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[bookmark: _Toc81748882]Introduction
A decent organizational structure in an organization allows everyone to recognize their place in making decisions and power structure. On the contrary, low growth, limited allocation of work, insufficient rewards, and autocratic choices are all signs of a poorly planned organizational structure. Another influencing factor of organizational performance is the organizational culture. Since it has the ability to affect employee performance, organizational culture could be a key component that contributes to organizational development. Employee behavior at work, on the other hand, is influenced by a variety of behavioral approaches. As a result, changes in organizational structure, culture, and behavioral approaches are inevitable in the workplace, and Tesco is one such retail organization that has undergone significant transformation in recent years. This study will explore how Tesco's organizational structure and cultures affect the company's success. Furthermore, different factors that might impact individual behavior at Tesco will be discussed using behavioral approaches.
[bookmark: _Toc81748883]Task 1
[bookmark: _Toc81748884]Organizational structure and its influence on organizational performances
Definition
A firm’s organizational structure is a graphical representation of the hierarchies, functions, and duties of its workforce. There are several organizational structure types depending on different industry and among them, most retail organizations have a tall organizational structure (Turi and Sorooshian, 2019).
The organizational structure of Tesco
Tesco is a supermarket and basic merchandise company based in the United Kingdom. It appears to be among the largest diversified companies in the worldwide retail industry, with geographical locations in more than 10 nations and a web gateway that covers virtually every corner of the globe. Working at such a large scale need strong managerial guidance, and Tesco, just like all the other multinational corporations, employs a strong organizational structure that has maintained its flawless operation and productivity all the way down to the core level (Barnes, 2019).
Tesco has a tall organizational structure, having responsibilities split into a linear series of instructions with the most of authority concentrated at the top. Despite its conventional character, a tall organizational structure supports the establishment of clearly identified responsibilities for every employee, avoiding panic and disorder.
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Figure: Organizational structure of Tesco
Source: (Lawler and Hall, 2018)
Influence of organizational structure on organizational performances
The organizational structure of Tesco enables senior executives to make significant strategic choices, which are then communicated to topmost and mid-level managers. Then these managers are obliged to create strategies to bring the firm’s goals into action.
The organizational structure of Tesco holds a strong command chain from the company’s highest level of management to employees. Staff underneath the highest level of authority in Tesco management understand their duties and responsibilities, which could also boost operational efficiency and performance. Also, Tesco employees are motivated by the prospect of promotion into top managerial positions which is certainly possible in an organizational structure. They gain new knowledge and expertise with each promotion, which adds to the company’s overall growth and profits (Verlag, 2017).
Moreover, Tesco's managerial connections, functional systems, and workflows are all defined by its organizational structure. Tesco's organizational structure may have a big impact on its performance monitoring programs and procedures, and organizational productivity objectives can assist in defining Tesco's business plan. Based on how well managerial relations and workflows impact performance, the organizational structure of Tesco could either impede or encourage success. The administrative authority and departmental organization of Tesco are specified by these. Goal-setting procedures and frequent evaluations by Tesco executives in the organizational structure are part of performance monitoring. Performance monitoring techniques may fail to accomplish their stated aim of increasing the quality of products and services for the customer base if specified rules and processes are not regularly implemented all across the company (Lawler and Hall, 2018).
However, operational and administration tasks are sometimes overlooked due to the absence of organizational structure. Accountability also isn't utilized as a means of blame or accusation in Tesco. It's being used to discover aspects of the organization that have to be improved, whether it would be employees who require more instruction or even the entire organization which have to be restructured. This vital factor of responsibility may result in a total collapse in Tesco’s production if there is no organizational structure in place. In addition, trouble may arise in Tesco with a poor organizational structure for a range of factors. Duties and responsibilities will not be properly delineated, which might result in disagreements over who would do the work and whether it will be completed or not. Inappropriate organizational structures may also lead to disagreement when individuals try to impose power inside the company although they don't really own the power (Barnes, 2019).
