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Introduction
In this essay, I will examine the effects of organisational structure, culture, and individual motivation on the performance of Tesco Plc. The British grocery and general merchandise retailer Tesco PLC has its headquarters in Hertfordshire, England, but it operates worldwide. Among the five largest food and drink merchants in Europe, Tesco is also one of the most valuable brands in the UK. They have also expanded into financial services, telecommunications, and the Internet through their subsidiaries. During its growth in the 1990s, Tesco shifted its image from that of a bargain retailer to one that caters to a wide range of demographics through its many own-label offerings, such as the 'Tesco Value' and 'Tesco Finest' lines. It runs a wide range of store sizes, from 'One Stop' convenience stores to larger supermarkets like Tesco Extra that carry practically all of Tesco's product lines as well as a wide variety of non-food items. With an annual growth rate of over 4%, Tesco will have more than 4,100 locations in the United Kingdom and the Republic of Ireland in 2023 (Global Data, 2023). Sales at Tesco are rising again, following slower growth the year before, even though the British public has preferred cheaper alternatives, especially discounters.

[bookmark: _Toc164167492]Organisational Structure Overview
Mintzberg (2008) stated that the organisational structure dictates the division and coordination of labour. The formal arrangement between persons and groups regarding the assignment of duties, power, and responsibility in an organisation is called the organisational structure (Greenberg, 2011). In addition to offering a versatile and quick expansion method, a formal definition of a firm's structure facilitates the addition of new jobs inside the organisation. The rules that regulate the interactions between people or groups working to accomplish an organisation's objectives make up its organisational structure. No matter the size or complexity of an organisation, the roles and duties of workers are often determined by their specific tasks, the people to whom they report, and, in the case of managers, the chain of command. 
According to sources, Tesco PLC has a decentralised, towering, product-based hierarchical structure. Several management levels concentrate on different business departments. Regional managers are in charge of overall operations, while shop managers are in charge of specific locations within their respective areas. Every level of staff feels accountable for their work and contributes to the decision-making process thanks to this hierarchical structure. On the other hand, the lengthy chain of command may make it hard to achieve consistency and make changes take longer to implement. 
By allocating roles and duties across departments, Tesco's organisational structure facilitates streamlined operations (Tesco PLC, 2018). The Group Chief Executive oversees the eleven-member Tesco Executive Committee, one of five committees that report to the Tesco PLC Board. As many as four tiers of management exist at the shop level, which has the potential to introduce red tape and impede the free flow of information. Tesco may look at delaying chances to streamline management processes, allowing them to be more adaptable and speed up the flow of information.

[bookmark: _Toc164167493]Relationship Between Organisational Structure and Performance
The effectiveness of a company is significantly influenced by its organisational structure. Employees' personal preferences and cultural norms moderate the specific effect of structural designs on performance and satisfaction, according to Eze, Bello, and Adekola (2017), who express the relationship between organisational structure and performance. Employee happiness and productivity are affected by the structure of the company. Individual preferences and cultural standards act as buffers against these effects. Employee performance on tasks and patterns of communication are both impacted by organisational structure (Eketu et al., 2020). The management of Tesco PLC is structured in a decentralised manner. In a decentralised organisational structure, decision-making authority is held by lower-level employees. It often occurs when a company has several sites, and the headquarters cannot properly exert control or make decisions on behalf of all of them. Performance at Tesco is strongly correlated with its organisational structure. Efficiency and smooth operations are ensured by Tesco's hierarchical structure, which distributes tasks and obligations. Both efficiency and customer satisfaction are enhanced by this organisational structure, which encourages staff responsibility and localised decision-making (Eketu et al., 2020). Senior management at Tesco makes important decisions and follows through with them because the company has a clear chain of command. Although this structure has its advantages, it may also lead to problems with consistency, slow decision-making, and unnecessary bureaucracy in the management layers. 
