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Introduction:
The purpose of this writing is to present the link between structure, culture, people and organizational performance. Also explain managerial work and leadership, as well as the factors that determine their effectiveness. In addition, the factors that influence differences in individual behaviour that evaluate the behavioural approach to management are examined. 
[bookmark: _Hlk23881301]Religion, language, beliefs and behaviour, institutions, are part of the cultural differences that are shared by members of the public. Culture is a set of shared attitudes, beliefs, customs, written and unwritten rules that are established and validated over time and are considered valid. Organizational culture encompasses the experience, expectations, philosophy of the Organization, and the values that determine the behaviour of members. It is expressed in its membership image, internal work, future expectations and interaction with the outside world. Culture includes the vision, values, norms, systems, symbols, language, assumptions, beliefs and habits of the organization (The Business Dictionary, 2019). The main task of management is to organize and motivate people so that, through common efforts, values, structure and training, common goals, development and ability to meet new challenges can be achieved. Management is based on several basic principles (Drucker, 2001, p.1-13):
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(Author developed)
History, company profile, management and leadership:
The experience of Tesco, a company that is one of the largest retailers in the world, is being analysed for the purpose of this writing. Some of the core elements of business process management will be analysed. Some recommendations will also be given regarding culture, people, structure and performance. The retailer's story began 100 years ago in 1919, when Jack Cohen returned from World War I and decided to improve his financial situation. Not the large sum he had in himself was enough to start fulfilling his dream. He believed in providing affordable food that could be within reach of anyone. Jack Cohen founded Tesco in 1920. Tesco's first store opened in Burnt Oak, Edgware, Middlesex in 1929. In 1956, the first self-service store opened in St. Albans, and the first supermarket in Maldon opened in 1956. In 1994, the company took over the William Low supermarket chain, successfully managing the competition of Sainsburys to control the company, which is based in Dundee and operates 57 stores. In 1995, Tesco introduced a loyalty card branded Clubcard, and later the company also provided an online shopping service. Tesco joined the US grocery business in July 2001 when it acquired a 35% stake in Grocery Works. In June 2003, Tesco acquired C Two-Network in Japan. And in October 2003, the company opened a UK telecommunications division including mobile and home telephony services to complement its existing Internet service provider business. Tesco participates in a joint venture with O2 to form the Tesco Mobile virtual network operator in 2007. In 2018, Booker Group merges with Tesco and the two companies combine their expertise to create the UK's leading UK's food business (Tesco Plc, 2019).
[image: ]
(Author developed based on: Tesco Pls,2019)
The company is focused on achieving its goal of providing quality goods and services to its customers, as well as for developing the workforce of the company, identifying the performances of the employees, as training them to be leaders. The mission of Tesco "Every little helps " is to continue to provide its customers, doing the little things that matter, which is also their statement. On the other hand, managers of each store are responsible for directing and motivating their team to deliver the promise of Tesco to their customers. Tesco's management style is adapted to the democratic style of leadership and their way of working is decentralised. The information is transmitted by senior management to the lower employees and everyone is free to express their views, to initiate effective ideas for the growth of the organization. Tesco's management encourages employees and makes them feel an important part of the organization.
Culture:
An organizational culture is a set of substantiated shared assumptions that define what happens in organizations by defining appropriate behaviours for different situations. Culture has an impact on employees, as people's behaviour is influenced by their values, and organizational culture is a set of shared values. That is why the culture of the Organization must create behavioural expectations to steer its employees towards such behaviour that is consistent with its culture (Stefano, 2017). According Schein, the key to the success of organisation is its organisational culture, and the function of leadership is to create and manage the culture. The concept of management depends on what the approaches to cultural management will be. Organisations can achieve their aims and objectives only through the coordinated efforts of members of the organisation. How it gets work done and how employee interact each other is reflection of organisational culture. To interact employees more effectively, a positive culture needs to be strong enough, and when a strong culture supports the business strategy, then the company becomes more effective (Kuppler, 2014).
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(Autor developed)
Managers work with different people who are from different countries and have different cultural values. The mechanism compares countries of cultural similarities and differences, assesses how the culture of society influences the values of its members and how those values influence their behaviour. 
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British Culture by Hofstede Cultural Dimension
(Hofstede Insights, 2019)
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[bookmark: _Hlk23788626]Tesco's mission has remained unchanged over the years. It offers high quality and good value products that can be purchased and delivered easily and in a convenient way. Tesco helps its customers feel satisfied with the better quality and way of life – ‘Serving Britain’s shopper a little better every day’. Tesco's values ensure that every member of the company understands what is important, both as a teamwork and that the customer is at the centre of what is being done. 'Little Help Plan' is a core value for the company, and it is at the heart of 'Little Help'. This plan defines how Tesco sees the opportunity for change in social and environmental challenges because they are important for both clients and participants, as well as communities. Some of the challenges that he is tightly committed to are reducing carbon emissions, health and safety, cybersecurity, combating bribery. The plan includes helping the customer to make healthier choices about quality and affordable products; ensuring that no food is wasted; reducing the environmental impact of packaging. Independent research on the role they play in supporting different communities in the UK it takes in to account the contribution of the company and also analyses what more can be done in the future (Tesco Pls 2019). 
Structure:
The hierarchical structure of the organization to be "flat " or "High " is determined by the combination of control scope and chain of command. Flat structures have minimal layers of control, have a low control range, because they need to be controlled on wider stretches. The communication model facilitates the relationship between the leader and the performer. This structure enables well-trained workers to make quicker decisions and thus be more productive in the process. Flat structures are more suitable for small companies because work and effort are smaller. The tall hierarchical structure, as well as the structure of Tesco, has a wide scope of control. Employees are grouped as each employee has a clear supervisor. Combining different groups is based on some different factors such as function, geography, product and service, customer type, etc (Mullins, 2010, p. 543-613)
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Company Employee Structure Chart Tesco Company
 Organisational Structure Chart Example
(Chart Images Online)
The environment is one of the factors influencing the structure of the company. Tesco uses an organisational structure that allows to adapt and change rapidly. Branches and departments work as autonomous units. Each one works as if it were an independent company. This gives them the opportunity to make quicker decisions. 
[image: ]
FUNCTIONAL AREAS (Clayton, J. 2019)
The functional structure organizes the employees by function/activity. The functional units fall into categories human resources, marketing, finance, research and development, sales. These employees tend to achieve a great degree of specialisation and development, and with this they contribute to the achievement of functional goals. With a regard to the geographic factor, the company has a presence in clusters of fourteen countries on different continents. In this way, changes in the needs of local customers and regional pressures on the environment can be easily reacted. Tesco has different store type. They have large stores called Tesco Extra, large supermarkets called Tesco Superstores and Tesco Metro, and small neighbourhood stores called Tesco Express and One Stop, that they can meet the needs of the customers in that area. All these stores are suited to sell different products with different amounts available. Tesco sort the products into categories that suit the customer's needs rather than just "food". Managers of different groups have assistants who lead the workers to ensure the well-being of the work. The managers haves to report to the store manager and then he/she reported to the store director.


