         Organisational Culture and Its Influence on
       Structure Decision-Making and Performance: 
                              A Case Study      
                                                               Student ID: 2329826
                                                      Student Name: Georgiana Oprea
                                       Assessment: Component1-Individual Report
                                                                   Module:LCLM5005

Table of Contents
	1.	Introduction
	2.	Influence of Organisational Culture on Organisational Structure
	3.	Influence of Organisational Culture on Decision-Making
	4.	Identifying Organisational Culture Using Schein’s Model
	5.	Handy’s Cultural Types and Tesco
	6.	Hofstede’s Cultural Dimensions Applied to Tesco
	7.	Organisational Culture and External Environmental Influences
	8.	Organisational Culture as an Enabler or Barrier to Effectiveness
	9.	Impact of Organisational Culture on Performance
	10.	PESTLE Analysis of Tesco
	11.	Recommendations for Improvement
	12.	Conclusion
	13.	Reference List



1. Introduction

Organisational culture plays a critical role in shaping how organisations function, make decisions, and achieve their strategic objectives. It refers to the shared values, beliefs, assumptions, and behavioural norms that guide how employees interact with one another and approach their work. Organisational culture influences leadership styles, communication patterns, decision-making processes, and employee behaviour, ultimately affecting overall organisational performance. Mullins and Christy (2016) describe organisational culture as “the way things are done around here,” highlighting how deeply culture influences everyday activities within an organisation.

In contemporary business environments characterised by rapid technological advancement, intense competition and changing consumer expectations, organisational culture has become increasingly important as a strategic resource. A strong and well-aligned culture can enhance employee commitment, improve organisational coordination, and support innovation. Conversely, a poorly aligned or weak culture may result in poor communication, ineffective decision-making, and reduced organisational performance (Schein, 2017).

This report critically analyses organisational culture within Tesco, one of the largest supermarket retailers in the United Kingdom. Tesco operates thousands of stores and employs hundreds of thousands of employees worldwide, making organisational culture particularly significant in maintaining consistency and coordination across the organisation. The company has historically relied on a strong culture focused on efficiency, customer satisfaction, and operational performance.

The report examines how organisational culture influences Tesco’s organisational structure, decision-making processes, and overall performance. The analysis is supported by several established theoretical frameworks, including Schein’s Model of Organisational Culture, Handy’s Cultural Types, and Hofstede’s Cultural Dimensions. These frameworks provide valuable insights into how cultural values shape behaviour, management practices, and organisational outcomes.

Furthermore, the report evaluates whether Tesco’s culture acts primarily as an enabler or a barrier to organisational effectiveness. Finally, recommendations are proposed to strengthen organisational culture and support long‑term sustainability.


2. Influence of Organisational Culture on Organisational Structure

Organisational structure refers to the formal arrangement of roles, responsibilities, authority, and communication channels within an organisation. According to Mullins and Christy (2016), organisational culture has a significant influence on how organisational structures are designed and implemented. Culture shapes how authority is distributed, how employees interact with managers, and how work activities are coordinated.

Tesco operates primarily through a hierarchical organisational structure. This structure includes multiple levels of management, ranging from senior executives at the corporate headquarters to regional managers, store managers, and department supervisors. Such a structure reflects a culture that prioritises efficiency, control and operational consistency across a large and complex retail network.

A hierarchical structure is particularly common within large retail organisations because it allows senior management to maintain strategic oversight while delegating operational responsibilities to lower levels of management. In Tesco’s case, strategic decisions are typically made at corporate headquarters, while operational decisions related to store management are implemented at regional and local levels.

The organisational culture within Tesco emphasises efficiency, performance monitoring, and accountability. As a result, formal procedures and standard operating practices play an important role in guiding employee behaviour. For example, store layouts, customer service protocols, and inventory management systems are standardised across many Tesco locations. This ensures consistency in customer experience and operational performance.

From a management perspective, this cultural emphasis on standardisation supports organisational coordination. Employees clearly understand their roles and responsibilities, and management can monitor performance through established metrics and reporting systems. Such practices help maintain efficiency and reduce operational uncertainty.

However, hierarchical structures can also create challenges. Johnson, Scholes, and Whittington (2020) argue that highly formalised structures may reduce flexibility and slow down decision-making processes. When authority is concentrated on higher levels of management, employees at lower levels may have limited autonomy to respond to changing customer needs or local market conditions.

To address these challenges, Tesco has gradually introduced elements of decentralisation. Store managers are given some authority to adapt certain practices to local conditions, particularly in areas such as customer service and staff scheduling. Additionally, cross-functional teams have been introduced for specific projects such as digital transformation and sustainability initiatives.