[bookmark: _Toc164167494]Overview of Organisational culture
Chalmers and Brannan (2023) define an organisation's culture as its members' common understanding of the world outside of work. Culture is characterised by traits such as aggression, stability, group orientation, creativity, risk tolerance, attention to detail, outcomes orientation, and orientation towards the internal structure. The collection of shared and taught ideas, conventions, and understandings among an organisation's members was uncovered by Matkó and Takács (2017). In light of the above, it is reasonable to define organisational culture as the set of shared values and norms that guide the actions of an organisation's members in pursuit of its stated objectives. 
Three core values—customers, communities, and the planet—form the basis of Tesco PLC's company culture. Employees take centre stage in Tesco's corporate culture. Their top priority is ensuring their staff are happy, and their needs are addressed. Tesco strives to establish a distinctive corporate culture (Hakami, 2022). Therefore, employees are continuously inspired to perform to the best of their ability. Every day, Tesco staff look forward to going to work because of how the company is structured. The staff and customers are treated with great respect at Tesco. When it comes to the welfare of their workers, they are rather accommodating.
[bookmark: _Toc164167495]Hofstede’s Model of Organisational Culture
The late Geert Hofstede taught international management and organisational anthropology at Maastricht University in the Netherlands. He was a social psychologist from the Netherlands. According to his approach, societal values impact both the culture and behaviour of an organisation's personnel (Heydari et al., 2021). According to Hofstede's cultural dimensions theory, six variables impact company culture:
Power distance Index: Tesco generally values low power distance. Tesco has a low power distance culture, implying less inequality. This culture fosters trust, belonging, and motivation, optimising employee performance.
Individualism vs. Collectivism: Employees at Tesco value personal aspirations and liberty. Innovation and inventiveness may result in less cooperation and teamwork. Tesco balances individuality and collectivism in its culture to boost staff performance and corporate success (Connell, Marciniak and Carey, 2022).
Masculinity vs. Femininity: Tesco's masculine attitude values boldness, competition, and money incentives. This may promote a results-driven culture but reduce work-life balance and employee well-being (Heydari et al., 2021). Tesco has a low MAS score, meaning work duties overlap between men and women and are neither gender-biased nor stereotypical.
Uncertainty Avoidance Index: Tesco's culture embraces risk and ambiguity, according to its low uncertainty avoidance score. This may reduce structure and predictability but increase innovation and adaptation (Faraoni et al., 2021). Tesco has a combination of both, opting for lower uncertainty avoidance ratings.
Long-Term Orientation: Tesco values patience, thrift, and the future. Strategic planning and sustained development may focus less on short-term benefits and quick outcomes (Faraoni et al., 2021). Tesco's strategic emphasis and development are long-term, but execution and associated operations are short-term.
Indulgence vs. Restraint: The Tesco culture is a healthy combination of indulgence and restraint, with an indulgence bias. This implies workers are respected, given personal development chances, and held responsible (Soares, Farhangmehr, and Shoham, 2007). A good combination of the two, Tesco's culture leans toward excess.
[bookmark: _Toc164167496]Relationship Between Organisational Culture and Performance
According to Heydari et al. (2021), research has shown a favourable correlation between OC and performance since the 1980s. According to research by Nikpour (2016), company culture influences performance indirectly via employee dedication. The significance of comprehending cultural aspects in influencing organisational conduct is emphasised in Hofstede's model of organisational culture, which examines the company's culture. However, the model may miss some of the nuances of a company's culture due to its inherent constraints, so keep that in mind.
Tesco's culture emphasises treating customers how they would want to be treated. The company's values stress cooperation, trust, respect, and support. The organisation promotes a good work-life balance and a strong culture. Tesco's corporate culture also values employee recognition and awards, making workers feel valued (Soares, Farhangmehr and Shoham, 2007). The firm provides training, personal development, staff housing, and Christmas perks for a terrific location to work and shop.
Tesco promotes healthy living, education, and charity as part of its social responsibility. The company's mission is to serve consumers, communities, and the earth better daily by training its people to care for the environment and enhance supply chain human rights (Connell, Marciniak and Carey, 2022). Organisational culture affects Tesco's performance. Tesco has built a strong culture that boosts corporate success by prioritising customer pleasure, staff recognition and awards, and social responsibility.

