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[bookmark: _Toc130128229]The relationship between structure, culture, people and organisational performance
A worldwide institution, Tesco has sold goods to consumers for over a century. The company's success is due to its well-established systems and values, as well as the dedication of its employees. We shall examine the impact of these elements on Tesco's bottom line in this essay.
[bookmark: _Toc130128230]Organisational structure
Tesco has a hierarchical organisational structure with well-defined channels of communication and authority. The corporation is organised into areas, each with its managers in charge of day-to-day business. Tesco's global operations are more easily managed under this organisational framework, and the company's policies and procedures are more uniformly applied everywhere (Sughra, 2020). Also, the business uses a matrix organisation, in which staff from various divisions collaborate on a single project or set of related tasks. Thanks to its adopted organisational setup, Tesco has taken advantage of its staff's combined expertise. Tesco's ability to respond to shifting consumer tastes and market situations is primarily attributed to the company's organisational structure. For example, the business adapted fast to the surge in demand for shopping online and home deliveries during the 2009 COVID-19 outbreak (Oloo, 2021). By being nimble, Tesco has kept up with the competition and gained market share.
[bookmark: _Toc130128231]Organisational Culture
Tesco has fostered a company culture that places a premium on the happiness and contentment of its clientele. The company's top priority is giving satisfied customers a pleasant purchasing experience. Its recruiting and promotion policies reflect the company's dedication to diversity and inclusion. Tesco's ability to recruit and keep a competent and diverse workforce directly results from the company's emphasis on inclusion (Walls et al., 2020). The company's success can be partly attributed to the strong culture it has fostered inside Tesco. Additional sales and revenue can be directly attributed to the company's dedication to its clientele's happiness and contentment. Higher productivity and improved business outcomes have also resulted from the company's emphasis on diversity and inclusion.
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Fig 1: Edgar Schein's Model of Organizational Culture | Management Study HQ
[bookmark: _Toc130128232]Tesco people and performance
Tesco spends extensively on its employees' training and development because it knows its people are its most precious asset. The company's extensive training programme covers various topics, from customer care to technical proficiency. Tesco can attract and retain great employees partly because of its generous compensation package. The company's success can be directly attributed to Tesco's emphasis on its employees (Fatima, 2020). Because of the company's highly driven and invested personnel, customer satisfaction, productivity, and financial results have all increased. Tesco's organisational performance results from the company's well-designed infrastructure, thriving corporate culture, and talented staff. Due to its hierarchical and matrix management combination, the corporation has effectively controlled its operations and responded to shifting market demands. Since its founding, the company has prioritised the needs of its customers. In addition, Tesco has invested heavily in its workers, which has led to a strongly inspired and invested workforce and consequently improved company results (Lowe et al., 2012).
Tesco's success may be attributed to the interplay between the company's structure, culture, and employees. The organisation has fostered an environment where employees are invested in the business's success by prioritising customer service, diversity, and training and development (Purcell et al., 2008). As a result, Tesco has been able to maintain its competitive edge and provide fruitful financial results thanks in large part to the effectiveness of its management structure.
[bookmark: _Toc130128233]How organisational culture and structure are related to its performance?
Tesco's organisational structure and culture are two of the most important variables influencing the company's success. Culture influences employees' attitudes, beliefs, and behaviours, whereas organisational structure defines reporting lines, resource allocation, and decision-making. Better results can be achieved in several ways when an organisation's framework and culture are well-aligned and working together. For example, Tesco can be more effective in its mission if it has a well-thought-out structure to support it (Sirapongprapa, 2004). Tesco's organisational hierarchy ensures that everyone knows their place and what they're expected to do. Since this results in fewer wasted steps, it saves valuable company resources. In addition, Tesco's matrix structure encourages cross-functional communication, which aids in the elimination of silos and the resolution of complex business problems.
Influential company culture can inspire its members to give their all on the job. For instance, Tesco's customer-centric culture emphasises outstanding customer service and inspires workers to go above and beyond. An increased dedication to the company's mission and a more positive work environment are two further benefits of Tesco's culture of diversity and inclusion. The benefits of having highly engaged workers include higher output, lower absenteeism, and happier clients (Moon, 2010). Better financial results can result from a well-designed organisational structure and culture. Revenue, profit, and market share can all rise due to better decision-making, more productive work hours, and more inspired employees, all of which contribute to happier customers. Tesco can gain an edge over its competitors and outperform the market if it has the correct organisational structure and culture.
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Fig 2: Linking organizational culture, structure, strategy, and organizational effectiveness: Mediating role of knowledge management - ScienceDirect
 

[bookmark: _Toc130128234]Identify the essential nature of managerial work (in terms of both functions and processes), communicate the role of leadership, and explain the variables that determine effective management and leadership
Tesco management can be analysed in terms of functions and processes. Managers at Tesco are accountable for all four functional areas—planning, organising, leading, and controlling. These responsibilities are intertwined, and they all contribute to the smooth running of the business. Planning entails deciding what has to be done, figuring out how to get it done, and making a plan. This role is critical for Tesco's ability to compete and evolve in response to the market (Lončar, 2017). The process of organising entails deciding how to use available resources best, determining who will be responsible for what, and establishing a hierarchy of authority that will allow for the most efficient and effective completion of tasks. In addition to helping speed decision-making, this duty ensures everyone knows their responsibilities.
