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Organisational culture is a set of framework that includes values and beliefs of the employees in which they interact with organisational work and policies (Sheikh, Abdalkrim and Shehawy, 2023).  
Tesco is one of the biggest retailer company in UK and was founded by Sir Jack Cohen in 1919 (Tescoplc.com 2026). As the years passed, the company has evolved into a large supermarket chain and owed up to 28% of the market share. Also, company is very well known among the global markets for its home delivery system. 
The report will include critical analysis of how Tesco’s organisational culture influences the organisation and decision making process. It will also include theories to find the culture of the organisation. The report will also include a deeper analysis of how organisational culture of the company adapt the influence from the external environment. It will also include information that whether culture of the organisation is enabler or hurdle for company’s operations along with justification. The report will also include impact of organisational culture on the performance and will also include recommendations. 
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The organisational culture in Tesco follows a hierarchical structure. The main centre of focus is on customer and their needs and thus the company aims to fulfil the needs of the customer by adopting “Every little help” philosophy (Tesco.com, 2026). Also, company continuously focus on development of its employees by enhancing collaborative team work and teaches them to treat each other with dignity and respect. Overall the organisational culture of Tesco is viewed as customer centric environment that depends on hierarchal structure. Apart from the structural hierarchy, the leaders in the company also focus on DEI approaches and wellbeing of the employees. 
Company’s DEI framework focus on flexible working hours and career development of employees and for this employees are constantly offered with development and training programs. While addressing to wellbeing, the company provides beneficiary resources to enhance the mental and physical health of the employees. However, the company also faces challenges in its organisational culture at time of main and peak periods (Alvesson and Sveningsson, 2024). There are instances where employees suffer from stress due to inadequate staff and improper distribution of worker. Thus, company need to address this concern at priority to solve the problems of the employees. 
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The culture of the company focus on customer centric approach and usually use hierarchical process to address its decisions and product based structure. This system of the company is very useful in maintaining the consistency of the brand in different markets but create problems in overcoming local challenges (Nazara, 2025). Organisational culture has both positive and negative influence on structure and decision making power of the company.  
As the organisational structure of Tesco is organised in hierarchal form, it means that the overall management is divided into 3 sections. These sections include top level hierarchy, mediate level hierarchy and lastly base level hierarchy. It is stated that the hierarchy system in the company offers special roles to employees through which employees have enough knowledge about their responsibility and work. Also, this hierarchical structure provides operational consistency in company. Because of this structure only the company is very reputed among different places and markets (Fu et al. 2022). However, this can be critically stated that the hierarchical structure limit the cross functional collaboration and team work. Also due to rigid structure, the commands to long supply chain systems results in a slow and steady process. As all the resources in the company are allocated based on the roles and responsibility of employees as well as design of the company, the employees are not able to access cross functional projects and their freedom.  
The decision making power of Tesco is governed by the hybrid strategy in which store managers are accountable for floor operations and executive team is responsible for financial strategies.  This means that every decision has combined role of operational task and strategic control (El Maknouzi, 2022). Thus, this hybrid approach is very much useful for company to maintain uniformity as time of critical issues. Also, executives are able to solve problems immediately without lacking decision control power. However, this hybrid approach is critically analysed as all the decisions are taken at executive level, the store managers often do not have power to take urgent actions alone and this result in many local problems. Apart from this, the entire focus on global strategies result into avoiding local challenges. For example: the company also faces challenge in expansion of its market in china as the major focus of the company was on using its UK business model in chinese market without evaluating  the needs or behaviour of chinese customer (Tain., 2021). 
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The models used to find out various type of culture in Tesco are Schein’s model of organisational culture and Hofstede cultural dimensions. These are further explained below: 
Schein’s model of organisational culture: There are 3 parts in this model: observable artifacts, espoused values and basic underlying assumptions (Khaddour, 2024). Artifacts basically include physical store observation and marketing materials to interact with customers (Zhang, Chang and Neslin, 2022). The company’s core focus is on the artifacts like blue and red branding which is used to make customer feel familiar and welcoming. The other artifacts is centralised electronic ordering systems through which Tesco maintains an invisible network and also operates its stocking and restocking mechanism. Espoused values are the strategies that company uses to enhance the brand name in annual reports and corporate values. Thus, Tesco fulfil this value by adopting customer centric approach and making people feel how they actually want to be. 
Through this, the company is creating a culture of one stop and shop. The last phase: underlying assumptions is basically the invisible soul of the company which is shaping employees behaviour through deep and unconscious beliefs. The company’s basic culture is defined by observing the gap between their statements and implementations (Mingaleva et al. 2022). For example: espoused values of the company states relaxed and authorised workforce but basic assumptions are completely dependent on data driven and centralised workforce then the prevailing culture is metric based instead of the stated softer values. The prevailing culture can be highlighted in 3 ways that is by analysing consistency, observing and understanding the environment. The competitiveness of the company and its agile cost control operations states that the company has task oriented culture at its core. 