[bookmark: _Hlk23788713]People:
According to McGregor, theory X and theory Y represent the perceptions that managers have about their employees regarding their work within the organization (Hattangadi, V, 2015).
McGregor’s Theory X and Y[image: ]
(Autor developed)
To maintain its high level of development, Tesco needs motivated, flexible and well-trained staff to meet customer needs. For its part, Tesco supports the company's employees in their various roles and levels. The motivated employee works harder and achieves greater results in less time, which reduces labour costs, requires less supervision and demonstrates pride in his work, which has a greater impact on the client. Well-motivated employees are more concentrated, less likely to make mistakes, less likely to cause accidents or engage in conflict. The motivated staff are more loyal to the company and have fewer absences. Non-motivated staff are dissatisfied with their role in the work environment, and this has a negative impact on the quality and efficiency of the work. According to Tesco management, the business depends on two groups of people - customers and staff. In assessing the important role of staff, the diverse lifestyle outside of work is also taken   into account. In this regard, Tesco strives to maintain a work-life balance and offers remuneration by: 
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(Autor developed)
In addition to money, there are other factors that motivate people in their personal and working lives. Non-financial factors can also motivate employees to improve their production. This may be the desire to serve people, improve one's personal skills or achieve promotion. Once a year, Tesco conducts a survey among its employees called Viewpoint, which gives them the opportunity to express their views on various aspects of the job. This research helps Tesco suggest the right things to motivate his employees. Particularly important for organizing the activity in the company is good communication between the people working in the group and between the different units. This ensures a good understanding of the tasks to be performed and the proper allocation of resources. Controlling the activity and the results enables adequate decisions and actions to be taken (Lia, C. 2016). Intellectually people are engaged, and the correctness of thinking is determined by the various factors that may arise. Some of these factors that directly influence the social work environment are related to individual and collective processes of thinking, physical health, human values, human attitudes and norms of behaviour. These factors affect human behaviour, loyalty and trust (Lendzion,2015, p.674-680). According to Abraham Maslow, people are motivated by five basic needs. He demonstrated these needs through a pyramid, which he called the "hierarchy of need" (Mullins, 2010, p.260-267). At the bottom of the pyramid are placed basic needs that motivate people to work, such as shelter and food. When these needs are met, it comes to satisfying needs such as safety and security – good working conditions. Once these needs are fulfilled, there comes a turn of social needs, such as the need to belong to a certain group and self-esteem. The upper part is set for self - fulfilment. This is the place of challenges, creativity and interest (Hanna and Lee 2015).
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[image: ]Performance:
Organizational performance is a picture that reflects the actual results measured against the planned results (Albrecht et al, 2015, p.1-21). Performance is measured by:
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Recommendations and Conclusion: 
From all of the above, it can be concluded that Tesco works as a ‘well-oiled machine’ with a well-built structure, satisfied workers and even more satisfied customers. Management is democratically oriented, respecting the rights and freedoms of workers, customers and suppliers. In Tesco, there is an organizational culture where everyone can come up with ideas, everyone's opinions are heard, everyone can accept the challenges, learn and develop to do their best to achieve better results in interest of the company. As a recommendation on the structure, it can be noted that the communication time is a little slow and this can lead to an accumulation of solutions. 360degree feedback has advantages, but if not properly handled, it can lead to anxiety, stress and discomfort in the workplace. The survey must be anonymous. This will give people more honest and accurate feedback.
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                     Company profile

