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[bookmark: _GoBack]Introduction 
The following essay will be dealing in explain the factors that impacts the organisational performance. Organisational structure is important because the productivity of the company lies under the control of the employees working within the organisation, its organisational culture and structure. The essay is considering the organisation Tesco plc, which deals in retail merchandising and groceries. The company has total annual revenue in the financial year 2018/2019 is approximately 52 million British pounds in the United Kingdom (Tescoplc, 2020). It is important for the company in managing its structure, culture and leadership in order to have effective organisational performances which helps the company in its growth and sustainability. 


Discussion
The organisational structure helps in providing guidance to all the individuals working within the organisation which lays out the official reporting which helps the company in governing the workflow. An organisation’s structure is a formal outline and makes it beneficial and easier to add new roles in the company and also provide support to be flexible. In a formal organisational structure there is confusion amongst the employees as to whom to report officially during different situations at the workplace because it is not clear who the official authority is. According to Ahmady et al. (2016), this organisational structure works on improving the operations effectively by giving clear vision to all the employees at all the levels. 
Encouraging organisational structure helps focusing on time and energy on the tasks that are productive. The disadvantages of formal organisational structure involve delay in the actions by following the commands that comes in chains which leads to delay in the activities. In formal structure, the organisations do not give importance to the social and emotional needs of the employees which leads to de-motivating the employees. Only the organisational work is given priority in this structure while ignoring the employee relationship, creativity and talents. 
In the flat organisational structure, the management comprises of few layers. In the flat structure, the power is given to the frontline employees in making range of decisions. In this structure the flow of information takes place from the top-bottom and bottom-top effectively. The advantages of structure help in elevating the level of the responsibility of the employees. Excessive layers of management are removed and make improvements in coordinating and pace of communication amongst employees (Král and Králová, 2016). The disadvantage of the flat organisational structure includes bad decisions that are often made under the expertise guidance. Sometime there is a lot of wastage of time as the employees are busy in talking with each other and not performing tasks. This results in lower rate of production which deteriorates the organisational performance. This organisational structure often leads to limiting the productivity. This structure is not scalable as this is majorly for smaller organisations and therefore, the organisations lead to decision making that is poor and ineffective, unproductive attitudes and many negative workplace experiences. 
The tall organisational structure comprises of many layers of management which often leads to inefficient bureaucracies. The operational decisions are made by the managers in a tall organisational structure. The flow of instructions takes place majorly from the management to the bottom level employees. The advantages provided by this structure are allowing to have control over supervising the employees. There are distinct layers of responsibilities and role which allows in achieving the tasks effectively. In tall organisational structure, the decision making process is very slow because decision making is centralised. Although the flow of information goes through different levels and the process takes time in getting approved from the higher authority yet there is check at every level of performances which helps the organisation in its growth
In hierarchical organisational structure, the flow of information and instructions flows from top to bottom. All the effective decisions are made by the senior managers which get travelled to the bottom line employees. If an employee wants to make and suggestions or discussions then a request flows to the top level managers and waits for the approval (Hunter, 2015). No suggestion or ideas are straightaway implemented as the final approval is always needed by the expertises which provide complete suggestion on how the suggestions which help the company and they its implemented after getting ensured and not facing any failures elevating the organisational performance. There are many drawbacks of the hierarchical structure such as it often causes lack of collaboration, causes managers in becoming territorial, it mitigates the innovation internally, the power in the structure is centralised, creates a lot of bureaucracies which leads to lesser productivity and often creates barriers to communication within the workplace. 
 The Tesco Company believes in creating people partners, learning partners and colleague relation partners which can provide distribution thoroughly through following the hierarchical organisational structure (Tescoplc, 2020). The company has created administration role within its organisation for supporting management teams. Following this structure, the company has given line managers the accountability of customer service (Tescoplc, 2020). Following this structure within its workplace helps the company in recognising defined levels of leadership. The authority and the responsibility levels are obvious in this structure. Caimo and Lomi (2015), said that the hierarchical structure at Tesco helps in promoting development of employees in becoming specialists. The employees in this structure get to narrow their field of focus and later become expertise performing special functions. All these altogether helps the employees in becoming loyal to their department and elevating the organisational work processes and positively affecting the company’s performances. This structure affects negatively when there is no approval from the administration regarding the urgent work because it takes time in processing and the performances of the employees get lowered when they are not listened by the authorities reducing the quality of performance.
The modern structural organisation theory explains the structures of the modern workplaces. This theory explains that the modern man had made himself accustomed to a world that is structurally organised. It can be defined as the process of influencing the organisations in many shapes in the human activities. The transitions of revolutionising the society are called as the modern structured organisation. There was a transition which now involves the dependency of humans on each other in the tasks and in the society. 
Hence it can be stated that the organisational structure involve the individuals’ role and position, solving issues and accountability. The organisational structure is a formal system of task performance and relationship that helps to provide control, coordinate and motivate employees in order to cooperatively achieve the organisational goals (Kanten et al., 2015). The effectiveness of organisation structure performances and the structure can be determined by working on the fit among information procession which helps providing no much information nor too lesser information to the employees. Therefore, it can be said that the organisational structure helps in shaping the performances in the organisation of Tesco. 
The organisational culture can be explained as the appropriate way to behave within the workplaces of an organisation. The culture within an organisation consists of beliefs and values that are shared which are established by the leaders of the company which then gets communicated and implementation with the help of different methods. According to Islam et al., (2015), this provides to shape the perceptions of the employees, understanding and behaviours. The organisational culture can be manifested in several ways which involves behaviours of leaderships, styles of communication, messages that are distributed internally and celebrating cooperatively. Handy’s model of organisational culture consists of four different kinds of culture that specifies the different cultures that are adapted by organisations (Neubert et al., 2016). 
