Tesco promotes innovation as a key approach to achieving its corporate goals.  Tesco also promotes sustainability through waste reduction and improving environmental practices. It is in addition to using technology to deliver a better customer experience. All of these are done through the use of digital systems like online shopping and self-checkouts. They expected that all employees within Tesco would continue to learn new skills. They will implement new systems as a result of these changes (Bencsik, 2026).

[bookmark: _Toc227862348]Tesco's Corporate Environment as a Facilitator or Obstacle to Successful Operating

The company culture at Tesco is based on a culture that is centred on serving customers and is inclusive and collaborative. It is based on a culture that treats people well and is committed to diversity and development. Tesco along with being flexible and open in working practices. 

1) Culture as a Collaboration Facilitator: Tesco promotes a culture of acceptance that values employee collaboration. Collaboration is typically required to finish tasks and particularly during periods of high traffic, such as Tesco’s client service and product processing. Failures are decreased, and customer satisfaction is enhanced as employees assist one another. Staff are supported to exchange knowledge and enquire for assistance (Hadke et al., 2025). That facilitates contact. As a consequence, many divisions are able to operate more effectively.

2) Advocate for Customer Care: The organisational values and business goals of Tesco have a direct relationship with its client relationship management approach. Employees are encouraged to address consumer issues in a prompt and courteous manner (Hadke et al., 2025). This is a responsibility from the leadership to ensure that a high level of satisfaction is maintained. At Tesco, the needs of its customers are prioritised in its day-to-day activities. Tesco prioritises the requirements of their clients. Clients are frequently treated effectively, and commitment is raised as a result of this social approach. As consumer requirements continue to be at the core of everyday activities, productive operation is thus promoted.

3) Culture as Potential Obstacle: Since there are a lot of benefits, the corporate atmosphere may at times function as a barrier. Large companies such as Tesco have many rules and processes. 

4) Dynamics of Culture in Tesco: The employee of the company is motivated by a unique background of culture. They are characterised by diversity in age, geographical origin, location and dietary habits. Tesco strives to maintain an internal work environment that is simple, straightforward and friendly (Xu et al., 2026). The employees like to assist each other and openly interact and this in outcome enhances the possibility of success in the workforce of the company.

[bookmark: _heading=h.p7kt1wftz3h]Description: The environment of the workplace is mainly known as a change factor that has the ability to maintain the position in the competitive market. The employees’ partner with the training initiatives and use the equipment of mentoring. This environment of healthy internal culture is created to keep the workplace supportive and diverse. The employee in the time of crisis collectively addresses the situation. The management style of the company has an important role in changing support to employees in different tasks and making sure of well-being psychologically (Ao et al., 2025).

[bookmark: _Toc227862349]The impact of an organisation's culture on its overall performance and develop data-driven reform options

Organisation Culture's Effect on Tesco's

1) Operational Efficiency & Productivity: Tesco's organisational culture prioritises inefficiency & accountability. This is evident from the efficiency displayed by the company in organisational commitment and reduced turnover. The organisational culture of efficiency and accountability. The low empowerment level of employees serves customers better.

2) Customer Satisfaction & Market Performance: Tesco’s organisational culture of serving shoppers a little better every day has resulted in high customer satisfaction & loyalty. Employees are trained to serve customers better. This has resulted in high levels of satisfaction for Tesco’s customers. This organisational culture has resulted in high levels of market performance and competitiveness for Tesco (Nzuva and Mwende Kimanzi, 2022). 
3) Employee Engagement and Retention: Tesco’s culture of inclusion has a positive impact on employee engagement. The empowerment of employees at store levels contributes to employee engagement. Employees are encouraged to be involved in problem-solving and decision-making. Research has shown that inclusive cultures result in supply chain management, inventory management and store management. The low empowerment level of employees in higher decision-making roles may not allow employees to be creative (Hadke et al., 2025).

4) Innovation and Adaptability: Tesco’s data-driven and learning culture contributes to innovation through data application, digital transformation and learning. Tesco is better positioned to adapt to the changing nature of technology and consumer behaviour. Tesco’s hierarchical culture and risk-averse nature may not allow the company to be innovative.

5) Financial and Strategic Performance: Tesco’s organisational culture plays a crucial role in the firm’s overall financial stability and strategic success by aligning the firm’s employees’ behaviour with the strategic objectives of the firm. The organisational culture of the firm helps to improve the quality of strategic decisions made by the firm (Malewska et al., 2024). 

[bookmark: _Toc227862350]Recommendations for Improving Organisational Culture in Tesco

1) Enhancing Employee Empowerment and Decentralisation: The organisation should further decentralise its decision-making processes by empowering its employees across different organisational levels to boost innovation and responsiveness in Tesco. Research has shown that participatory management can boost creativity and job satisfaction. Tesco can establish feedback mechanisms that will enable the organisation to engage its employees in key decision-making processes. This will help to avoid the current centralised management approach and create a sense of ownership in the employees (Williams, 2022). 

2) Fostering National Skill, Cohesion, and Integration: Tesco should demonstrate its commitment toward inclusion by creating a pleasant place to work that values different religions and perspectives. Education programs on subconscious prejudice, sensitivity to cultural differences, and all-encompassing administration ought to be implemented. The company can increase worker fulfilment and decrease disagreements among staff members, and boost collaborations by proclaiming the diversity of their employees. Through guaranteeing that workers from every socioeconomic status feel appreciated and included in a cohesive workplace environment, the strategy will additionally help Tesco's operations throughout the world (You, 2025). 

3) Increasing Freedom and Corporate contact: In order to ensure openness among staff and leadership, effective methods in communicating deserve to be established. Candid talks, continually revised satisfaction, and honest examination of social objectives can all help to align workforce input with the enterprise's target dates. Particularly in a complicated global setting, forthcoming strategies for management foster trust and lessen ambiguity. A progressively more unified and driven people who work will result from better interaction, which will help improve collaboration on issues as well as lessen miscommunication (Zweni et al., 2025).

[bookmark: _Toc227862351]Conclusion

The organisational culture is a vital element in ensuring that the organisational structure and success of Tesco are in the best state. The organisational culture of the organisation is largely acting as an ‘enabler,’ while aspects such as its hierarchical structure and processes can be regarded as a ‘constraint.’ The organisational culture of Tesco will be in a better position to respond to the changing demands of a globalised world by empowering and being innovative and flexible. In conclusion, organisational culture is a key driver to success and organisational effectiveness in a complex world.
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