Therefore, while Tesco’s organisational culture continues to support a hierarchical structure, there are increasing efforts to incorporate greater flexibility and collaboration within the organisational design.



3. Influence of Organisational Culture on Decision-Making

Decision making is one of the most important managerial processes within any organisation. Organisational culture strongly influences how decisions are made, who participates in the decision-making process, and which criteria are used to evaluate alternatives.

Within Tesco, decision-making is largely influenced by a results-oriented and data-driven culture. Management decisions are often based on extensive analysis of customer data, financial performance indicators, and market research. The organisation makes significant use of management information systems to collect and analyse data related to sales patterns, customer preferences, and operational performance.

At the strategic level, decision-making is highly centralised. Senior executives and corporate management teams are responsible for making long term strategic decisions related to expansion, investment, and overall corporate strategy. This reflects a culture that emphasizes accountability and strategic coordination across the organisation.

Data driven decision-making allows Tesco to identify emerging trends in consumer behavior and adjust its strategy accordingly. For example, the company has significantly invested in online grocery shopping platforms and home delivery services in response to the rapid growth of digital retail. Such strategic decisions are strongly influenced by market analysis and technological developments.

At the operational level, however, store managers and local management teams have some discretion in implementing policies and responding to customer needs. For instance, store managers may adjust staffing levels or promotional displays depending on local demand. This limited decentralisation helps maintain a balance between strategic control and operational responsiveness.

Nevertheless, a highly structured decision-making environment may reduce opportunities for employee creativity and innovation. Alvesson (2013) suggests that overly controlled organisational environments may limit employees’ willingness to propose new ideas or challenge existing practices.

Recognising these potential limitations, Tesco has introduced several initiatives aimed at improving employee engagement and leadership development. These initiatives encourage employees to share ideas, participate in problem-solving activities, and contribute to organisational improvements.

Therefore, while Tesco’s decision-making processes remain largely structured and data-driven, there is increasing recognition of the importance of employee participation and collaborative problem-solving.



4. Identifying Organisational Culture Using Schein’s Model

Schein’s Model of Organisational Culture is widely regarded as one of the most comprehensive frameworks for analysing organisational culture. According to Schein (2017), culture exists at three levels: artefacts, espoused values, and basic underlying assumptions.

The first level, artefacts, represents the visible elements of organisational culture. These include physical environments, organisational symbols, dress codes, communication patterns, and observable behaviours. Within Tesco, artefacts are visible through store layouts, employee uniforms, branding, and customer service procedures.

For example, Tesco stores typically follow similar layouts designed to guide customer movement and maximise product visibility. Employees wear uniforms that reflect the company’s branding and professional identity. Additionally, customer service standards are communicated through training programmes and in-store guidelines.

The second level of culture involves espoused values. These values represent the official principles and beliefs that the organisation claims to support. Tesco emphasises values such as customer focus, teamwork, respect, and responsibility. These values are communicated through corporate statements, internal communications, and leadership behaviour.

Training programmes and performance management systems reinforce these values by encouraging employees to prioritise customer satisfaction and collaboration. The company’s commitment to customer service is particularly evident in initiatives aimed at improving shopping experiences and responding to customer feedback.

The third level of culture consists of basic underlying assumptions. These assumptions are deeply embedded beliefs that guide behaviour within the organisation. They are often unconscious and taken for granted by employees.

In Tesco’s case, one of the key underlying assumptions is that operational efficiency and cost control are essential for maintaining competitiveness in the retail sector. This belief influences many organisational practices, including supply chain management, inventory control, and pricing strategies.

Another important assumption is the belief that customer satisfaction is central to long-term success. This assumption drives continuous efforts to improve product quality, customer service, and shopping convenience.

Understanding these three levels of culture provides valuable insights into how organisational values influence behaviour and decision-making within Tesco.



5. Handy’s Cultural Types and Tesco

Charles Handy’s cultural framework identifies four main types of organisational culture: power culture, role culture, task culture, and person culture (Handy, 1993). Each cultural type reflects different patterns of authority, communication, and decision-making.

Tesco primarily demonstrates characteristics of a role of culture. In role cultures, authority is associated with formal positions within the organisational structure, and employees have clearly defined responsibilities. Such cultures are typically found in large organisations where stability, predictability, and efficiency are important.

In Tesco, job roles are clearly defined and supported by formal procedures and reporting systems. Employees understand their responsibilities, and management structures ensure that tasks are coordinated effectively. This cultural arrangement supports operational efficiency and consistency across multiple store locations.