Power culture within an organisation involves the power is held by fewer individuals within the workplace and is spread throughout the others. Power culture works on few rules and regulations and those with power decide what needs to happen. The positive impact of this culture is that task is performed by working towards the rules and regulations made by the company which reduces the chances for failure. The negative impact is that the employees’ performances are not given preference which de-motivates the employees resulting in staffs’ turnover. The employees in the power culture are recognised by the achievements that they accomplish and not by how they have performed the task. This results in a rapid process of decision making even when the outcomes of the decisions do not have long time implications (El Talla et al., 2018). 
In role culture, the culture is based only rules. In this culture the processes are controlled by every individual as the roles and responsibilities are already defined. This often results in a slow pace of decision making process and often leafs to leading risks. The positive effect of this culture is that the working conditions are controlled by employees which lead to higher performance by making effective communication with each other. The negative effect is that the processes are slower which incurs many risks that lower the performance of the organisation (Boudioni et al., 2017). 
Another form of organisational culture is task culture and in this culture, the teams within the workplace are responsible for addressing strategic problems as well as solving effectively. The important component in this culture is task and the team make improvements in its mix team members. The tasks completion proves to be effective when the team involves mix of members hailing from different specialisations (Lee et al., 2015). the tasks is prioritized here which helps the company in focusing on the appropriate tasks that could provide them greater revenues whereas the negative effects could be that the employees do not get time to communicate with their co-workers which makes them feel isolated and discouraged (Godfrey, 2016). 
The organisation adapted to person cultures involves employees who consider themselves as an important key factor making up the company. The employees of the company are the pillars of the organisation in the person culture and all the achievements are accomplished by the efforts of the employees (Hunter, 2015). In person culture, there is no guidance of higher authority which does not favour the organisation in growing efficiently. The positive effect could be that the employees work towards the wellbeing of the company and elevating its performances on the employee base (Whelan, 2017).
Tesco follows power culture which helps the company in making quick decisions and bringing out the outcomes strategically. The culture at the organisation of Tesco helps in encouraging the employees in staying motivated and honest towards the company. The culture helps the company in going a long way and also promotes health competition within the organisation. The employees work efficiently for getting recognition and awards as this culture provide encouragement to the employees (Valero, 2015). It has been said that encouraging a positive organisational culture provides leading an improved performance as organisational culture is a vital component for the organisational performances (Fusch and Gillespie, 2012). The company encourages its employees to work from home when there is an emergency at the employees’ home. The staffs of the company work harder in understanding its customers, colleagues and communities everyday of life. Tesco works on solving the issues of its people and prioritises them always (Tescoplc-career, 2020). This elevates the organisational performances when the employees are happy and do their tasks even when they are not at the workplace. Sometimes, there is an occurrence of negativity when the employees blame each other for completing the task and making excuses of their absence. 
Uddin et al. (2013), said that there exist a strong relationship between performance of the organisation and culture of the organisation. Further it has been analysed by the researchers that the business performance is often used by the managers which expresses the activities that are undertaken within the workplace in showing the result of organisational performance as an outcome. Kribikova, (2016) said, the impact of the overall performance can be measured by the factors of employee empowerment, external emphasis, collaboration of interdepartmental, orientation of human resource, and the tendency of performance improvement. 
Tesco follows different culture which helps the company in organisational performances management. The organisational culture works as component which helps in creating employee engagement within the workplace. This further helps in attracting new individuals by providing recognition and rewards that helps in encouraging as well as motivating employees which avoid the company from staff turnover (Allen et al., 2016). 
The behavioural approach to management can be understood by understanding the theory that works on the principles of movements of human relations which provides addressing the human dimension for task. It is believed by the theorists that a better understanding of behaviours of humans are needed at the workplace such as motivation, expectations, conflicts and improved productivity (Bridoux and Stoelhorst, 2016). 
Leadership plays an important role in the organisational development. Without leadership, no organisation will be able to perform effectively. Leadership is considered as an important component that helps in driving change which helps in enhancing the organisational productivity and achieving the goals of the organisation of Tesco. Leadership is a vital part and an essential component of management which provides help in maximising efficiencies and achieving organisational goals (Bolma and Deal, 2017). As per the behavioural theory it is evident that the management of an individual in one workplace is related to few factors. Considering the theory of Maslow it can be stated that the psychological need, safety needs, sense of belonging, self esteem and self actualisation are one of the most important factors to consider. If the company is providing with these factors then the possibility of elevated performance increases from one individual’s perspective. But the theory does not signify what further developments are needed as per individual requirement analysis. The subordinates get influenced by the leaders and bring the individual in coming under control positively that helps them in putting their best efforts in achieving the goals. In order to meet the requirements, the leaders make healthy relations with its team members. According to Popli and Rizvi, (2016), the leaders understands the emotions and sentiments of each individuals and do not hurt them then the employees accepts him when he takes care of their needs. This helps the leaders in raising their morale and they work effectively being dedicated and enthusiastic. 


Conclusion
From the study of the essay it can be concluded that the organisational structure has direct impact on the development of the organisation. This impacts on the behaviours and performances of the employees as well. The company will suffer loss if the structure of the organisation is not well organised. The structure of the organisation helps in elevating the productivity of the employees and therefore the organisation makes higher revenues. From the study of the essay it can be analysed that organisational culture helps in elevating the relationships amongst the employees. Leadership theories can explain the different attributes of the leaders which help in motivating and encouraging the employee for enhancing the organisational performances. 
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