Type Public Limited Company

Traded as: LSE: TESCO

Founder Jack Cohen

Founded 1920

Industry Retailing

Headquater Welwyn Garden City, Hertfordshire

John Allan (Non-Executive Chairman) 

Key people Dave Lewis (CEO)

Ken Murphy (CEO-designate)

Products Groceries; Consumer goods;

Financial services; Telecoms

Area served UK; ROI; Central Europe; Asia

Number of locations 6800

Employes 450000

Revenue £63911 million

Operating income £2206 million

Net income £1320 million

Website

www.tescoplc.com
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                             British Culrure by Hofstede Cultural Dimension

POWER DISTANCE

Index 35 shows that society in the UK believes in equality 

between people, that they should have equal rights.

IDIVIDUALISM

Indicator 89 indicates that people in this country are 

individualists. Their happiness and motivation go through 

personal realization.

MASCULINITY

66 shows that the UK remains a male, success-oriented and 

male-dominated entity. People live here to work. They have 

clear ambitions and goals that they want to achieve.

UNCERTAINTY AVOIDANCE

Indicator 35 shows that, as a nation, Britons are happy people 

and therefore have a low index to avoid uncertainty. This 

leads to planning with shorter horizons. But the combination 

of high individualism and interest in novelties, predispose a 

high level of creativity and innovative approaches.

LONG TERM ORIENTATION

With an average of 51, no preference can be given to how a 

society maintains its own past in terms of traditions and 

norms until it faces the challenges of modern times.

INDULGENCE

The relatively high index of 69 shows that people are ready to 

realize their desire to have fun and enjoy their life. They are 

optimistic and have a positive attitude, pay great attention to 

their free time and do the things they want to do.
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1.Dislike for work 1.Work is natural like rest or play

2.Self-motivation, self-control, self-direction
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proper condition
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by others

4.Creativity

4.Lack self-motivation

5.Participation and decentralisation in

decision-making

5.Avoid responsibility 6.Democratic leadership

6.Focus on lower-level and need to

motivate   workers

7.Centralisation of authority and

autocratic leadership
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supervision to achieve organisational

objectives
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  NEEDS TESCO  PROVIDES:

Personal development plans, career program, recognition of talent an skills. Discussions

 take place during the Tesco's Talent Planning Meeting. Motivational management

 program for capable employees to achieve higher levels of development.

Tesco's value is self-esteem, as well as respect for others, and industriousness, self-

esteem, feedback and an evaluation system help to recognize people's individual 

contributions and importance. Achievements are celebrated.

Tesco encourages teams and groups at different levels. The company assesses both

 group and individual work and allows store staff to work as a team. Working conditions 

and home-from-home ethos encourage good service.

Tesco guarantees the security of employment contracts, pension and health schemes, 

creates an opinion on joining an union to give a sense of belonging. It ensures healthy 

and safe working conditions.

This level include a place of work, regular monthly pay and essential facilities such as

a restaurant or lockers for personal belongings.

Self-

fulfil

ment

Self-

estee

m

Social 

needs

Security 

needs

Basic/phisical 

needs


image12.emf
Tesco's primary responsibility is respect for human rights, with the potential for change for workers,  customers, the communities they work with and suppliers. The overall activity of the company is in  accordance with all   international conventions, treaties and strategies with respect for human rights   ( It can  be see n on Tesco's website   -   Promoting human rights at Tesco ,  Group Position Statement. Last updated  11/04/2019 ) .  
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+ TESCO uses 360-degree feedback performance that give
a broad appreciation to people for their effectiveness. The
assessmentis made on the basis of diferent perspectives:
own self-assessment; direct reports; colleagues; the
department manager; customers; supliers. In this way,
one can take into account how well the company performs
according to each of the participants. The surveys are
conducted in a confidential manner and the results
obtained provide information on training and development
performance. They show where attention should be paid in
order to develop skills and befiaviour. In Tesco 360
degrees the feedback works well because the culture
there is open, supportive and learning-oriented.
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+ Tescowas inially specialized in food and drink and now
offers a wide variety of products to meet consumer needs
I additon to granite products, clothing, electronics,
telecommunications, healthcare, interet, financial and
insurance services are offered. In addition, Tesco has also
created an online supermarket that, in additon to all
goods, offers home retailing and music downloading. Al
this development of the company necessiates a flexible
change of the structure in accordance with the new goals
and challenges in the market.
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