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[bookmark: _Toc69842386]Introduction
In the report, the profile, history, achievement, competencies and market share of Tesco. Since Tesco has become one of the prominent organisations in the UK hence the profile of Tesco is enriched with so much inspirational and valuable information and that’s why the core information related to Tesco have been prioritised here. And here I will also add my feelings and experience that I have achieved through the profile analysis of Tesco. 


[bookmark: _Toc69842387]Body analysis
Tesco is the world’s largest retailer company. It was founded in 1919 and currently headquartered in Welwyn Garden City, England, and UK (Craft, 2021). 
Tesco provides service like a supermarket, hypermarket, convenience store, etc. It has its original brands also. The first-ever Tesco brand is Tesco Tea (Tesco, 2019). It has also offer product line credits cards, loans, mortgages, savings account and many other insurance services (Tesco, 2019). Tesco has its original products and services and through its ranges of supermarket, hypermarket and convenience market, it is selling ranges of common grocery brands worldwide. 
Tesco started its journey back in 1919 with the hand of Jack Cohen. It was a mere grocery store back then and used to collect surplus grocery from T. E, Stockwell’s (ward, 2021). From earning £1 profit in a day to being listed as a fortune 500 company, Tesco has completed its 100 years journey a few years back. It has grown slowly with the support of the best leadership and best strategy. The logic behind its unique name was also a wit move by the company, the company is named after the first three initials of its supplier name and the first two initials of the founders' surname “TESCO” (ward, 2021). Another thing that boosts Tesco’s growth rapidly between 1950 and 1960 because shopping necessity at organised super shop became more famous and convenient to locals and that’s why demand increases and Tesco started acquiring more and more shops and store. 
The achievement list of Tesco is also very pervasive. In 2018, Tesco has achieved two prestigious awards together, one is the retailer of the week awards and another is the best grocer awards (Tesco, 2018). Apart from these achievements, it has opened its first-ever new format environmental store in Manchester that has successfully contributed to achieving 60% less carbon emission (Dragger, 2021). It has successfully removed 2,500 tons of saturated fat and 3000 tons of salt from its product since the year 2005 Dragger, 2021). (It has also raised a record amount of charity which is £6.2 million for the charities of the UK (Dragger, 2021). So it is evident that it also continuing doing social service apart from profitable business. 
Tesco is 103rd is among fortune 500 companies. It is the largest retailer in the UK with a 28.4% market share and worldwide its net worth is $27,851 million (Fortune, 2021). Besides, among the other top-rated retailer in the UK namely ASDA, M&H, Walmart, Sainsbury, Waitrose, etc. Tesco stands in 2nd position with its competencies following Walmart sitting in the first place. Tesco is also a huge provider in the job market. It has 405,506 employees in its worldwide stores (Fortune, 2021). The market share, net worth, net revenue, number of employees, number of internet search, etc. are in a constant uprising state and this shows the companies more potential in the market. 

I have gathered plenty of good and bad experience throughout the task, so now I am going to portray my learning experience using the Kolb learning cycle shows how learnings flow through different stages (ITUF, 2021):- 
Concrete experience: I have done the task by planning it because I believe a thorough plan before actually working on a task makes the work process much easier. 
Reflective observation: Well, planning and doing the task gave me the experience of doing things under pressure and also gave me the experience of proper time management.  
Abstract conceptualisation: Well, The completion of this task provided me with communication skill, teamwork skill, research and analytical skill, design sense, etc. 
Active experimentation: well, my task this time was not up to the mark. Hence I have decided that I’ll use my learning and experience of this task to my next tasks. And in that regard, I have developed a time from that I’ll follow from the next task. I am presenting that with Gantt chart: 
	Task division
	Week 1
	Week 2
	Week 3

	Background research of the task
	
	
	

	Doing the task
	
	
	

	Revision of the whole task 
	
	
	



Well, I have faced so many challenges and limitation while doing the task. First & Foremost the main challenges were there was no opportunity for face-to-face interaction amid COVID. Hence everything happened online. Indeed, a real-time discussion is more effective than an online discussion. Another challenge was the information regarding the profile and history of Tesco. Different websites and business journal contain different facts and figure related to Tesco profile and this created a huge mess since it is very difficult to identify the authentic ones. However, I have tried to source the information from the most reliable site as much as possible.

