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[bookmark: _Toc164436138]Introduction
This report discusses Tesco PLC based in the UK, its organisational structure, and what drives the company. It analyses how Tesco's decentralised and product-oriented organisational structures help the company run its huge business that spans many places and types of goods. For Tesco, the most important things in business are making customers happy, helping the community, and taking care of the environment. The report also analyses Tesco's use of flexible leadership and behavioural models, like the MBTI and Belbin's Team Roles, to get employees to work together better and be more involved (Robbins and Judge, 2017). These possible uses can't deal with cultural differences, the needs of foreign markets, or how quickly technology changes, as this study shows. Therefore, this report also analyses the possible drawbacks of the theories and how Tesco can keep up in this era of the fourth industrial revolution where the competition is extensive.


[bookmark: _Toc164436139]Organisational Structure and Culture in Relation to Performance
The company Tesco PLC has stores all over the world and sells food and other things. Jack Cohen, who had been in the Royal Flying Corps, bought and sold food from a market stand in London's East End in 1919. He did this with the money he got when he retired. The name of the business comes from the tea it sold when it first started in 1924. Tesco PLC has 4,000 shops, making it the biggest grocery store chain in the UK and around the world. Malaysia, Thailand, Hungary, the Czech Republic, and Poland are some of the other places where it does business. The group made 65,762 million GBP in 2023 (Tesco PLC, 2024).
Organisational Structure 
A Decentralised Organisational System allows Tesco PLC's lower-level managers to decide what to do in many places. Because it's hard for the main office to keep track of the more than 330,000 workers and close to 4000 shops in the UK and other European and Asian countries (Johnson et al., 2019). So, area managers are in charge of regions, and store managers are in charge of shops. Tesco PLC also follows a Product-Based Organisational Structure that puts their workers into groups based on the products they make, the people they serve, or the places where they work (Johnson et al., 2019).
A Board of Ten people run Tesco PLC with Ken Murphy as CEO which follows a Hierarchy Organisational Structure (Johnson et al., 2019). Tesco PLC has five groups at the intermediate level. When it comes to regulations, the Audit Committee is in charge. The Corporate Responsibility Committee cares most about issues that affect people and the earth. The Nominations Committee chooses board members. The Remuneration Committee gives leaders cash. The Disclosure Committee makes it easier to understand reports.
[image: Tesco Organizational Structure - StudySmarter Original]Figure 1: Top to Intermediate Level Organisational Structure (Tesco PLC, 2023).
[image: Tesco Organizational Structure - StudySmarter Original]Base-level management starts with the regional manager. They are in charge of a particular region and report to the intermediate-level management. Below regional managers are store owners who employ three managers. These managers' job is to trade food, sell other things, and work with people. Again, they hire assistants for things like Fresh Food, Ambient Food, Electrical, Clothing, and Personnel.
Figure 2: Base Level Organisational Structure (Tesco PLC, 2023).

Organisational Culture 
[image: ]Tesco PLC's main goal is to improve things for customers, employees, and the environment every day (Tesco PLC, 2023). Things that matter to the company are its customers, its neighbourhoods, and the earth. Tesco PLC cares about its customers and knows what they need. Tesco PLC cares about communities and works with them to help them by creating jobs, donating money to good causes, and running community projects. Tesco PLC thinks about the world because it takes care of the environment and wants its supply chain to be sustainable and eco-friendly. The business also helps people live good lives.
Figure 3: Business Model (Tesco PLC, 2023).
Impact on Performance 
An autonomous management system at Tesco PLC makes workers more accountable and encourages them to do their best. They can make decisions as a regional or shop manager that please the customers and meet the needs of the area. Although in a hierarchical group, people can move up, but if the job is limited, they might not be motivated to do it (Mullins, 2016). So, it takes longer to make changes at the company because there are more levels of authority. However, this method helps Tesco PLC employees work together better and finish tasks faster. This lets the company focus on certain types of people and give them what they want. The people who are in charge of some things might not always do a good job, or they might not know how to do these things. The organisation measures how reliable they are and how well they serve their customers through Key Performance Indicators.
[bookmark: _Toc164436140]Employee Motivation
Motivation Techniques
[image: A screenshot of a graph

