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[bookmark: _Toc234655347]Introduction
[bookmark: _Toc234655348]This report examines the organizational culture of Tesco PLC. Tesco was chosen because its culture is a useful example of how large organizations support performance, control, inter-divisional coordination, quality of management decisions, information flow productivity, knowledge and information distribution, speed of response to market changes, and ability to adapt to change. Tesco’s example illustrates how large-scale commercial structures build and maintain internal standards of personnel behaviour to productively meet targets in a highly contested retail sector.
[bookmark: _Toc234655349]The professional climate within any company is built on a complex of common guidelines, beliefs and behavioural models that determine the logic of personnel actions and thinking (Robbins and Judge, 2019). These specific characteristics directly coordinate dialogue within the team, management decision-making algorithms, and daily operational processes. Martin's research (2002) confirms that the specificity of corporate culture significantly models personnel attitudes and viewpoints of strategic business tasks and their ability to adapt to transformations. Accordingly, such a socio-cultural foundation is a key factor that determines the level of personnel involvement, quality of service, overall productivity and market viability of the company.
[bookmark: _Toc234655350]The report begins by examining the organisational culture of Tesco and the factors that shape its work atmosphere. It then discusses how culture influences organisational structure and decision-making processes. To analyse the internal environment of Tesco PLC and determine its role, theoretical models and analytical tools were used in the study. The work focuses on the interaction of corporate culture with external factors. It is evaluated whether culture inhibits the development of the company or, on the contrary, increases its operational efficiency. At the end, recommendations were formulated for the modernization of management information systems for further business improvement.
[bookmark: _Toc234655351]Organisational Culture of Tesco PLC
[bookmark: _Toc234655352]Tesco PLC culture combines elements of organizational control, team interaction and flexibility. The company's activities are based on customer orientation, collective work and the desire to effectively perform business processes (Tesco PLC, 2026). These values are officially enshrined in the company's standards. They require each stage of work to meet the 
[bookmark: _Toc234655353]demands of buyers, and the staff to act as one cohesive team.
[bookmark: _Toc234655354]In practice, Tesco manifests outcome orientation, team orientation, and system stability. To provide a convenient and reliable service for customers, Tesco evaluates its activities according to indicators of effectiveness, efficiency and quality of service provision (Tesco PLC, 2025).
According to Handy (1993), role cultures are characterised by formal procedures, clearly defined responsibilities, and hierarchical authority. At the operational level, Tesco enforces a mechanistic role culture. Coherence of the actions of the retail network is ensured through formal procedures and regulated duties. Instead, task culture prevails in the corporate and digital sectors. Here, the key requirements are collaboration and prompt problem solving, which allows the company to quickly respond to market changes. which directly feeds into corporate innovation and overall company performance (Hogan and Coote, 2014).
[bookmark: _Toc234655355]At the same time, Tesco creates an honest business culture. The company makes responsibility to partners and customers part of the daily work of its staff (Tesco PLC, 2026).
However, this creates permanent internal tension. The pursuit of high efficiency puts pressure on the team and systems hamper flexibility on the ground. Tesco culture is forced to constantly balance control and the ability to change, reflecting the need to align culture, structure, and organisational effectiveness (Zheng, Yang and McLean, 2010).
[bookmark: _Toc234655356] Influence of Culture on Structure and Decision-Making
[bookmark: _Toc234655357]Tesco's internal values are a major factor in building business architecture and shaping current operational processes. The company operates a large-scale retail chain of more than 4,000 stores. Therefore, its internal structure clearly reflects the focus on performance, stability and control (Tesco PLC, 2025).
[bookmark: _Toc234655358]How Culture Shapes Structure
According to Mullins and Christy (2016), organizational structure is never accidental; it is shaped entirely by what the business prioritizes and values. Tesco's clear subordination and official internal structure is a direct reflection of its organizational values. Consolidation of specific responsibilities for personnel and implementation of standard activity standards allow the retailer to maintain high productivity of processes and consistency of actions within 
[bookmark: _Toc234655359][bookmark: _Toc234404455]a huge retail network.
[bookmark: _Toc234655360]Tesco distributes its staff in specialized areas, including logistics, commercial procurement, finance and legal control. The division by functions allows you to accumulate specialized experience and keep all operations under control (Tesco PLC, 2024). The main disadvantage of this — model is the approval of decisions and weak information exchange between individual divisions. Due to long chains of approvals, the company simply loses speed.
[bookmark: _Toc234655361]This structure increases administrative costs, it allows Tesco to respond more effectively to local market conditions, customer needs and operational problems. This flexibility is particularly important in view of the scale and geographical diversity of the company.