Hofstede cultural dimensions: The theory has six metrics which can be highlighted as: power of index, individualism vs collectivism (IDV),   masculinity vs feminist (MAS), uncertainty avoidance index (UAI), long term vs short term orientation (LTO) and indulgence vs restraint (IVR) (Covaliov, 2024). Power distance index (PDI) is used to measure unequal distribution of power and Tesco functions at relatively low PDI, which indicate that organisational structure is approachable.  IDV is used to check the interdependency degree and for Tesco it can be stated that the company exhibits high individualism culture as it is highly influenced by western shopping markets (Szcześniak, 2025). Further, the company also award individuals on the basis of their merits and rewards, establishing performance driven culture. MAS is the indicator that specifies society’s competitiveness or consensus. Under this indicator, the cultural type of Tesco is considered as competitive and target oriented culture that operates in high masculinity markets focusing on growth and success.
UAI is the indicator that reflects cultural comfort with ambiguity and through this indicator, the company is possessed to have a mixed structure that focus on both standard procedures as well as new innovations. LTO is the factor that relates to long term alteration or immediate satisfaction process. LTO focuses on culture that involves continuous development of employees by focusing on long term achievements of the company (Venkateswaran, Vadivelu and Krishnan, 2022). IVR is the factor that represents satisfaction of desires that is allowed by the society. It is identified that Tesco operates on service oriented culture as it totally depends on customer satisfaction and convenience. So, by using Hofstede model it is analysed that the prevailing culture of Tesco is viewed as market and result oriented culture, very similar to open system in an organisation. 
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Tesco’s Strategic Adaptability 
In terms of competition, Tesco is surrounded by many giant competitors and aggressive discounters who compete on prices (for example-Aldi, Lidl). The company has made its cultural slogan “every little helps” and leverages this cultural slogan to navigate factors like pricing and creates loyalty strategies. This culture is also highly beneficial for Tesco as it fosters continuous growth and empowers its workforce by significant training and HR investment, this culture empowers employees to provide effective customer satisfaction. The company maintains high service standards by training its employees to be proficient in different tools which help them to deliver exceptional positive outcomes while keeping the costs lower and maintain competitiveness in the market (Agustian et al. 2023).  
In the aspect of regulations, Tesco has maintained a strong organisational culture which has been essential for the company to adapt and navigate with rapidly changing legal and environmental regulations and demands. This culture has enabled the company to maintain adaptability to sustainable changes as well, by embedding social responsibilities into its values the company ensures compliance to sustainable and consumer laws (ПУЧКОВ and ХОЛОДКОВ, 2025). Tesco established its “Small Aid Plan” which represents its high focus on society and on the planet which ensures that complying with these laws is a cultural norm instead of a legal challenge. Furthermore, Tesco adapts to globalisation by investing its efforts in central British Management with cultural adaptation. The company has adapted its culture to focus solely on localised habits of consumers, regional hiring and “glocalisation” strategies. 
Denison’s Traits Theory 
This model was found by Daniel Denison structured on four core traits which drive organisational performance (Croker, 2023). In the aspect of Tesco, the first trait is adaptability which assesses that the company specialises in researching and reading the market (changing trends and demands) and then creating actionable outcomes from them. They completely prioritise “Customer Focus” and “Organisational Learning” behaviours within their cultural landscape, which enables them to align with changing trends in the marketplace. In addition to this, the other trait is mission; where the company operates on a clear and shared vision (for example; to serve shoppers a little better every day) creating a greater mission which unites its employees globally. This mission serves as a major driver of growth as it aligns its employee lifecycle with their shared values and business goals even in the global expansion situation. 
Moreover, the other trait is involvement in which Tesco has built an inclusive and employee-focused organisational culture by building opportunities for its employees with its colleague support networks, training and participation to create an environment where staff feels a sense of empowerment. The fourth trait is consistency which is beneficial for the retailer to keep its operations resilient, for this the company maintains significant operational efficiency creating a seamless shopping experience by creating well-defined employee roles (Hussein, 2025). However, the theory posits a challenge for Tesco as its management faces hurdles in balancing the internal consistency and external adaptability in the globalisation processes. 
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In means of organisational culture, Tesco’s organisational culture is highly resilient in both aspects as an enabler and a barrier for which the company will need to invest its efforts in maintaining the balance in between both logics. 
Culture as an Enabler: The organisational culture of the company is deeply embedded in its core mission to understand the needs of customers and create an employee-centric workplace, this is driven by its “Continuous Improvement” (CI) culture (Hasi, 2025). This culture is a primary driver of operational excellence as it leverages collaborative problem-solving approach within the workplace. In this approach the staff is encouraged and empowered to provide feedback and their thoughts, this approach is effective for Tesco as it optimises store efficiency, supply chain distribution and significantly lowers waste. 
The culture of Tesco is an enabler as it centres on customer focus with its “Serving our customers, communities and planet a little better every day” core purpose and value. This culture is highly effective in uniting its staff and fostering them to deliver proficient, high-quality service and consistency which majorly serves as a competitive edge. The culture fosters diversity and inclusive within its workforce landscape as the company highly encourages diverse culture in the workplace (Radu, 2023). 