[bookmark: _Toc69842388]Conclusion
Tesco has a glorious history, uprising market competencies and an overall inspiring profile. The key to Tesco’s success is prioritising social needs along with performing regular business activities. Overall, I can say that the task on the topic of Tesco’s profile and history brings me multiple skill sets, taught me how to deal with the problem and how to manage time and gave me experience as to how to act effectively dodging all the challenges. 
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An organisational structure and its relationship with organisational culture in Tesco
                               
1. Introduction
Tesco as a multinational organization has a highly defined organizational structure and complex, changing culture. Overviewing and analyzing them as a vital and essential part, the report will be discus their relationship within the organization which I have observed. Being focus on Tesco’s aim and purposes will be discussed how organisationalstructure and culture are interrelated. Through very difficulttimes Tesco has done some of the most highly recognized achievements in the business, reconstructing their culture and adapting the organisational structure to achieve the highest performance of their set out goals.
2. Main body
Organisational Structure
The structure describes a company ( Millins,2017 p.472) and is vitally the existence of the right type within the organizations aiming to outline authority. Ther are hierarchical structure, functional, flat and matrix structures. Tesco followsa hierarchical tall structure typical of large organisations and I think is the proper one. It is very important to ensure that all positions and responsibilities are defined between the different sections to work. To achieve high efficiently results Tesco make use of design principles such as hierarchy, span of control and chain of command. 
The leaders at the top of the pyramid have the most authoritybeing responsible for the coordination and controlling process. The head (CEO) Dave Lewis in Tesco is followed by the Chairman, the Chief Finance Officer, Chief Executive Officer and others. Then is the mediate level between the ground staff and board of directors and the base level as is noted in the Annual Report Tesco (2020, p.27-29).
The span of control consists of the score of subordinates who are responsible to inform their manager. Tesco follows a narrow type and I have observed that it influencing the structure such as complexity of work, ability and personal qualities.
The chain of command shows a clear line of authority and responsibility in Tesco, providing the framework for superior.This method is highly effective in a decision-making process although might be argued that a wide chain of command will interfere with the rapid resolution of issues that I had as a customer.
Organisational Culture
The organizational culture is a set of values, beliefs and understanding as is noted by Schein (2016) and there is clan, adhocracy, hierarchy and market type of organisationalcultures. The Culture could be learned, passed on and changed and according to Buchanan (2013, p 107) and is highly important because shaping the company’s image, influencing effectiveness, leading the company and, attract and retain the workers. Tesco has a multi-national culture, diverse and very dynamic which counts their Code of Business Conduct (Annual Report, p.23). Tesco culture is highly customer, task and profit-oriented and could be described by citing their state mission, an aim and values such as “every little help makes a big difference” and“ treating people in the way they want”.(Annual Report Tesco 2020, p.23)
In the rapidly changing business environment, the retail giantimplements numerous new and different approaches. Tesco culture as goal-oriented, as well as I have been noticed a mix of the hierarchy and market cultures, is changing constantly to achieve better results as I could observe in the last 5 years.
Relationship between the Organisational Structure and Organisational Culture in Tesco
According to ( Mullins, 2019, p.484)  this is no easy task and involves the analysis of the effectiveness of the structure and how it treats hierarchies, the team and empowerment.However, I found out the huge importance of the manager’s ability to create a proper organizational climate in with workers cooperate willingly and efficiently. Furthermore, what is noted by Watson (2006, quoted by Mullins, 2019,p. 481) is that“ we can’t treat the structure and the culture as concrete,things existing separately among the process and relationshipsthroughout a company’’. He as well ensures that processes and the method within the company are part of its structure and part of its culture. Analyzing the link between them and emphasizing the span of control and how it affects the Tesco Culture in case if it is poor coordinate might cause rivalry between employees and less effectiveness among the different departments which will result in poor performance. 
The chain of command is long especially in the bigger Tesco stores as I noticed and it is causing an unnecessary bureaucracy and slow down the decision-making process and might be a real obstacle for the business to adapt to change.Here I may raise the questions about individual autonomy andmanager-subordinate relationship. Gareth Jones (2013, quoted in Mullins, 2019, p.34) provides an outline of the relation between the organization theory, culture, structure, design and change to diagnose problems and make solutions. 
Implementing the framework to support Tesco culture and ensure the right strategy is confirmed by John Allan ( Non-executive Chairman) in his letter report (2020,p.2) but it could be argued because after an unsuccessful 2014 year they started the turnover when Tesco had reimbursed 140.00 of their staff a total of £9.7m after payroll errors (The Guardian, 2017). This enormous gap of their mistake left a negative impact onemployee expectations and perception of their culture as a customer I had. Moreover, there was a deficit of £250 million and was the main reason Dave Lewis began a new CEO in Tesco (Butler and Farrell, 2014).  Nowadays as noted by Alan Stewart (Chief Financial Officer, 2020, p.9) the turnover is completed and Tesco is well-placed to support colleagues and customers according to 81% of the Tesco’s employees and the value perception is growing as I have found out up to 14,9% for last 5 years( Annual Report 2020, p. 4) 
Nonetheless, could be discussed the team working process in Tesco.  I feel that could be done more about the teamcohesiveness, culture of trust and collaboration among the company structure to have a positive effect on the culture.
















