[bookmark: _Toc234655362]In practice, this creates two work environments. On the supermarket floor, Tesco operates a highly controlled system supported by strict food safety standards, compliance audits, and quality procedures that ensure consistency across all stores.
[bookmark: _Toc234655363] The situation is completely different in the Tesco IT sector, where the main priority is given to team interaction and the creation of products based on analytics and modern technologies (Tesco PLC, 2024). 
[bookmark: _Toc234655364]This combination of models helps the retailer to solve the main dilemma: how not to lose order while remaining fast. Traditional departments are responsible for iron discipline and standards, and autonomous divisions — for instant adjustment to the market. 
[bookmark: _Toc234655365]How Culture Shapes Decision-Making
[bookmark: _Toc234655366]Tesco's organizational culture shapes consistency and high operational efficiency, which fully shapes the company's decision-making approach. Instead of subjective judgments, management at all levels is obliged to rely on hard evidence: sales analytics, customer behaviour and logistics indicators. This framework minimise unnecessary risks and ensures clarity of each management step.
[bookmark: _Toc234655367]Before any changes, managers must be guided by clear procedures and verified data. As Alvesson (2013) points out, culture determines workers' approach to internal processes. This approach reduces the risks through guidance, but at the same time damages the speed of decision velocity.
[bookmark: _Toc234655368]
Decision-making at Tesco is closely linked to its emphasis on efficiency and consistency. Managers use sales, customer, and operational information when making decisions. This helps the company maintain performance standards and improve the effectiveness of its daily operations.
[bookmark: _Toc234655369]As a result, Tesco’s decision-making system reflects the same balance seen in its structure: control, data, and standardisation on one side, and selective flexibility to support innovation and adaptability on the other. As Gregory et al. (2009) point out, a company's success is determined by its culture, namely the ability of management to balance system control and flexibility in time.
[bookmark: _Toc234655370]Identifying Cultural Types: Models and Frameworks
[bookmark: _Toc234655372]Schein’s Three Levels of Culture
[bookmark: _Toc234655376]According to Shine (2010), the company's culture is divided into three layers: artifacts, values, and assumptions. At Tesco, its external, visible level is clearly visible in the same store layout, staff uniform, uniform branding and work instructions. Beneath these artefacts lie Tesco’s espoused values. The company strongly promotes customer focus, teamwork, and operational excellence through public commitments and corporate messages such as “No one tries harder for customers.”
The greatest value of Schein’s framework lies in identifying the underlying assumptions that influence behaviour. Tesco appears to operate on a deeply embedded belief that efficiency, consistency, and cost control are important drivers of competitiveness within the retail sector. These assumptions help explain the organisation’s emphasis on standardisation, performance monitoring, and procedural discipline. Through Schein’s model, Tesco can therefore be identified as a performance-oriented culture in which visible practices reinforce deeper organisational expectations and behaviours.
Handy’s Cultural Types
[bookmark: _Toc234655381]Handy (1993) identifies four culture types: power culture, role culture, task culture, and person culture. Applying this framework to Tesco helps identify how different parts of the organisation operate according to different cultural characteristics.
The retail side of the business closely reflects a role culture. Staff activities are clearly regulated by job responsibilities, the accountability system and established working standards. Managers' powers are determined by their positions, which helps Tesco maintain job stability and a single level of service across the entire large network.
However, Tesco cannot be fully explained through role culture alone. Organizational culture is clearly manifested in its digital, project teams, and so on. Here, working together and solving problems weigh more than a formal hierarchy. Employees work across functions to develop solutions and respond to changing market conditions.
Handy’s framework therefore identifies Tesco as a hybrid culture. Tesco's organizational culture is based on standards, but in innovative and digital areas it is inferior to flexibility. This approach guarantees the stability of the business and at the same time ensures its development in the future.
Johnson and Scholes’ Cultural Web
[bookmark: _Toc234655389]Johnson, Whittington and Scholes (2011) developed the Cultural Web to identify organisational culture through six interconnected elements: stories, rituals and routines, symbols, organisational structures, control systems, and power structures.
Applying the Cultural Web to Tesco highlights an organisational system strongly focused on consistency and performance. Ongoing staff briefings and performance monitoring consolidate the right work habits. The same store layouts and uniforms support the well-known brand. Control systems are fully focused on service standards, inventory management, financial objectives and compliance with internal regulations.
Management authority is focused on the level of senior management, which ensures the standardization and accountability of the company. Such a system enshrines an organizational culture where operational discipline and clear performance results are key priorities.