[bookmark: _Toc81748885]Organizational culture and its influence on organizational performances
Definition
The culture of an organization determines how employees should conduct themselves inside the organization. Organizational culture also refers to the set of pre-determined norms which offer instruction and assistance to personnel (Seo, 2021).
The organizational culture of Tesco
Tesco’s organizational culture is a sophisticated framework that controls the behavior of its workforce well within the company and is made up of common views, beliefs, and attitudes. One of the most famous cultural models is the Hofstede culture model and it has great significance since it has been widely used by experts to assess the organizational culture of every firm. The organizational culture of Tesco may also be examined using Hofstede's cultural theory.
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Figure: Hofstede cultural model
Source: (Hofstede, 2016)
“Power distance” defines the complexity and amount of disparity that occurs amongst people and various subgroups in a firm depending on the authority they possess. Low power distance culture is seen in Tesco.
“Collectivism vs. individualism” relates to the characteristics of a company's specific work roles and operations. Tesco's organizational culture promotes a good balance of collectivism and individualism in order to encourage maximum employee productivity and suitably drive company success.
“Uncertainty avoidance index” highlights employees’ ability to deal with worry. High or uncomfortable uncertainty culture, overall, doesn't really encourage innovative thinking and creativity, preferring instead to impose stricter management procedures. On the contrary, a more open and friendly culture is indicated by lower or comfortable uncertainty avoidance ratings. Tesco's culture incorporates a blend of the two, with a preference for lower avoidance of uncertainty ratings (Landaran and Teimouri, 2020).
“Femininity vs. masculinity” relates to how well the company’s work duties and responsibilities are allocated across workers in terms of gender diversity. Tesco has a moderate rating in such culture, which implies that work tasks in the company commonly intersect among males and females, and job roles aren't prejudiced or stereotypical in any way.
“Short-term vs. long-term orientation” refers to cultures with a stronger and broad focus that is more frugal and realistic by character. Cultures with a shorter perspective, on the other hand, are more patriotic and goals-driven. Tesco's conceptual emphasis and growth are driven by a broad perspective, whilst performance and associated operations are controlled by a shorter perspective (Hofstede, 2016.
In “Restraint vs. indulgence” a better indulgence rating implies that organizational culture is highly tolerant of employee's desires, and also their pleasure and necessities. A highly restrained culture refers to one that is regulated by societal standards and laws. Tesco's corporate culture is a good blend of both, with a proclivity for indulgence 
Influence of organizational cultures on organizational performances
Even though it is hard to quantify the influence of culture, it is thought that workers who work for companies with a good culture feel a sense of belongingness, involvement, and dedication to the company, which would be important for profitability.
A poor organizational culture generally contains a significant proportion of disgruntled workers, while a strong organizational culture includes similar ideals that match with the organization's goal. Tesco is often recognized as one of the greatest places to work and is a fantastic example of a healthy organizational culture. Tesco workers are aggressively urged to get engaged in local charity, and they are provided paid leave to do so (SANGWA, 2017).
Also, organizational culture has a significant impact mostly on a firm's brand reputation. An organization's reputation is determined by its workplace culture. Tesco is well-known for its healthy organizational culture. Furthermore, Individuals' interactions with the work are influenced by cultural factors. Personnel that works in a positive environment are more inspired and committed to their bosses. Furthermore, the workplace atmosphere encourages people to form positive connections. This also contributes to the promotion of fair workplace competitiveness. Tesco employees are motivated to succeed because of the organization’s culture (Ratna, 2020).
Lastly, the workplace culture aids in the development of the emotional connection to the company. The culture fosters a feeling of connectedness and dedication to the company, as well as a perception of togetherness among employees which rapidly boosts workplace productivity.
