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[bookmark: _Toc49182450]Introduction

Organizational culture and structure are among the most discussed topics in the global business environment. According to Janićijević (2013), corporate culture and structure are some of the concepts that help to understand certain behaviours in various institutions. On many occasions, researchers use the two terms as independent variables to define various phenomena that occur in different business settings. Moreover, scholars use culture and structure differently to determine their influence on a given institution. It is intuitively apparent that organizational culture and architecture have significant impacts on each other.
Nevertheless, Janićijević (2013) argues that little evidence or documented research outlines the direct mutual relationship between the two. Examining the interactions between corporate structure and culture is highly important because they define a particular set of organizational behaviour. Institutional culture is an intrinsic element or determent of the overall corporate practice since it determines people's conduct from within and shape norms, values, attitudes, assumptions, and beliefs. In contrast, an organizational structure is an extrinsic factor that affects stakeholders' conduct from the outside using a set of formal guidelines developed through the distribution of power, division of duties, establishment of team units, and coordinating operations. This study will indicate that a hierarchical organizational structure and growth-oriented culture contributes significantly to the TESCO UK's competitiveness.
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Tesco is one of the biggest retailers in the U.K. and the world. Jack Cohen, a British entrepreneur, and renowned businessman, established the company in 1979 after a demobilization following the First World War. Cohen opened his first store in Hackney, in the east of London, and used the demobilization funds to enormous stocks. After that, Jack established several retailing shops within London and later expanded the business into wholesaling. In 1938, Jack branded his business as TESCO using the first initials of the T.E Stockwell’s, which was the name of his company (Nwagbara, 2010). The company's first store began in Burnt Oak, London, and the second in Becontree in 1929 and 1931 consecutively. By the end of 1948, Tesco had hundreds of shops in London and its neighbourhoods, a rapid growth that influenced the establishment of the American style self-service in 1948.
Today, people know Tesco PLC as globally competitive general products and groceries retailer. The company has its headquarters in Chestnut, Hertfordshire, at its Tesco House. Tesco is the leading supermarket and the biggest private employer in the United Kingdom (Nwagbara,2010). A report by Tesco (2018) shows that the company has over four hundred thousand employees that serve around eighty million consumers weekly. Brannen, Moore, and Mughan (2013) describe Tesco as the biggest private employer in Britain and the third biggest food retailer globally. What is more, Tesco operates about six thousand and eight hundred brick and mortar stores and is currently flourishing in online retailing services.
In 2016/17, Tesco generated fifty-one billion euros and profit worth one thousand and eight hundred million euros. The company focuses mainly on areas that matter the most to consumers and provides them with more sustainable, healthy, and cost-effective food (Tesco PLC, 2018). The strategy increased the company's net promoter score by five points because satisfied buyers recommend Tesco PLC as they purchase an extensive portfolio of high-quality goods. Tesco has many loyal consumers in the U.K. because the company trains its employees to serve buyers a little better each time they visit the stores. 
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To a large extent, organizational culture affects its performance because of the intrinsic effects on the behaviour of stakeholders. Culture refers to a set of a given institution's personality and characters (Chartered Management Institute, 2015) . Organizational culture comprises shared and common assumptions, norms, values, and beliefs that define how people should interact and behave. Culture also affects how the management and subordinates make decisions and division and the accomplishment of responsibilities. 
The fundamental factors that influence organizational culture include its history, the present, and future environment, leadership, and employees. Recognizing the concept is critical because it enhances effective leadership. Managers and other leaders gain sufficient knowledge to implement the principle business strategies and accomplish their objectives when learning and understanding a given culture. According to Janićijević (2013), organizational culture is a set of values, norms, attitudes, and assumptions expressed through symbols that members learn or develop through mutual interactions. The definition indicates that culture contains a symbolic and cognitive element.
The cognitive part of organizational culture comprises beliefs, attitudes, norms, and shared assumptions that the stakeholders possess, shaping the interpretive or mental schemes. In other words, the cognitive part of culture enables a unique strategy of communicating meaning and an individual response to issues with and around an institution. The effect is that if a company has a strong culture, all parties involved take actions, make decisions, and reacts in a similar and in a nearly predictable way (Janićijević, 2013).  On the other hand, the symbolic part of corporate culture manifests itself through obvious means such as material symbols, behavioural attributes, and sematic, strengthening and modifying lifestyle. The importance of culture is that imposing a set of values and assumptions creates a standard of reference that guides perceptions, responses, and interpretations of the corporate members. In this case, culture influences all activities that happen in an organization and its performance in a particular market.
 	Tesco owes its success in the U.K. and international markets to its strong organizational culture. According to Tesco Controls Inc. (2020), the company endeavours to establish and enforce a culture that allows employees to grow personally and professionally. The culture not only focuses on satisfying the immediate needs of the target buyers, but also the growth and development of employees. Tesco depends on a culture that blends good work, personal development, and play.  The company believes that it must maintain the best functions to enhance its competitiveness and success in the market, which largely depends on an operational and productive workforce. The supermarket retains its employees by creating bright, clean, and top-scale work facilities for employees to ensure that they look forward to work at the places each day. Tesco recognizes that creating a healthy, safe, and attractive workplace motivates employees, increases job satisfaction, boosts performance at an individual and corporate level, and enhances retention.
What is more, a favourable work environment reduces staff turnover rates because of their comfort, satisfaction, and convenience. Furthermore, Tesco nurtures an atmosphere and effective means of communication to ensure continued operationalization according to the required standards. Effective communication offers employees a channel to raise their concerns and opinions that together assist to achieve the principle objectives. The approach to understanding, issues has three main steps: listening, understanding, and taking action (Tesco, 2015)  Leaders also support the healthy communication culture, which builds a strong relationship or bonds between the management and subordinates. Employees and the administration have fun together through various outgoings and recreational events throughout the year (Tesco Controls Inc. 2020). The culture encourages healthy interpersonal relationships amongst the staff, a life balance, and a feeling of community and identity. Workers enjoy coming to work and contribute adequately to teams, which influences the highest productivity. The symbolic part of the culture is giving employees motivational opportunities and building strong relationships to make them feel part of the Tesco community. 
Growth and development are essential factors that affect employees’ productivity and retention in an organization. Tesco operationalizes growth and challenge by offering employees difficult tasks to make them utilize their abilities and become creative. In addition, Tesco applies a job rotation approach to avoid boredom and monotony amongst teams that eventually create an all-rounded workforce that can perform multiple tasks. 
Training and development programs are other critical elements of Tesco’s organizational culture. The factor enables Tesco to improve workers' expertise to offer excellent services that enhance consumers' shopping experiences every day (Business Case Studies, 2019). Training and development directly affect employees' performance and satisfaction, which influences high retention rates. Tesco also values diversity as part of its healthy community (Tesco PLC, 2020). The company employs workers from different walks of life, cultural backgrounds, and beliefs to have a pool of talents and perform multiple roles.  Tesco enforces a culture that encourages stakeholders to work together and thrive in an affirming and rewarding workplace. 