Culture as a Barrier: Tesco’s culture is heavily beneficial to it and a major driver of its operations but due to its massive scale and structural hierarchy this culture also serves as a barrier to the company. This acts as a barrier because this culture leads the brand to prioritise meeting strict sale targets, key performance indicators (KPIs) and cost-effectiveness which contributes in creating a stressful workplace nature and can lead employees to reduced motivation and discourage them to voice concerns or take mental health days (Jamali, 2024). This barrier also creates resistance to grassroots innovation as only prioritising standardisation and role culture can lead to suppress creativity and out-of-box thinking. In this culture of Tesco, the company heavily prioritises metrics and efficiency quotas. This acts as a barrier because this creates a highly competitive, performance driven workplace nature which can disrupt the mental health of its employees and can turn into a culture where staff hesitate to voice dissatisfaction. 
The organisational culture of Tesco stands on a tall hierarchy and a narrow span of control. Whereas, organisational culture power is centralised in the workplace and this centralised strategy often results in lowering the decision-making power as this culture restricts fast, autonomous and localised decision-making within the store. 
 Justification and Conclusion 
This culture of Tesco which acts as both enabler and a barrier can be justified as this culture has achieved success greatly for driving its core objectives which is to; maintain consistent quality, manage sprawling supply chains globally sand deliver value for money products. On the other hand, this culture has also led to negative aspects as the current 2026 retail landscape is changing rapidly. This change in nature requires rapid digital adaptation and hyper localised responses to the change in consumer demands. Further, this rigid hierarchical culture can choke innovation which is viable for succeeding from competitors (McCall, 2024). 
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The organisational culture of Tesco impacts its performance as the corporate environment of the company serves as both a core driver for success and a source of operational friction. This culture is heavily grounded in competition and winning within the market as the company focuses on strict performance objectives, efficiency and Return on Capital Employed (ROCE). While this type of strategy has been proven effective for Tesco in the past as it allowed it to maintain a competitive edge within the industry and maintain cost leadership while dominating the market. However, this intense focus on bottom line erodes the motivation of its human workforce due to its reliance on raw data and this creates a workforce nature where hitting business objectives is the core task which can also reduce the trust among employees (Mesut, 2026). 
In addition to this, the impact also involves its high emphasis on defined roles, standardised operating procedures and top-down command within its operational culture. This strategy benefits Tesco as it enables it to maintain effectiveness and consistency in thousands of stores but it also reduces bottom-up innovation which can create a sense of alienation among employees. For managing a massive global presence across diverse markets, Tesco uses this strategy in which the head office establishes policies, store layouts and processes and employees at store have to abide them. However, this strategy can sometimes choke innovation, as the employees working at frontline have to follow rigid policies and have very limited autonomy (Van Essen, 2025). This can make the employees feel like interchangeable cogs which may lead them to feel that their job is commoditised and lacks visibility which creates depersonalisation among them and they feel undervalued. 
Recommendations for Improvement
Decentralise Decision-Making (Theory- Self-Determination Theory): The theory is found by Edward L. Deci and Richard M. Ryan, this theory explains that employees are highly motivated within the workforce when they are given the autonomy, competence and relatedness. For improving the culture, Tesco can grant more autonomy and authorisation to store managers and team leaders for active decision-making in local store layouts, localised stock adjustments and staff scheduling. This grant in autonomy will reduce the impact of top-down hierarchy systems and foster teams to take decisions for problem solving which increases their motivation and allows the company to speed up responsiveness to shifting consumer demands (Thomas, 2023). 
Optimise the Balance between Hygiene and Motivators (Theory: Herzberg’s Two-Factor Theory): This theory is found by psychologist Frederick Herzberg, this theory argues on the basis of two factors; hygiene and motivators (Peramatzis and Galanakis, 2022). According to the theory, Hygiene factors such as company policies and base pay are core drivers of dissatisfaction but motivators like growth, recognition and meaningful work are exceptional drivers of organisational performance. Moreover, Tesco can establish\ workload audits which can be effective in reducing the stress among employees (directly improving hygiene) and also invest in robust internal mobility and recognition initiatives (enhancing motivators) which will drive long-term engagement. 
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It is concluded from the report that the current organisational culture of Tesco is hierarchal and follows customer centric approaches. The report also summarised that the organisational culture allows Tesco to maintain consistency in all markets but also restrict cross functional interaction of employees. Also, the report examined that hybrid approach of the company maintains the uniformity but limits the solutions of local problems.  The report also concluded that Tesco’s prevailing culture is result and task oriented which is very close to open systems in an organisations. Further, the report also summarised that the above statement is justified using both Hofstede and Schein’s model of organisational culture. It is also summarised from the report that using Denison organisational culture model, the company is prioritising strategies that drive customer satisfaction to compete in the external environment. It is concluded from the report that organisational culture of Tesco, make pressure on employees during peak operational time. Along with this, organisational culture enhances the performance of the employees, while causing friction by focusing on high product quality and low wages. 
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