3.Conclusion
To sum up, briefly, the evidence of a strong, narrow and effective relationship between the organizational structure and culture in Tesco are clear. Through different stages of their performance, delivering various results and considering the ups and downs in the business this treat is highly important among the company to achieve the goals and strive to have a brilliant reputation.  Aiming the great performance-based of their values among the changing environment Tesco is reaching to maintain their position as a leader in the UK market.  
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Leadership and Management Approaches at Tesco Plc
[bookmark: _Toc69141846]Introduction
There are three levels of top leadership and management at Tesco plc – Board, committees, and the executive. At the very top is the Board, which is in place to oversee the organisation’s business performance. It comprises of the Chairman (John Allan), Chief Executive (Ken Murphy), Chief Financial Officer (Alan Stewart), Senior Independent Director (Deanna Oppenheimer), and other independent non-executive directors. Next are the Board Committees with different roles and responsibilities. First, there is the Audit Committee to independently assess and provide oversight to the company’s financial reporting processes. Second, there is the Corporate Responsibility Committee, whose work is to promote sustainability and corporate responsibility in the company. Third is the Nominations and Governance Committee that oversees the appointment of the Board. It also monitors their performance, plans for succession, and ensures the aspects of inclusion and diversity are included in appointment (Tesco Plc, 2021). Fourth is the Remuneration Committee whose work is to design the organisation’s remuneration policy to ensure future sustainability and strategical planning. 
[bookmark: _Toc69141847]