[bookmark: _Toc164167497]Employee Motivation
A key component in sustaining an organisation's productivity is employee motivation. Strategically using Maslow's Hierarchy of Needs is one way Tesco encourages its staff. Humanistic and biological perspectives on personality are both impacted by this notion, which may inspire individuals.
[bookmark: _Toc164167498]Abraham Maslow Theory
Abraham Maslow proposed that five fundamental needs drive human behaviour. He depicted these requirements in a pyramidal structure he dubbed the "hierarchy of needs": Food and shelter are at the pyramid's base, as these are fundamental requirements that drive individuals to work. When people's material requirements are satisfied, they look for ways to feel safe and secure, such as decent work. One example of a social need is the need for acceptance and inclusion in a social group (TESCO Report, 2022). A promotion might boost your self-esteem. Achieving one's fulfilment—the zone of intrigue, challenge, and creativity—is at the top. According to Maslow, we are motivated to attain higher levels when we accomplish lower ones.
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[bookmark: _Toc164167499]Two-Factor Theory
The Two-Factor theory of motivation was proposed by Frederick Herzberg in 1959. His investigation identified certain elements as the real motivators or satisfiers. In contrast, unhappiness was caused by hygiene elements that were either nonexistent or insufficient (Alrawahi et al., 2020). While enhancements to hygienic aspects might reduce dissatisfaction, they would not be sufficient to inspire action on their own. According to Herzberg, for a company to encourage its employees, it must provide them with an environment where they may thrive (TESCO Report, 2022).
[image: ]
Both enabling satisfiers and hygienic elements are important to Tesco's motivational strategy. Appropriate and timely communication, duty delegation, and staff involvement in decision-making are a few ways it encourages and empowers its people. Every year, it hosts forums where employees may have a say in salary increases. In doing so, Tesco rewards its employees for all their hard work (TESCO Report, 2022). Employees at Tesco have considerably more say over what restaurants serve. As a result, workers are more likely to make decisions that lead to more frequent dining at the eateries.
Employees' motivation comes from a wide variety of sources, as Maslow and Herzberg showed. Managers and employees at Tesco can take a more active role in their work and perhaps own some shares. Reviewing and creating personal development plans for employees helps to acknowledge their strengths, accomplishments, and areas for growth, which is important since every employee is unique with their own set of needs and goals. This may advance A person's career (Uka and Prendi, 2021). As a bonus, it helps Tesco guarantee that its trained staff can provide excellent customer service. Motivated workers are more invested in the success of their company and more willing to go above and beyond in their work (Vo, Tuliao and Chen, 2022). According to studies, a highly motivated workforce is more invested in their work, more committed to their business, and more satisfied with their jobs overall. Motivating employees is crucial in retail because of the high turnover rate and the need for outstanding customer service. Employee motivation ensures client happiness and loyalty by providing high-quality customer service.
[bookmark: _Toc164167500]Conclusion
Finally, Tesco PLC's organisational structure, culture, and motivating techniques explain its performance as a leading retailer. Though decentralised, Tesco's hierarchical structure supports efficient operations and localised decision-making. However, the long chain of command may cause bureaucratic impediments and hinder change implementation. Delayering might improve organisational flexibility and information flow. Tesco prioritises customer happiness, staff well-being, and social responsibility. Hofstede's cultural dimensions theory shows Tesco's focus on low power distance, individuality, low uncertainty avoidance, long-term orientation, and a healthy balance of indulgence and discipline. This culture makes workers feel appreciated and supported, improving corporate success. Maslow's Hierarchy of Needs and Herzberg's Two-Factor theory affect Tesco's motivating techniques, which prioritise cleanliness and satisfaction. Through employee participation, recognition, and personal growth, Tesco creates a motivated, productive, and goal-oriented workforce. Tesco's organisational structure, culture, and motivating approaches boost performance, customer happiness, and sustainable development in the fast-paced retail market. Tesco can overcome market changes and seize opportunities by modifying and improving these characteristics.
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