The Cultural Web suggests that Tesco operates as a strongly performance-driven organisation. Existing organizational systems and work processes introduce corporate values into real activities, instead of declaring dry formal intentions.
Schein’s model shows how starting ideas drive ns relating to efficiency, consistency, and cost control. The Handy framework describes a hybrid culture with role and project features, while the Cultural Web model explains its fixation through operational procedures and control systems.
Overall, Tesco operates as a highly structured and performance-oriented organization. The company combines rigid centralized control with flexibility in project teams. Such a model ensures the stability of a large retail network but forces a constant balance between operational immutability and adaptability to new technologies, customer expectations and market conditions.
Culture and the External Environment
[bookmark: _Toc234655390]The external environment continuously adjusts the internal behaviour and work processes of the company. According to Mullins and Christy (2016), organizational culture is shaped by internal and external factors, forcing businesses to adapt for market advantage. Economic, technological, social factors and more directly change the expectations of Tesco buyers and the behaviour of employees. Instead, political, legal, and environmental aspects determine regulatory compliance requirements and strategic planning.
Economic Factors
Economic conditions significantly influence Tesco's culture. The cost-of-living crisis has increased market competition in the food sector. The company subordinated internal processes to operational efficiency and strict cost control. Schein (2010) notes that external challenges are changing the company's priorities. The focus on cost, quality, service and speed shapes Tesco's current activities (Tesco PLC, 2025).
[bookmark: _Toc234655391]Technological Factors
Technological developments also shape Tesco's culture. Tesco automates work tasks and funds employee training through its own platforms and client services (Tesco PLC, 2025). This introduction of new technologies is called by Mullins and Christy (2016) the main factor
[bookmark: _Toc234655392]in changing the company's structure. The practical result of this step was the transition to Internet trade, automation, digital services and data analytics.
Social Factors
[bookmark: _Toc234655393]Buyers demand ethical behaviour, environmental responsibility, diversity and social participation from retailers. Tesco's strategy focuses exclusively on the needs of customers and communities (Tesco PLC, 2026). Responsible business, teamwork, community assistance, and resource conservation form the basis of Tesco's daily processes (Tesco PLC, 2026). Schein (2010) calls the transition from words to such practical steps the only way to consolidate corporate values. 
Using Culture to Adapt: Denison's Traits Theory
[bookmark: _Toc234655394]Tesco's market performance is provided by four cultural traits that Denison (1990) considers key. Denison's model (1990) emphasizes that organizational success depends on the following factors: involvement, adaptability, mission and consistency. Tesco puts them into practice. The company's staff is quickly readjusting work to market requirements, and clear internal rules and a single goal prevent businesses from collapsing during changes.
Competition with Aldi and Lidl, technological changes and new customer demands forced Tesco to change its pricing policy. Instead of the old strategy, the company launched a direct price alignment, Aldi Price Match (Tesco PLC, 2025). Denison (1990) identifies such rapid change as the main condition for maintaining business competitiveness.
At the same time, Tesco relies heavily on consistency. Service standards, operating procedures and shared corporate values keep Tesco's retail network stable during any reforms. Denison (1990) links such a sequence of internal rules to the coordination, predictability and integration of businesses. Due to these strict regulations, the company retains regular customers. 
[bookmark: _Toc234655395]Tesco uses organisational culture as a mechanism for responding to external influences. The financial condition of the market forces the company to work efficiently and stick to its own values. New technologies are changing the company's work from the inside — from logistics to warehouse management. At the same time, due to new requests from people, business is forced to adapt the service to buyers and actually invest in environmental protection. The concept of Schein (2010) shows how external change becomes part of the company's internal culture. At the same time, the Denison (1990) model requires balance: the business has to be flexible but maintain permanent rules. Tesco's competitiveness depends precisely on this combination of —, the network quickly responds to customer requests but works according to clear and stable standards. 
Organisational Culture as a Barrier
[bookmark: _Toc234655401]Company culture helps its development, but blocks flexibility if it prevents adaptation to new conditions. Schein (2010) explains: The shared beliefs of workers are quickly taking root. With stable operation, this guarantees order but significantly inhibits any internal changes.
In Tesco, instructions and strict reporting keep the entire chain of stores under control. At the same time, the same rules paralyze field management: directors cannot make independent decisions, and important information gets stuck on the way to the head office. As a result, bureaucratic filters deprive the company of speed, turning adapting to the market or launching innovations into a long process.