Body
The organization has been largely successful due to its implementation of transformational leadership style. There is a Chief Executive (currently Ken Murphy) whose role is to implement the company’s strategic plans and manage the usual daily operations. There is an Executive Committee as well to support the CEO in executive his tasks and responsibilities.Basically, they are executive managers with different portfolios. The Executive Committee comprises of the following: Chief Financial Officer (currently Alan Stewart); Chief People Officer (currently Natasha Adams); Chief Customer Officer (currently Alessandra Bellini); Group Communications Director (currently Christine Heffernan); Chief Operations Officer (currently Tony Hoggett); Chief Executive of Tesco Bank (currently Gerry Mallon); Chief Product Officer (currently Ashwin Prasad); and Group General Counsel (currently Adrian Morris). Others include Matt Simister who is the CEO for Central Europe, Jason Tarry who is the CEO for UK and ROI, as well as Andrew Yaxley who is the CEO at Booker (Tesco Plc, 2021). 
From the leadership structure above, it becomes clear that Tesco as an organisation considers leadership and management to be very important towards its performance. It is imperative to point out that there is a difference between leadership and management. It is also evident that the management follows a transformational type of leadership. This type of leadership has been demonstrated by the provision of a sense of meaning and challenge through motivation (Andersen et al., 2018). More often than not, leadership will be about influencing employees in the organisation with a specific vision. Leaders at Tesco have the right skills, competencies, and knowledge to lead the organisation towards prosperity and during difficult times. Leadership has become more critical in today’s fast-changing markets where competition is rife. On the other hand, management is about ensuring processes in the organisation are smooth, effective, and efficient (Leahy, 2012, p. 54). Therefore, both leadership and management are important in the organisation. First, they motivates employees. The top leaders and managers at Tesco inspire employees and motivate them to achieve the company’s strategic plan. Second, they give direction to employees. Tesco has a strategic plan in place, and it is the role of the leaders and managers to communicate this plan to the employees and ensure its attainment. The Board has been tasked with setting out the overall vision while the executive leadership ensure the implementation of the same. Third, managers in the company ensure that the daily operations in the company go according to plan. For instance, they have to ensure that employees make the correct amount of products to satisfy customer demand. This means that the managers will have to show employees what to do and how to do certain tasks. 
In case of any organisational issues, it is upon leaders and managers to ensure that these issues are resolved so that they don’t put the future of the organisation in jeopardy (Leahy, 2012, p. 65). Somewhere around the 2010s, Tesco was performing poorly and lost customers to competitors such as Aldi, Asda, Waitrose, and Lidl. The main problems were thatcustomer services were poor with unimpressive product portfolio. Prices were also high. Things were so bad that the company issued a profit warning. Moreover, the company’s stock performance was wanting. It is during such troubling times that leadership and management can make the difference. The current crop of leadership at Tesco can be credited with revamping the organisation to become one of the leading retailers in the country and around the globe. They made several critical business decisions that have led to the company’s good performance (Simms, 2007, p. 36): 
• One of the decisions was to rebrand the organisation. Even though Tesco brand was already strong, there was a need to be simplified to resonate with customers, especially given the slogan ‘every little helps’. In this journey, stores were rebranded to reflect modern aspects, made bigger to accommodate more products, and customer services improved to bring back the loyal customers. 
• There was also the decision to include more channels of revenue, specifically with e-commerce plans. Many modern consumers like to shop online because of its convenience. 
• Of course, the new strategies required that the leadership also put up new marketing programs to reflect the changes. 
• The new leadership also understood the importance of customers. Therefore, they introduced and maintained customer-centric programs. The Clubcard, for instance, enhanced loyalty amongst the customers. Another program was the Big Price Drop to cater to price-sensitiveconsumers. More than 3000 items sold by the retailer had their prices slashed. 
• Other important decisions included expanding the business into newer international markets, expanding the company’s product portfolio– the non-food sector, and improving retail services.
















Conclusion
There are different styles of leadership. Tesco seems to be using strategic and transformational styles. Strategic leadership is where the firm’s operations are tailored to align with growth opportunities in the market. Strategic leaders will work to ensure that the workplace is stable for everyone. This is what is happening at Tesco with the current leadership. The Board and executive teams have ensured that they create a thriving environment to make employees happy. When employees become happy, they will do everything to make customers happy. Therefore, even though the target is the customer, the leadership understands that customers interact with employees. The leaders are also transformational in the way they transformed the company from going under and becoming the best store in the UK. 
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[bookmark: _Toc69141427]Factors Influencing Group and Team Behaviours
[bookmark: _Toc69141428]Introduction
Team and group work have become important in today’s workplace. They can make better and diverse decisions, execute tasks more quickly, enhance creativity, and solve complex problems. Morale and productivity is higher in teams and groups than in individual employees. However, it is not often a guarantee that teams/groups can be successful. There are several factors that can influence their behaviours, which will then influence their performances. It is essential to understand the factors and how they might impact on the organization. Some of the factors under consideration in this research include location and setting, level of interaction, perception, interdependence, complexity of the task, leadership, and size and structure of the team. An examination of each of the factors will help provide insight on how they can influence group and team behaviours.
[bookmark: _Toc69141429]







