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 Every organisation’s goal is to maintain rapid growth while attaining higher profitability levels. However, for an organisation to achieve these goals, it needs to have a well-laid organisational structure coupled with a strong organisational culture, and individual motivation.  This is because they are the most critical factors affecting the attainment of organisational goals.  Individual motivation, which is employees’ motivation, is critical as employees are a firm’s backbone to higher performance. Their demoralisation, thus, is detrimental to an organisation, as this is likely to derail their productivity, which has a direct negative consequence on a firm’s performance. Additionally, the culture a company lays down to be followed by its internal stakeholders- employees and leaders- is also important, as a weak culture may lead to employee dissatisfaction, thus rendering poor services to consumers, leading to a company losing consumers, hence lower profitability.  Hence, this report discusses Tesco’s organisational structure and culture’s influence on its performance, as well as how the company motivates its employees to achieve higher performance.
Background of the company
Tesco is a leading multinational retail organisation striving to provide excellent consumer services to all its UK and global clients (Tesco, 2023). The company has about 2834 retail stores in the UK, with England dominating its number of locations with 2433 retail stores (ScapeHero, 2023). The company has employed about 345000 staff which ensures it meets its daily operations and targets. In the recent best retail stores release, the company tops with about £54.76bn in turnovers (Retail sector, 2023).
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 An organisational structure is a system outlining how organisations direct their certain activities to achieve their goals (Alavi et al., 2014).  These may include rules, roles, and responsibilities. Additionally, they dictate the information flow between the company’s levels. Every company’s organisational structure follows a clear hierarchy line through which people communicate and relate job operations.  The interaction ways of this organisational structure with each other can have a troubling or successful effect on a company.  
Tesco has a decentralized organisational structure. This structure tasks departments’ heads and project managers with critical decision-making roles, hence freeing top management and shareholders to focus on strategic planning (Tse, 2020). Additionally, a decentralized organisational structure allows low levels in a business to make decisions. A decentralized structure is mostly adopted by organisations with many locations, and the head office reasonably is unable to make various decisions for the different locations.  This structure suits Tesco, as it is one of the retail firms with different locations in various nations as well as different UK store locations. 
Tesco has over 2834 retail stores in the UK alone. Moreover, the firm provides its goods in other countries, thus it could be impossible for the committee and board to control its operations and make decisions across the nations.  Instead, the firm has regional managers managing specific regions and store managers managing separate stores. The firm’s leadership and management layers portray a tall structure. This is because the firm has various leaders and management layers. With this aspect, the managers have a narrow control span with a long command chain. 
Additionally, the firm has three management levels, top, mediate, and base, with different individuals fulfilling distinct functions and reporting to the leaders. For instance, the fresh food section is managed by fresh food managers, who report to food trading managers. The latter then reports to store managers, who report to committees. Afterwards, the committee reports to Tesco’s board, signifying a tall structure.  The final structure within a decentralised structure, as Tesco adopts, is the product-based structure. This is where Tesco groups its employees based on certain products they work on, consumers they serve, or the geographical area they serve.  In this instance, Tesco groups its staff regarding the geographical area being served, as each region is assigned a regional manager, with a store manager, managing individual stores in the designated region.
 From the above discussion, a decentralised organisational structure influences Tesco’s business performance in various ways.  The first effect is on creating autonomy which empowers Tesco’s employees for greater performance.  A decentralised organisational structure empowers employees to have more autonomy in making their own decisions, thus making employees feel a sense of importance, that makes them feel as if they have more input in the organisation’s direction (Brewster and Söderström, 2017).  This motivates them as they have the decision power, which enhances their decision-making, hence improving Tesco's performance.  Furthermore, the firm’s regional and store managers make decisions that suites their local area consumers.   The tall structure allows the company to access greater growth opportunities, easing the tasks managers perform, thus better performance for the overall organisation (Darwin, 2017). Additionally, the product-based structure enhances the business performance as the activities are controlled within a region, thus better coordination and smooth operations. This allows the managers to focus on specific segments to fulfil the consumers' needs and preferences. When the firm observes this, it attains a more consumer base, hence increasing business profitability.
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 An organisation’s culture defines a firm’s proper ways of behaviour within a firm.  It constitutes the shared beliefs and established values communicated and reinforced via various methods, that shape employees' perceptions, behaviours, and understanding.  A strong culture theory is one of the common theories that discuss organisational culture. It assumes that when organisational managers and employees are committed fully to collective principles, customs, and morals, then it results in the organisation’s positive outcomes. Additionally, it proves a strong relationship between strong organisational culture and organisational performance (Tierney, 2016). It observes that the shared common culture in an organisation creates a common shared goal and employees will follow a suitable procedure in their achievement. Additionally, a collective culture impacts positive motivation in an organisation, as the common culture existence encourages employees to identify the company and feel belongingness and responsibility for it (Tierney, 2016). 
Tesco has a strong culture directed at providing excellent consumer services. The firm prioritises consumers, that is, it is a consumer-oriented company, with a focus on its external environment (Tesco Careers, 2023).  Therefore, for the firm to successfully adopt its consumer-centric culture, it guarantees teamwork, trusting and respecting people, listening and supporting individuals, and sharing information and experience (Tesco Careers, 2023).  Additionally, within this consumer-centric culture, the firm also considers its staff's well-being. It signifies the criticality of the staff to flourish careerwise and individually, where it balances their work, play, and personal development. 