[bookmark: _Toc49182453]Structure of Tesco UK

A structure refers to the relationship between elements of an entire organization. Organizational structure is the relationship on jobs, operating processes, employees, systems, and the management that works together to achieve the main objectives. An organizational structure is a set of approaches of dividing tasks and duties and coordinating them according to the company's purpose (Ahmadya, Mehrpourb, Nikooravesh, 2016). One of the principal benefits of the corporate structure is allowing sufficient flow of information from all institutions' walks. A good organizational structure should enable effective decision-making processes, a proper response to changes in the internal and external environment, and functional resolution of disputes between or among different units. Ahmadya, Mehrpourb, Nikooravesh (2016) argues that “conceptualization of organizational structure is the manifestation of systematic thinking." The various organizational structures include simple, functional, multidivisional, matrix, hybrid, network, and bureaucracy.
Bowlman and Dill view corporate structures in terms of six hypotheses: achieving organizational goals, defined set of conditions, specialization, coordination, and control, openness to changes in the business environment and restructuring and establishment of new systems to address the emerging issues (Ahmadya, Mehrpourb, Nikooravesh, 2016). When developing organizational structures, the management should consider factors such as an institution's size, business level or corporate level strategies, technology, power control, and the general and the specific environment.
Tesco PLC utilizes a hierarchical organizational structure. This form of structure divides positions and responsibilities into multiple sections to ensure that each stakeholder performs their duties smoothly and efficiently. People at the top of the corporate pyramid have ultimate authority, and maximum responsibilities compared the others in lower parts of the structure. Tesco's organizational structure comprises of five committees that report directly to the board of directors. The Tesco Executive Committee has eleven members led by Dave Lewis, the Group Chief executive. The highly hierarchical structure of Tesco is due to its wide operational or business scope (Shepherd, 2016). The executive board, led by the CEO or the president of Tesco, has the highest powers and controls the decisions and administrative duties. The board participants include the chairman, chief executive office, and chief finance officer among other non-executive directors. The board's main responsibilities are supervising all functions and making critical decisions that impact the company directly.
The mediate level has vice presidents, managers, and assistant managers that mediate between the board of directors and ground-level employees. Their principal duty is coordinating operations of the two divisions through funding, marketing, advertising, personal relations, and human resource management (Shepherd, 2016). The highest position at the base level is a regional manager who makes decisions associated with stores his or her region. Local managers also report directly to the executive at the mediatory level that, in return, reports to the board of directors.  
Tesco divides its store into three main departments, such as personal, non-food trading, and food trading segments, with a team headed by assistant managers. Robbins and David (2014) define departmentalization as the basis in which the management group jobs together. People at the ground level interact directly amongst themselves on a day to day basis. The interactions may not happen with staff at the mediate and top-level sections of Tesco's organizational pyramid. On 22 January 2018, the company announced its intentions to simplify its structure to enhance efficiency (Tesco PLC, 2018). Arguably, the vertical division of power at Tesco enables the company to work efficiently and competitively, given its high diversification.
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The Maslow need hierarchy theory was founded by Abraham Maslow in 1943, which puts forward that people are motivated  by five basic categories of needs: physiological, safety, love, esteem and self-actualization.

[bookmark: _GoBack]            Fig1. Maslow Pyramid of hierarchy of needs- Source- created by student  - Sabina-Andreea Sabau

The basic or the physiological needs of Tesco includes the place of the work for the employees, the pay rate and the facilities that are essential for the employees like lockers for the personal belongings of the employees.
The safety needs of Tesco include the formal contract of the employment and the security of the pension and the sickness  scheme for employees.
The love/belonging needs of Tesco includes promotion of the various group and team  working at various levels.
The self esteem needs of Tesco  emphasis on the concept of self respect for others  and themselves in the organisation.
The self actualization needs of Tesco  offers the plan for the personal development of the employees in the organization. 
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Understanding organizational structure and culture is important because the two elements significantly influence the performance and behaviour of a business and its members. Tesco has a set of assumptions, beliefs, values, and norms that act as reference points for most operations. For instance, the company values togetherness and employee growth and development. For this reason, Tesco offers continued training and development programs and motivational events like team building and recreation. Organizational culture legitimizes behaviour and respect for diversity while structure strengthens the culture through labour and authority division. This paper underpins that Tesco PLC owes its success to a strong culture and a hierarchical structure that allows a smooth and efficient operation flow.
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