Body
The location of specific members of the team/group matter towards their behaviour and outcomes (Kozlowski, 2017, p.206). If they live in different cities or countries, then their behaviour will be different from those that live within the same location or company headquarters. For instance, teams that comprise of people from the same department or organization and building will have more interactions because they will have a lot in common compared to teams that are made up of people from different departments or countries. If they come from different cultures, it will take longer for members to understand one another and reach maturity. The setting refers to the physical arrangement of the meetings as they go on. If people are seatedclose to one another and face each other will have higher levels of interaction than sparse seating arrangements or the use of modern technologies such as Zoom and Skype. 
Teams/groups comprise of individual members from different backgrounds, points of view, and with different skills and knowledge. When they form a team, they have to bring these things with them so as to contribute to team objectives. The level of interaction between the team will determine their behaviour and outcomes. The level of interaction may be determined by the amount of time they spend together, the kind of work to do whether it brings them together, and much more. The more the members socially interact with one another the more they will work together (Kozlowski, 2017, p. 206). However, this level of social interaction should be adequate enough to make it effective; otherwise, too much social interaction may cause a loss of focus because they might go off topic. 
It is important to note that individual members of the team or group have their own cultures and points of view. In this view, each group (depending on the way they interact) has its own culture, perception, and rules on how they should operate and what they should achieve. Teams that meet once in a month will most likely have a different perception about teamwork or group work compared to teams that meet on a daily or weekly basis. At Tesco, for instance, teams that do not meet frequently (mostly at the top) will not consider themselves as a group compared to teams at the lower level with daily chores and short-term objectives. Boards meet lesser times than teams at the lower level who meet every day. 
Another aspect is that of interdependence. As mentioned above, members of the team are often distinct individuals with different personalities, skills, cultural background, and many other things. For a team to function well, it is important that they need each other. In other words, the skills, information, and points of view that they bring to the team should be a perfect fit and contribute to the achievement of team goals and objectives. This member should need the skills of another member to make the work complete. Otherwise, if members have the same skills and abilities, then they will overlap and might not need each other, thus they will not interact as a team. 
Groups and teams are often formed with an objective in mind. In other words, they have certain tasks to execute, goals to achieve, and problems to be solve. Herein, their behaviour will most likely be determined by the tasks and whether they are complex or not. If a task is complex, then the group may take longer time to solve the problem, face hardships, and act more serious than when the task is a simple one (Savelsbergh, van der Heijden & Poell, 2010, p. 454). In any case, it is important for teams to define the roles of every team members and how they will interact, in other words, the group rules. The behaviour of teams can also be determined by the level of interferences. If teams and groups are free to execute their goals, they will behave in a better manner and achieve their tasks easily than those who face interferences and bureaucracy from outside forces. 
Just like in the organisation, leadership also plays a critical role in the group/team setting. A team leader will coordinate the activities, set the ground rules, and determine the relationships and tasks in the group/team (Savelsbergh et al., 2010, p. 452). Therefore, it is imperative that team leaders be competent enough to lead teams and achieve the objectives they have been given to do. Otherwise, weak or lack of leadership in a team will drag tasks and cause chaos in the team. There will be no coordination in the team as well. Conversely, it is imperative for organisations to identify excellent leaders that can lead specific teams or groups towards achieving their goals. 
Also, the size of the group matters. Bigger groups will be tough to regulate their behaviours compared to smaller groups. Also, teams with egalitarian structure will not function in a set up that is hierarchical. Therefore, it is important that organisations consider the size and structure of teams before setting them off. Teams should be smaller enough to give personal recognition and support to members.




















Conclusion
In conclusion, it is essential how team and group behaviour have an impact on an organization. The findings have illustrated how cohesion, leadership, and complexity of the team can influence on the outcome. It is also evident that teams that meet frequently will perceive themselves to be more of a team with a lot in common than those that meet infrequently. Therefore, the more a team meets the more they will strongly perceive themselves to be a group and will therefore work towards achieving the organizational objectives. It is through meetings to align their behaviours with the common goal that leads to a cohesive group that is geared towards succeeding.
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Introduction
A motivated worker can work faster and produce more with less time, resulting in lower labour costs. It needs less oversight and exhibits confidence in its work, resulting in a stronger effect on the client. Tesco believes that the success of the company is contingent on two classes of people: clients and employees. It recognises that each employee is exceptional and leads a special lifestyle outside of work. Tesco has recognised the critical nature of developing faith and appreciation. It has discovered that by valuing workers, setting ambitious expectations, and creating an interesting work experience, it can improve employees' morale. At Tesco, a committed employee 'collaborates with others to accomplish individual and team goals.' This ensures that he or she is customer-focused, handles others equally, and is committed to seeking input from others (Robbins & Stephen 2010).
How are motivation and perception linked to organizational performances – Reflection
I dare to say that my research on this subject have taught me a great deal about motivation, its evaluation, and advantages. Work motivation is classified into two types: intrinsic and extrinsic motivation. Intrinsic motivation arises from inside the person, while extrinsic motivation is motivated by materialistic goals. Numerous factors can affect or generate job inspiration within an organisation (Weiss 2001). According to this study, employees' job motivation is influenced by their desires, satisfaction, pay, and strength. When managers want to assess morale, they will do so by the use of'self-reports' over time. For a time frame, the managers will compare the two points. Additionally, efficiency is a factor in an organization's growth. Profitability is the primary objective of an enterprise. Profitability is contingent upon the workers of that company achieving their objectives. This subject examined how managers might affect their workers' job performance and whether this influenced Tesco's growth(Robbins & Stephen 2010).
 