However, role cultures can sometimes discourage innovation and risk-taking. When employees focus primarily on fulfilling predefined roles, they may be less likely to experiment with new ideas or challenge existing practices.

To address this limitation, Tesco has introduced elements of task culture in certain areas of the organisation. Task cultures are typically associated with project-based teams that focus on solving specific problems or achieving particular objectives.

For example, teams responsible for digital innovation, sustainability initiatives, and supply chain improvements often operate in more flexible and collaborative environments. These teams encourage creativity, knowledge sharing, and cross-departmental collaboration.

The coexistence of role culture and task culture allows Tesco to maintain operational efficiency while also promoting innovation in areas that require flexibility and experimentation.



6. Hofstede’s Cultural Dimensions Applied to Tesco

Hofstede’s Cultural Dimensions provide another useful framework for understanding organisational culture. These dimensions examine how cultural values influence behaviour within organisations (Hofstede, 2010).

One relevant dimension is power distance, which refers to the extent to which inequality in authority and decision-making is accepted within an organisation. Tesco demonstrates relatively moderate power distance. While hierarchical structures exist, there is also some emphasis on consultation and fairness within management practices.

Another important dimension is uncertainty avoidance, which reflects the degree to which organisations rely on rules and procedures to manage uncertainty. Tesco demonstrates relatively high uncertainty avoidance, as evidenced by its reliance on standardised procedures, performance metrics, and operational guidelines.

These practices support operational stability but may also reduce organisational flexibility in rapidly changing environments.

The dimension of individualism versus collectivism is also relevant. Tesco encourages teamwork and collaboration among employees, suggesting elements of collectivist culture. Team-based working and shared performance objectives reinforce cooperation within the organisation.

Understanding these cultural dimensions helps explain how Tesco manages organisational complexity and maintains consistency across a large workforce.



7. Organisational Culture and External Environmental Influences

Organisations do not operate in isolation. External environmental factors such as competition, technological change, regulatory requirements, and consumer expectations significantly influence organisational culture.

Tesco operates in a highly competitive retail environment where companies must continuously adapt to changes in consumer behaviour. The growth of online shopping and digital technologies has significantly transformed the retail sector.

Tesco has responded to these changes by investing heavily in digital infrastructure, online grocery platforms, and home delivery services. These initiatives demonstrate how organisational culture can support innovation when it aligns with strategic objectives.

Social and environmental expectations have also influenced Tesco’s culture. Consumers increasingly expect companies to demonstrate ethical behaviour and environmental responsibility. In response, Tesco has implemented initiatives aimed at reducing food waste, improving supply chain sustainability, and supporting local communities.

These initiatives reflect the organisation’s commitment to corporate social responsibility and stakeholder engagement.


8. Organisational Culture as an Enabler or Barrier to Effectiveness 

Organisational culture can act either as a driver of organisational success or as a barrier that limits organisational effectiveness. In large organisations such as Tesco, culture plays a crucial role in shaping employee behaviour, organisational coordination, and the ability to respond to market changes.

One of the main strengths of Tesco’s organisational culture is its strong focus on customer satisfaction and operational efficiency. Employees are encouraged to prioritise customer needs, maintain high service standards, and ensure that stores operate efficiently. This culture supports organisational effectiveness because it aligns employee behaviour with Tesco’s strategic goal of delivering value and convenience to customers. As a result, customers experience consistent service quality across Tesco stores, which strengthens brand loyalty and customer trust.

Another way in which culture acts as an enabler is through clear organisational procedures and defined roles. Tesco’s role-based culture ensures that employees understand their responsibilities and report relationships. This clarity reduces confusion, improves coordination between departments, and supports efficient decision-making. In large organisations with thousands of employees, clearly defined roles are essential for maintaining organisational stability and operational consistency.

However, certain aspects of Tesco’s culture may also create barriers to organisational effectiveness. The organisation’s hierarchical structure and reliance on formal procedures may limit flexibility and slow down decision-making processes. Employees at lower organisational levels may have limited authority to make decisions or propose innovative ideas. When employees feel that their contributions are not valued, this may reduce motivation and creativity.

In addition, highly structured cultures can sometimes discourage experimentation and innovation. In a rapidly changing retail environment where digital technology, online shopping, and new competitors are constantly emerging, organisations must be able to adapt quickly. If organisational culture becomes too rigid, it may prevent the company from responding effectively to changing customer expectations and technological developments.

For Tesco to maintain long-term effectiveness, it is important to balance operational stability with cultural flexibility. Encouraging employee participation, promoting open communication, and supporting innovation can help ensure that organisational culture continues to support strategic objectives.