With this, the employees can provide excellent consumer services, relating to its increased performance. 
Therefore, Tesco’s culture relates to its performance whereby the employees participate in teamwork to enhance the firm’s operations, thus leading to enhanced innovative products that enhance consumer needs and preferences (Schosser, 2023).  With clearly outlined results, the employees dedicate their energies to the goal achievement that enhances consumer services. Additionally,  since the company also focuses on employee well-being through personal development, they are trained, and thus gain knowledge regarding excellent services to consumers (Schosser, 2023). Therefore, offering excellent services to consumers have a direct impact on performance, as this attracts consumer loyalty, hence a broader consumer base that enhances the firm's profitability in the countries it operates.  Moreover, the firm rewards system is a culture that has a direct impact on the firm’s performance. The firm has various initiatives that enhance its employee motivation (Schosser, 2023) For instance, a reward system based on achieving higher results will be a norm as every employee will strive to improve on their performance, thus increasing productivity and leading to higher Tesco performance. 
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Employee motivation is the commitment, energy, and innovation level a firm’s staff hold during the working day (Shahzadi et al., 2014). Motivated employees are critical for an organisation’s performance. In Tesco’s case, the firm has over 350000 global employees that it must motivate for it to achieve excellent growth. Their motivation stems from their interest in keeping safe or from external elements like rewards and recognition. Tesco adopts distinct theories in its employee motivation quest. Various factors influence motivation such as hard work appreciation, an achievement sense, and advancement opportunities. 
Tesco applies Taylor’s motivational theory in motivating its employees. The theory suggests that employees work purely for money gains. Thus, from Taylor’s analysis, paying workers results in good performance for a business where there is a greater production outcome (Peters, 2015). Thus, from this theory, Tesco has an employee reward system which is similar- for instance, it provides financial rewards packages to the employees to motivate them. However, money is not only the factor that motivates employees, thus Tesco gives more than just simple pay increases as it supports individual employees’ varied lifestyles through relevant and targeted benefits. Additionally, various non-financial benefits motivate employees to enhance their productivity. Tesco observes this by developing the urge to serve its employees by enhancing their personal skills and promoting others. Furthermore, the firm ensures it creates a robust working environment where the staff feels valued, through increased communication and being involved in decision-making.  
Additionally, the Mayo effect plays a great role in Tesco’s motivation of its employees. Mayo's effect stipulates that, factors such as greater communication, excellent teamwork, and involving others in decision-making motivate people at work (Muldoon et al., 2020). Tesco applies this Hawthorne theory to employee motivation through robust communication. Within the firm’s motivation system, Mayo’s theory operates in all its departments. Communication has been critical in motivating the firm’s employees, where the line managers or other departmental managers engage their followers through 1-on-1 discussions, via Tesco’s intranet or newsletters, or through appraisals. For instance, Tesco’s line managers hold daily team meetings where they update their followers on schedules or what is happening in the organisation, and to announce Value Awards by celebrating a staff member’s achievement or appraisals. 
Tesco also motivates its staff through training and development initiatives. The firm provides its employees with various training and development opportunities where every staff member accesses leadership training as well as strategic career planning that helps employees achieve the extraordinary. For instance, in 2009, the firm appointed 3000 managers, which was 80% of internal managers’ appointments (CareersHelp, 2019). Additionally, it has implemented a 360-degree feedback program which helps it identify the employees' development needs. This program allows employees to comprehend their strengths, weaknesses, and behaviours, which helps the individuals improve and function efficiently. 
Tesco also adopts the Maslow hierarchy of needs theory in motivating its employees. Maslow’s motivation theory is a five-level pyramid articulating needs according to their importance (Fadeyi, 2020). There is the level for physical needs, security, needs, social, self-esteem, and self-fulfilment needs. Tesco ensures regular monthly pay for the employees to meet their basic needs such as food and shelter. It also provides security to the employees by providing employees with formal contracts and pension schemes as well as options to join unions for them to have a sense of belonging. 
Furthermore, it promotes team working at various levels for them to achieve social needs through interaction and creating relationships. In the self-esteem level, it emphasises respect for employees and others, which also form part of its corporate culture (Tesco Careers, 2023). The firm also provides personal development plans, skills and talent recognition, promotion opportunities, and career progression to its employees. This has enabled its employees to achieve self-fulfilment needs, thus motivating them to help the organisation achieve its goals, increasing its performance.


Conclusion
Organisational culture and structure in the modern workplace have a direct influence on organisational performance. This is because aligning staff goals to strategic objectives could help in defining and enforcing policies and procedures throughout an organisation’s performance management strategies.  Thus, using Tesco’s case study, it is evident that its decentralised structure through structures like product-based and tall structures relates to its performance. These allow a smooth flow of information, quick decision-making, ad greater employee autonomy which enhances their performance, thus overall organisational performance.  Culture also is critical in enhancing performance, as it relates to performance. The shared values and goals within Tesco allow it to provide excellent consumer services, translating to a broader consumer base, hence increased profitability, which is anonymous to performance. Moreover, the firm ensures it adopts various strategies for motivating its employees by employing various theories. This has created highly motivated teams, increasing their productivity.
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