As mentioned previously, this report has concentrated on the relationship between work motivation and job results and how they affect an organization's progress. Numerous scholars use two distinct motivational strategies. Employees are motivated by both intrinsic and extrinsic factors, according to researchers. Intrinsic motivation entails behaving from the inside out, which is inextricably linked to enjoyment and interest. Extrinsic motivation is the act of behaving in a manner that results in a positive added benefit. Therefore this work would examine various forms of inspiration (especially intrinsic and extrinsic motivation).All companies have workers (Robbins & Stephen 2010). When workers are inspired, they are more pleasant to work with and demonstrate a greater interest in their careers. Numerous scholars concur on the principle of job inspiration. Furthermore, job performance refers to an individual's performance at work. Researchers have been studying work efficiency for decades. Initially, work performance was inextricably linked to mission efficiency. Job performance scope expanded to include relational performance. Job performance can indeed be differentiated in task performance and contextual performance (Zalkind & Costello 1962). These days, work success can be classified as assignment or subjective. Job success is a complex, multidimensional concept that applies to workers' activities at work that promote corporate goals directly or indirectly. Job efficiency is a multidimensional concept that can be classified into two broad categories. The first level of performance is task performance; the second level of performance is contextual performance. On the other hand, job efficiency is linked to an employee's commitment to the overall success of the organisation. Task success (in-role conduct) refers to conduct that supports the organization's mission. More precisely, job success refers to conduct that adds to the work environment within an enterprise. One might argue that job success specifically impacts a firm's work environment(Robbins & Stephen 2010).
 
Job performance, including job motivation, can be classified into task and contextual performance, as it has been stated in the previous paragraph. Thus, the staff’ output can easily be quantified over time. Over a specified time, they may determine if an employee's performance has improved or deteriorated. Certain factors have been identified as having an effect on work efficiency. The most critical variables are pleasure, desires, wealth, and power. Any of these factors has a beneficial effect on job efficiency, but in a different way. There are some factors discussed in this analysis that could have an impact on the relationship between work motivation and job success (Weiss 2001). To begin, one should assert that the relationship between job motivation and success is positive. Additionally, there are two intriguing variations. To begin, it's intriguing to consider the relationship between intrinsic motivation and task success. When workers are intrinsically inspired, their job efficiency improves. Second, it's worth noting the relationship between extrinsic incentives and success. Employees' morale will also improve as they earn an extrinsic incentive such as money or a promotion.Moreover, while many people believe that tension often has a detrimental effect on work efficiency, this literature demonstrates the reverse. Pressure can be beneficial in the sense of a 'problem,' but it can also be detrimental if it pushes you to do something (Robbins & Stephen 2010). A 'hurdle' may be that management teams must meet their monthly goals/targets. Management teams experience positive stress during this time span when they are striving to accomplish their goals/targets. A hindrance stressor is when someone wishes to book a hotel room, but all rooms are already reserved, and his flight is the next day. This is an obstruction stressor because it limits the booker's options and may have a detrimental impact on his results (Weiss 2001).



























Conclusion
To conclude, inspiration has a beneficial impact on the work performance of workers within an organisation. Intrinsic as well as extrinsic inspiration both have a profound effect on work results. Managers may use this data to inspire workers within an organisation. This would potentially result in an improvement in the workers' job efficiency. Additionally, factors may be classified as positive or negative. Negative pressures have a detrimental effect on work efficiency. A harmful stressor may be, for instance, a blackout. Positive pressures can improve work efficiency. When workers are under a certain amount of strain to succeed, stressors may be beneficial. Positive pressures can have a beneficial effect on work results.
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