9. Impact of Organisational Culture on Performance 

Organisational culture has a significant impact on both employee performance and overall organisational success. A strong organisational culture can create a shared sense of purpose among employees, encouraging them to work towards common organisational goals.

At Tesco, culture strongly emphasises customer service, teamwork, and operational efficiency. These values influence how employees interact with customers and colleagues. Employees are encouraged to work collaboratively, support one another, and maintain high standards of service delivery. This collaborative environment contributes to improved productivity and organisational performance.

Another important aspect of Tesco’s culture is the use of performance monitoring and data-driven decision-making. The organisation collects extensive data on sales performance, customer preferences, and operational efficiency. Managers use this information to identify areas for improvement and make strategic decisions. This analytical approach supports performance improvement because decisions are based on evidence rather than assumptions.

Organisational culture also influences employee engagement and motivation. When employees feel that they are part of a supportive and respectful work environment, they are more likely to be committed to organisational goals. Tesco promotes values such as respect, responsibility, and teamwork, which help create a positive workplace environment. High levels of employee engagement are associated with increased productivity, lower staff turnover, and improved customer satisfaction.

However, organisational culture can also negatively affect performance if it becomes too rigid or resistant to change. Retail markets are constantly evolving due to technological innovation and changing consumer behaviour. If an organisation’s culture discourages experimentation or limits employee input, it may struggle to adapt to these changes.

Therefore, maintaining a flexible and learning-oriented culture is essential for long-term 
organisational performance. Encouraging innovation, investing in employee training and promoting continuous improvement can help Tesco remain competitive in the evolving retail environment.
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	Political factors include government policies, regulations, and taxation that affect business operations. In the Uk,Tesco must comply with regulations related to employment law, food safety standards and consumer protection. Government policies on minimum wage and taxation can influence Tesco’s operational cost and
pricing strategies.
	Economic conditions such as inflation, unemployment, and consumer purchasing power significantly affect retail businesses. During periods of economic uncertainty, customers may prioritise lower prices and value products. Tesco responds to these economic pressures by offering competitive pricing strategies, promotions, and a wide range of own-brand products.
	Social trends and consumer behaviour also influence Tesco’s business strategies. Increasing awareness of health, sustainability, and ethical consumption has encouraged Tesco to expand its range of organic, healthy, and environmentally friendly products. Changes in lifestyle, such as the growth of convenience shopping and online grocery orders, have also influenced Tesco’s service offerings.
	Technological innovation has transformed the retail sector. Tesco has invested heavily in digital platforms, online grocery services, mobile applications, and automated supply chain systems. Technology allows Tesco to improve operational efficiency, analyse customer data, and enhance the shopping experience through online and contactless services.
	Legal factors include laws and regulations governing employment, competition, and consumer protection. Tesco must comply with legal requirements related to food safety, product labelling, and employee rights. Failure to comply with legal regulations could result in financial penalties and reputational damage.
	Environmental concerns have become increasingly important for large organisations. Tesco has introduced sustainability initiatives such as reducing plastic packaging, minimising food waste, and improving energy efficiency in stores. These initiatives help the company meet environmental regulations and respond to growing consumer demand for environmentally responsible businesses.






11. Recommendations for Improvement

Several recommendations can be made to strengthen organisational culture within Tesco.

First, the organisation should further encourage employee empowerment by decentralising certain decision-making processes. Allowing frontline employees to contribute ideas and solutions may improve innovation and responsiveness to customer needs.

Second, leadership development programmes should continue to emphasise ethical leadership and transparent communication. Strong leadership is essential for maintaining trust and reinforcing organisational values.

Third, Tesco should promote a learning-oriented culture by investing in employee training, knowledge sharing, and continuous professional development.

Finally, expanding cross-functional teams and collaborative projects may encourage innovation and improve organisational adaptability.




11. Conclusion

This report has examined the influence of organisational culture on Tesco’s organisational structure, decision-making processes, and overall performance. Using theoretical frameworks such as Schein’s Model, Handy’s Cultural Types, and Hofstede’s Cultural Dimensions, the analysis demonstrated how cultural values shape behaviour and management practices within the organisation.

Tesco’s culture has traditionally emphasized efficiency, customer focus, and operational control, which has supported organisational stability and performance. However, maintaining competitiveness in a rapidly changing retail environment requires greater flexibility, innovation, and employee engagement.

By strengthening leadership development, encouraging employee participation and promoting a learning-oriented culture, Tesco can further enhance its organisational effectiveness and long-term sustainability.
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