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[bookmark: _Toc81748887]Influence of different behavioral factors on individual behavior
[bookmark: _Toc81748888]Two-factor theory
According to Herzberg, an organization may influence individual behavior at the workplace by adjusting two key factors (Luthra, 2017).
“Motivating factors”
Tesco personnel might be encouraged to work hard and be committed to the organization through motivators. Employees are also more productive when there are motivators present. Among the motivating elements are:
Achievement- Tesco can offer employees an essence of achievement. It will give employees the satisfaction of accomplishing anything tough but valuable.
Recognition- Tesco may congratulate and reward staff for their accomplishments. Such recognition must emerge out of both supervisors and coworkers.
Responsibility- Employees at Tesco must take responsibility for their job. They would consider themselves accountable for the accomplishment of any task rather than feeling monitored (Toshniwal, 2020).
Advancement- Tesco can offer promotion or advancement opportunities for its employees which will drive them to work more and bring success to the organization.
Growth- Tesco can provide opportunities for employees to gain new expertise. This might occur in the workplace or via extra academic education.
“Hygiene factors”
Individuals would not be encouraged to work more if hygiene elements are not there, and they will feel discouraged if they are not available. Hygiene concerns do not exist in the work directly, but they do exist in the business environment. Factors affecting hygiene include:
Organization policies- Organization policies and procedures need to be impartial and open to each employee. Otherwise, any rigid norms and policies may force Tesco employees to force an unhealthy behavior at the workplace (Weatherly, 2021).
Supervision- Ethical and adequate supervision is required by Tesco management. As much freedom as is possible must be provided to employees.
Relationships- Colleagues, bosses, and workers ought to have a good, friendly, and acceptable relationship at the workplace. Harassment and groupings must be avoided at all costs to build a positive workplace environment (Weinberger, 2018).
Workplace conditions- Tesco can provide safe, hygienic, healthy workplace conditions to foster employee development and lead the organization to success. Also, all essential working tools must be given so that employees are not deterred from working due to a lack of resources.
Wages- Tesco’s payment structure must be realistic and equitable. It must also be relevant with other businesses in a similar field. If proper wage management is not implemented employees will be encouraged to leave the job which will increase employee turnover.
Security- Tesco employees must believe that their jobs are secured and that they will be not constantly threatened with layoffs. Also, Tesco's authority needs to ensure physical security at the workplace (Luthra, 2017).
If the abovementioned factors are not there, Tesco staff will work little. On the other hand, if such factors exist, it will motivate employees to perform better. As previously stated, these factors have a significant influence on employee behavior in the workplace.
[bookmark: _Toc81748889]Hierarchy of needs
Maslow's Hierarchy of Needs is commonly utilized in the workplace to determine ways to better encourage employees and guarantee that their demands are fulfilled. It contains the following factors:
Psychological needs: Tesco can offer key services and rewards to its employees in order to fulfill their psychological needs while working. If these needs are not fulfilled employees will be less motivated to work which will impact productivity (Eliyana and Sridadi, 2020).
Safety: Tesco needs to keep its employees safe and secure at work. Injury risk can be reduced by having a secure workplace and securing the premises to keep potentially dangerous people out.
Love and belonging: If Tesco employees don't feel like they belong to the company are likely to be less productive and driven at work.
Esteem: Employee self-esteem affects their maximum participation. Whenever an employee is suffering, Tesco management can show frequent thanks and acknowledgment for the job they are doing which helps to boost their self-esteem (Ţicu, 2018).
[bookmark: _Toc81748890]Conclusion
In any firm, organizational structure and culture are vital since a positive culture fosters a relaxed space between managers and employees. But also, thanks to a strong organizational structure, where Tesco may move quickly towards its own ambitions and simply attain them. Individuals are driven and express their fresh ideas as a result of a strong organizational structure and positive culture. They assist one another while also resolving organizational issues. When everything is running well, a totally healthy organizational structure and culture must be maintained to improve employee behavior at the workplace.
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