Another challenge may arise from organisational subcultures. Alvesson (2013) suggests that organisations often contain multiple subcultures rather than a single unified culture. The division of Tesco into separate blocks — finance, logistics, marketing and IT — forces each division to live with its own goals and specific professional jargon. On the one hand, such a narrow specialization increases the quality of expertise. On the other, — departments lose their common language, turn into isolated structures and destroy the overall coordination of projects.
Emotional intelligence may help reduce some of these challenges. Goleman (1998) argues that emotionally intelligent leaders are more effective at managing relationships, motivating employees, and facilitating communication. The emotional intelligence of Tesco managers improves collaboration within the team and adjusts work processes. When managers hear people, staff perceive and implement any corporate reforms much more easily.
Although Tesco seeks to address these issues through more flexible project-based and digital teams, tensions remain between maintaining operational control and encouraging adaptability. As a result, Tesco is forced to maintain centralized control, despite all the barriers and restrictions it creates, because this guarantees the stable existence of the company on the market. So the main task of — management is to find the right balance and ways to balance the negative consequences of such control.
Impact of Culture on Organisational Performance
[bookmark: _Toc234655402]Company culture directly guides employee conduct and determines exactly how they make decisions. Denison (1990) proved that only those organizations that can simultaneously maintain internal coherence and quickly adapt to the market give a stable result.
Tesco's culture contributes positively to organisational performance in several ways. Customer service and team interaction help the network maintain a single level of service quality in each store. Thanks to the strict standardization of procedures, the company fully controls the quality of goods, which directly protects its brand's reputation on the market.
In addition, adaptability directly determines the overall effectiveness of the organization. Competitive rivalry with Aldi and Lidl proves that even a strictly disciplined network can quickly adjust strategy under the influence of the market. Investing in digital technology development and data analytics has become the basis of flexibility in a culture that ensures long-term competitiveness Tesco (Tesco PLC, 2025).
However, as noted earlier, the flip side of this performance orientation is fixation on daily performance, which ultimately prevents the company from noticing new market trends and changing customer behaviour in time.
Overall, Tesco's culture has a largely positive impact on organisational performance because it combines operational consistency with an ability to adapt when necessary. Therefore, the main challenge for Tesco remains to maintain operational discipline without losing the ability to quickly adapt to the market.
Management Information Systems Recommendations
[bookmark: _Toc234655403]Management information systems provide a full cycle of work with data within organizations. Laudon and Laudon (2020) point out that efficient systems directly enhance the quality of management decisions, while Greasley, Hickie and Bocij (2019) emphasize their importance for communication, coordination and overall integration of business processes. 

Tesco actively uses such systems in its activities. However, as has been justified in previous sections, critical problems remain within the company: inter-agency communication barriers, excessive structuring in decision-making and the need for faster adaptation to dynamic customer requests. Appropriate information systems could help address these issues.
One recommendation is greater use of business intelligence and predictive analytics systems. Tesco collects large amounts of information through Clubcard and its online services. Laudon and Laudon (2020) prove that through predictive analytics, a company sees future changes in demand or buyer behaviour, so it can respond more quickly to the market and make its predictions more accurately.
A second recommendation is the wider use of decision support systems. Laudon and Laudon, (2020) note that accurate data for risk analysis and comparison of alternatives and solving current problems improve management. For a large company like Tesco, this minimizes delays and significantly speeds up decision-making.
It is also important for Tesco to develop knowledge management systems. As indicated by Greasley, Hickie and Bocij (2019), information systems seriously improve internal communications and coordination within the company. Thanks to a common platform, employees share experiences, new ideas or customer feedback faster. After all, it breaks down barriers between departments and sets up the normal operation of the whole business.
Overall, these systems could help Tesco strengthen communication, improve decision quality, increase organisational responsiveness, and support long-term performance. Rather than changing the company's culture, they would help employees work more effectively within it.
Conclusion
This report examines Tesco PLC's organizational structure, management decisions, Staff leadership and overall performance based on an analysis of its organizational culture. According to the results of the analysis, Tesco works mainly as a role-playing company, although it borrows certain elements of the task culture. Shopper interests, teamwork, process performance and responsibility to stakeholders remain the main guidelines for the company.
Analysis of Schein, Handy, Johnson, and Scholes models, as well as Denison theory, helped elucidate the real impact of culture on Tesco employee behaviour. Company culture comes from regular work routines and team beliefs rather than slogans.
The report also demonstrated that culture plays an important role in helping Tesco respond to economic, technological, and social pressures. Tight cultural controls work well for productivity and service, but at the same time prevent the company from being flexible and innovating.
Overall, Tesco's culture is an important source of competitive advantage. However, in the future, Tesco will have to balance between stability and change in order to adapt to the new market requirements in time.
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