Description automatically generated]Tesco PLC rewards its workers with bonuses, extras, and health benefits. They reward their workers for all their hard work as they believe that there is a clear link between a job and rewards, for that person to give their best work. Herzberg's Two-Factor Theory aligns with this which says that these compensatory factors are very important for employee motivation (Goleman et al., 2017). The Equity Theory is what Tesco's pay and benefits scheme is based on. It says that fair benefits are what motivate workers (Kim and Mauborgne, 2016). Tesco PLC also helps its workers move up by giving them chances to learn and grow. Maslow's Hierarchy of Needs's steps for respect and self-actualization are relevant to this method. The stages talk about how to get people to work hard so they can reach their goals and get better (Brown and Eisenhardt, 2020). People who work for Tesco PLC get a lot of training and growth to help them do their jobs better. If employees are happier, the company does better. Also, the employees stay with the company longer if they meet their professional and personal growth goals. 
Figure 4: Bonus Scheme (Tesco PLC, 2023).
Evaluating Effectiveness
When people are happy at work, they are more loyal and get more work done. The average rate of staff turnover rate in the UK is 33.7%, but Tesco PLC’s rate is only 26.9% (Bedford, 2023). This means that the benefits the company gives its employees keep them safe and loyal. Tesco PLC's ways of getting employees involved, like open communication tools and ways for workers to give feedback, make them more loyal. In 2023, 82% of Tesco employees thought the company was great and 85% felt valued (Tesco PLC, 2023). People who work for the company are more likely to work hard to reach its goals if they are motivated. Six key performance indicators (KPIs) help figure out how well Tesco PLC inspires its workers. Sales went up 5.3% in 2022, operating profit dropped 7.1%, carbon pollution went down by 7%, cash flow went up by 1.1%, and NPS went down by 5 points (Tesco PLC, 2023). Recommendations to work in Tesco PLC went up 2%. Although theories for business can be useful, they may not reflect how the market changes. It's not always convenient for Tesco to use Maslow and Herzberg's ideas because different countries have different ways of managing and inspiring people. People have to learn new things and change with the times because technology changes so fast (Taylor and Helfat, 2020). It might take a more complicated plan to make these ideas work all over the world since the things that drive people in the UK might not work as well in other places.
[bookmark: _Toc164436141]Managerial Work and Leadership
Analysis of Managerial Functions
The people in charge at Tesco make plans for both Strategic and Tactical. Tesco strategically plans its long-term goals to stay at the top of the competition (Porter, 2019). Their long-term goals include getting a bigger part of the market, serving customers better, and thinking of new ways to run their supply chain. Acting on plans in the short term, like promoting and releasing new goods, is what tactical planning does (Mintzberg et al., 2018). Tesco manages by setting up groups and ways to do things that work better. Company divisions are based on places and the kinds of goods they sell. The company have management teams that handle different business types and areas. Tesco runs its business using a number of different ways to measure progress. Some KPIs for a business are profits, sales growth, product turnover, and how happy workers are with their jobs. The business makes sure it is working towards its strategic goals by doing regular checks and reviews of performance.
Analysis of Leadership Roles
Leaders at Tesco strongly motivate and inspire workers to do their best. To do this, they reinforce the company's beliefs and goals, show greatness, and praise those who have done well. They create a workplace that comprises inspiring leaders and extremely talented employees. This relates to Servant Leadership which states that the best way to lead is to get out of the way and help people do their jobs (Armstrong and Taylor, 2020). Tesco's leaders also reflect Transformational leadership, which means they decide what to do and how to do it with their teams (Heavy and Simsek, 2021). Leaders at Tesco value inspiration and teamwork, which makes the workplace friendly and useful for everyone. 
Evaluation of Effective Management and Leadership
A big part of Tesco's management training is learning how to be an adaptive leader. It's possible for managers to handle many issues when they have these skills. These include issues in the global supply chain and changes in how customers act. The people in charge at Tesco know how to work with others as a team. This means dealing with differences, making use of what other people on the team know, and pushing everyone to work together. As a leader at Tesco, they are given training to learn the required important skills identified from Belbin's Team Roles and Tuckman's Stages of Group Development. This gets things done and helps everyone get along at work. This well-planned way of putting together teams helps everyone do their best, which helps Tesco meet its goals for customer service, innovation, and productivity. However, these tests are not always accurate as there is always a chance of cognitive bias (Robbins and Judge, 2017). So, the consistency of these tests must be controlled for the best results.
[bookmark: _Toc164436142]Behavioural Approach to Management
Analysing Individual Behavior at Tesco
The MBTI, Belbin's Team Roles and Tuckman's Stages of Group Development help Tesco figure out what kind of people work there by looking at how people think and act (Mullins, 2016). These help explain how people choose what to do, how they work, and talk to each other. The national and social backgrounds of the workers affect how they act. This training plan meets a lot of different needs and clears up cultural mistakes that could get in the way of working together as a team and making employees happy. How people act at work and in groups has a big impact on how they act in general. The people who work at Tesco make the place of work friendly and good for professional growth. Tesco does this because it knows that people will behave well at work if it's tidy.
Evaluation of Behavioral Approaches
It is possible for Tesco and its employees to work towards the same goals thanks to Behaviour Management. It motivates workers because it links their wins and growth to how well the company does (Armstrong and Taylor, 2020). Some methods, like Goal-Setting Theory, help workers set clear, realistic goals that help the company reach its long-term goals (Armstrong and Taylor, 2020). Tesco makes the most of its workers' skills by giving them many different jobs that use their strengths. This makes people more effective and happy at work. With an employee's MBTI type in hand, Tesco puts their skills and tastes to use in jobs that need them to deal with people or be very careful. However, the use of psychological tests too often, might oversimplify difficult human habits and miss how people's skills and abilities change over time. It's possible that these plans will work better in some countries than others. Normal ways of doing things might not take into account how things are different in different areas for a global company like Tesco. Because of changes in work, especially with new tools and digitisation, HRM methods are also not as useful and effective as they used to be (Taylor and Helfat, 2020).


[bookmark: _Toc164436143]Conclusion
When organisational structure, attitude, and drive are combined, Tesco PLC makes the world a better place to work and play. Tesco is one of many companies that use multiple theories and models like MBTI, Maslow's Hierarchy of Needs, and Herzberg's Two-Factor Theory. Businesses can use these ideas to run more smoothly and keep their workers inspired. Tesco has to deal with people from different cultures and technology that changes quickly. With all of its foreign activities, the company can stay ahead of the competition, grow, and come up with new ideas if it keeps up with the trend and adapts timely.
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