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Introduction 
The report will discuss the structure, culture of the organisation which is related to Tesco Company. The employee motivation and the impact of employee motivation will also be mentioned in the context of the study. The study will also elucidate how organisation structure and culture helps to enhance company performance. The use of several organisational theories and frameworks will also be cited here. The report will also pay attention to the proper recommendation in order to improve organisational structure culture and employee motivation. 
Tesco is considered to be a British multinational retail industry which is situated in England, UK. It is widely known as a public limited company whose headquarters are in Welwyn Garden City, Hertfordshire, England. The industry was established in 1919 by Jack Cohen. The market share of Tesco according to the year 2022 is 27.3%. The chief executive officer of this company is Ken Murphy and John Allan is known as the chairperson of this particular company. The number of locations of Tesco is 4,637. Total 3.54744 employees are currently working on the behalf of Tesco. The annual revenue of this company is £61.344 billion. The quantity of total asset of Tesco is £12,189 billion
[bookmark: _Toc129701105]Importance of organisational structure culture and individual motivation 
As reported by Ryan et al., (2020), the organisational structure of Tesco is hierarchical. The organisation’s structure of this particular company has three levels of management which are top, mediate and base. Tesco basically follows Taylors motivational theory, Herzberg’s theory. By following Taylor’s motivational theories Tesco basically provides employees handsome salaries, seasonal bonus and monthly incentives which basically encourage the employees and helps them to be attentive and motivated. Depending on Herzberg’s motivational theory Tesco typically recognizes the components which basically leads to employee satisfaction. As an outcome the company paid attention to the setting of attainable goals for employees and evoking an amicable work environment. Maslow’s theory is also used by this specific company to fulfil the basic requirements of all employees. These all-motivational theories basically considered to be helpful for building self-confident and recognizing talent. 

The organisational cultural framework of Tesco basically helps to form a positive culture which is connected to the working environment of Tesco. Five organisational cultures are basically followed by Tesco which are effective communication, purpose, ownership, community and good leadership (Hajiali et al., 2022). In Fact, organisational culture of Tesco basically helps to be connected to the vision of Tesco (Serving consumers, communities and the planet a little better every day). The cultural structure of Tesco is connected to the Hofstede model. This model is composed of six crucial dimensions. This cultural framework is basically utilised by Tesco in order to understand the benefits of a good organisational culture. This cultural model is basically used by this industry to show the effect of various cultures on the values of the members of Tesco and how these crucial values typically relate to behaviour. 

The organisation framework of Tesco IS composed of leaders and the layers of management (Ali and Anwar., 2021). Here managers basically have a narrow span of control and typically a chain of command which is considered to be long. The organisational structure of this company is basically interconnected to the long chain of command. This chain is composed of employees, food trading managers, store managers, committees and Tesco PLC board. Initially employees report to food trading managers who then basically report to the store managers. After that store managers report to committees which ultimately report to the Higher authorities of Tesco PLC board. Tesco basically utilises hierarchical structure because this industry is huge and it has myriad layers within it. Mayo management theory is found to be used by Tesco. This management theory basically follows 1 to 1 discussion by which effective communication can be consolidated (Ling et al., 2019). 
The positive and strong culture of Tesco may make an average individual perform and attain brilliantly. The positive culture of Tesco basically makes the hierarchical structure strong which can cause the enhancement of company performance. From the lower staff to the higher authority the proper organisation culture can create a strong bondage which basically increases productivity and boosts sales.              
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As stated by Burley et al., (2021), the structure as well as culture are considered to be the key elements behind the overall success of Tesco. Tesco basically follows the culture and structure in order to satisfy consumers and make consumer personae. The organisation culture of Tesco basically helps to identify the issues of the working environment and mitigate these issues and create an amicable ambience in which all the employees work hand in hand. By paying mind to the organisational structure, the basic manufacturing department of Tesco may produce products which are completely environmentally friendly. Thus, organisational performance of Tesco may be increased. Positive culture of working basically promotes productivity and helps to boost sales. It is also considered to be helpful in order to engage employees and develop employee experience. The organisational structure and positive culture basically helps employees to make decisions individually. In fact, it is found that the higher authorities of Tesco typically prioritise the decisions of all employees.

As opined by Setiyani et al., (2019), Tesco’s organisational structure is considered to be helpful to enhance company performance because all employees of this company have the right to give their self-opinion for the betterment of the company. The organisational framework is also considered to be helpful in marketing also. The proper organisational structure of Tesco is basically composed of adept managers and leaders and marketers. They together basically help to build brand awareness of a specific product and promote existing products. Thus, the sale of Tesco has increased 5.7% in the last year. For strong organisational structure and culture, the profitability of Tesco has been increased 23.66% (Hopper., 2020). Thus, organisational structure and culture of this company improve company performance. Perfect and flawless organisational structure and positive working culture basically helps Tesco to eradicate internal conflict and difference of opinion. The team oriented corporate culture of Tesco delivers their employees with necessary core services including occupational health, an assistance programme for employees, mini health check-up for free of cost and tools for online learning and support. This generally foster innovation, personal development of employees and the quality of production which are directly connected to the company performance. Lately on account of the product based organisational structure of Tesco PLC in which all the activities within a specific region are under control which means that everything is considered to be coordinated better and runs smoothly. It is seen to be easier for managers of Tesco to pay attention to the particular segment and truly fulfils consumer’s requirements (Ștefan et al., 2020).