Leadership is about getting others excited and invested in the company's mission. Staff engagement and motivation are key factors driving success at Tesco, starting with solid leadership. Working as a manager at Tesco entails these tasks and the ability to think critically, make sound decisions, and effectively convey information to subordinates (Nguyen, 2017). Leaders at Tesco are counted on to recognise issues, brainstorm viable solutions, and make calculated calls based on a thorough examination of available information. In addition, good communication is essential to ensure employees are on the same page with the business's goals and strategy and can work together to achieve them. 
Leaders at Tesco are tasked with instilling a sense of purpose and purposeful work in their teams and communicating and reinforcing those expectations. The success of leadership and management at Tesco is dependent on several factors. A company's success can be attributed mainly to the clarity of its vision and strategy, which focus and direct the efforts of all personnel (Foxall, 2015). When employees are well-informed about the group's goals and plans, they can work together to make them a better reality. Increasing staff morale and ownership through employee empowerment and providing employees with the resources, tools, and ability to make decisions is vital to developing staff morale and ownership.
The managerial employment at Tesco necessitates skills like planning, organising, leading, and regulating, as well as concern, decision-making, and communication. Positivity in the workplace, employee buy-in, and an improvement mindset results from solid leadership. Clear goals and strategies, effective communication, employee empowerment, continuous development and growth, ethical behaviour, adaptability, and a welcoming environment for people of many backgrounds and perspectives are the factors that contribute to Tesco's leadership and management success (Kalantari Shahijan et al., 2014). With a keen eye on these factors, Tesco can ensure it thrives in a dynamic market and meets its objectives.
[bookmark: _Toc130128235]How are employees motivated?
Tesco's recognition and reward system is designed to encourage and sustain high performance, positive behaviour, and positive attitudes among its workforce. It offers monetary and non-monetary prizes to employees through its many recognition programmes, such as the Values Award and the Workmate of the Month programme. In addition, Tesco encourages its employees to grow professionally by offering them various options (Lowe et al., 2012). For example, they have a programme called Career Paths that aid workers in determining where they want to go professionally and teaches them how to get there. Furthermore, Tesco encourages a healthy work-life balance by allowing various work options like part-time and job-sharing. In addition, paid time off in the form of holidays and vacations is provided to encourage a balanced lifestyle outside of the workplace.
Tesco invests in its employees by giving them access to training and development programmes to help them grow professionally. For example, an academy teaches employees new customer service and management skills. In addition, Tesco's employees are actively engaged because the company values and incorporates their input into its decision-making processes, welcomes their comments, and promotes an environment of open communication (Fatima, 2020). As an added perk, there are internal discussion boards where workers can voice their thoughts and suggestions. Furthermore, Tesco is known for its competitive remuneration packages, which are fair and equal for all employees. In addition, it gives its workers access to various perks like discounted meals, clothing, and retirement plans.
Tesco's robust company culture emphasises teamwork, respect, and honesty. In the workplace, this creates an atmosphere that encourages teamwork and solidarity. Tesco's strategy for keeping its staff enthusiastic is to foster an environment that values them as individuals, rewards and acknowledges outstanding performance, encourages professional growth, and prioritises work-life harmony (Purcell et al., 2008). These measures allow Tesco to recruit and keep hardworking individuals who share the company's values.
[bookmark: _Toc130128236]Evaluate the behavioural approach to management through understanding the factors that affect differences in individual behaviour
The primary premise of the behavioural management method is that it is the manager's responsibility to shape the actions of their staff in service of the organisation's goals. Personality, drive, outlook, and context are all thought to have a role in shaping an individual's actions within this framework. Various hypotheses can illuminate what influences people's varying actions at Tesco.
Maslow's need hierarchy is among the most well-known ideas that can shed light on customer behaviour at Tesco. Maslow proposed that to reach their full potential. Some examples of these requirements are meeting basic physiological requirements, ensuring personal safety, interacting successfully with others, gaining respect, and realising one's full potential (Kalantari Shahijan et al., 2014). Tesco understands the significance of these demands and works hard to create a working environment that supports them. The organisation strives to address its employees' requirements in several ways, including providing competitive pay, significant room for advancement, and a pleasant workplace.
Herzberg's two-factor theory is another valuable framework for analysing customer behaviour at Tesco. Herzberg distinguishes between "hygiene factors," which do not directly affect job satisfaction or motivation, and "motivators," which do. Income and job security are examples of hygiene elements that are important for keeping employees from becoming dissatisfied with their jobs but do not, on their own, contribute to feelings of fulfilment in the workplace (Charinsarn et al., 2023). Tesco aims to establish a working environment that includes both physiological needs and motivators, which it acknowledges are equally important.
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Fig 3: Herzberg's Two-Factor Theory (EPM, 2018) Herzberg's two-factor theory
 The expectancy theory is a third helpful framework for analysing shoppers' actions at Tesco. Individuals are driven to act because they believe doing so will produce favourable outcomes (performance and rewards). Tesco understands the value of incentives to encourage employees, so it offers several incentives, including public acknowledgement, training and advancement possibilities, and a competitive salary. Furthermore, the organisation offers training and development programmes to ensure workers can access the tools and information they need to do their tasks well (Brannen et al., 2013). 
Social learning can shed light on shoppers' actions inside Tesco. Learning occurs when an individual takes cues from and imitates the actions of those around them, and so goes this notion. Tesco understands the value of a learning environment that fosters teamwork and collaboration. The organisation encourages its staff to collaborate on projects, discuss methods of improving processes, and educate one another.
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