The managerial work has several crucial natures which are clarification of objectives, proper planning, organising, directing and controlling. The essential nature of the managerial work of Tesco is not seen to be easy to depict due to the degree as well as the emphasis basically given to these crucial activities can vary vastly from one manager to other (Wiley et al., 2020). The management of Tesco basically follows democratic style of leadership which is also known as participant leadership. Collaboration, decision making, problem solving, situation analysis and motivating employees are the crucial roles of Tesco leaders. Tesco also follows behavioural theory in order to conduct the operations for management. By utilising this theory, they basically pay attention to the individual behaviour, social interaction and motivation.                
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As opined by Sönnichsen and Clement. (2020), Tesco basically follows Maslow's employee motivation theory. The theory was invented by Abraham Maslow in the year 1943. This theory of motivation helps Tesco to recognize initially the character or nature of the employees. In Fact, this theory is composed of five stages of need and these stages are very important to motivate the employees of Tesco.
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Figure 1: Maslow’s hierarchy of needs
(Source:Asatiani et al., 2021)

Psychological needs
Psychological needs are considered to be the lowest stage to the hierarchy of needs of Maslow. This need basically includes shelter, water, food, warmth, rest and finally health.  An employee’s motivation at this specific level basically derives from his instinct to survive. In Tesco this particular stage basically helps to fulfil the basic innate needs of all the employees. 
Safety needs
The second crucial stage of Maslow’s hierarchy of needs basically consists of safety needs. Tesco basically provides the safety or security needed to protect the employee from a negative and unhygienic environment, internal conflict and protection of unpredictable conditions. In order to provide job security this stage is considered to be quite crucial and helps to motivate employees especially in the working environment of Tesco (Jackson et al., 2019).
Love and belonging needs 
The third stage of Maslow’s hierarchy of needs is love as well as belonging needs. Tesco basically follows this stage in order to get intimate with the employees. Collaboration and priority are the two components of this stage. Recognition, rewarding, respecting employees and giving independence to deliver individual opinions basically has made Tesco strong. This stage basically helps to encourage all the employees.   
Esteem needs
The fourth crucial stage of Maslow’s hierarchy of needs is Esteem level. This esteem needs basically associated with identification, promotion, appreciation, decision making priority and others. In order to build self-confidence and joy of employees the higher authority of Tesco basically follows this stage
Self-Actualisation needs 
The fifth as well as final stage of Maslow’s hierarchy of needs is Self-Actualisation needs. Tesco basically follows this crucial stage in order to make their employees realise. about their skill, values and endeavour for the company which basically motivated them to work hard. This stage radically follows various ways just as, pursuing the dreams of life, continued education, gathering skills, using skill, talent and knowledge and looking for mirth. 
These all stages of Maslow’s motivational theory used by Tesco PLC are considered to be quite significant to enhance interest of all the employees (Tran., 2021).      
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Several recommendations will be taken in order to improve the overall Structure of Tesco, business culture and employee motivation. 
Recommendation for developing company culture 
· It is recommended to evoke as well as communicate meaningful values which may develop the culture of Tesco. 
· It should be recommended that in order to flourish Tesco company culture the organisation has to conduct exact employee selection. 
· The higher authorities of Tesco should flourish orientation as well as on boarding. 
· It can be recommended that in order to improve company culture Tesco should enable and empower all employees. 
Recommendation for improving company structure 
· It should be recommended that Tesco company has to focus on proper governance, 
· It is recommended that the company should collaborate with each other in order to uphold the solidity of the structure of Tesco. 
· All members of Tesco should distribute their work equally among themselves. 
Recommendation to flourish employee motivation 
· It should be recommended that Tesco should lead vision in order to motivate employees.
· Tesco should recognize employees and deliver rewards to employees so that employees can be motivated.
· It can be recommended that encouraging teamwork should be considered to be a better way for motivating employees.
· It is recommended that the higher authorities of Tesco should create an amicable and positive work ambience in which all the employees can work hand in hand.   
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After the proper analysis of the above lines, it can be concluded that the hierarchical organisational structure of Tesco can be improved by proper employee motivation. Maslow’s employee motivational theories are basically used by Tesco in order to increase the overall performance of the organisation. Besides these, Herzberg’s theory and Tylor theories are also considered to be important for Tesco. The Hofstede theory is also considered to be important in order to improve the culture of the organisation. Maslow's theory of motivation has five crucial stages which are esteem needs, safety needs, self-actualization needs, psychological needs and love and belonging need. The organisation's culture is basically connected to the organisational structure as well as organisational performance. In fact, proper organisational culture of Tesco and working culture may increase the overall performance of the company. Proper recommendation will help to develop the employee motivation and the structure of Tesco and organisational culture. 
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