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Introduction
Achieving organizational goals is a multifaceted endeavour that hinges on the alignment of three critical elements: organizational design, organizational culture, and personal drive. The interplay between these factors is the basis on which businesses like Tesco operate on their journey to being one of the most reputable enterprises in their field. Organizational structure sets the ground rules upon which are assignments of tasks, definitions of responsibilities, and structure of communication. In the meantime, organizational culture includes values, norms and ways of behaving that direct the decision-making and actions of the employees. Ultimately, individual motivation is that which goes behind employee engagement, identifies the best performance and instils commitment towards organizational goals. Together, these elements fuel to achievement of organizational success and sustainable growth over time (Palmer, 2014).
Organisational structure
Tesco, a leading worldwide brand, developed a sophisticated organizational structure to confront the complexity of its multi-country operations. Enterprise-wide strategic leadership is the job of the CEO. The main mission is to set the general strategic direction and to make sure that all levels of the organization respond in unison. The CEO works closely with several key executives who are in charge of basic functions including finance, operations, marketing, and human resources. The of course calibre of the top management team works in unison to direct Tesco towards its goals and keep up with the changing dynamics of the market.
Under the executive management group, Tesco delivers a matrix organizational structure that blends functional and divisional reporting lines. It helps the organization to play an effective role in managing its diverse business segments, including grocery retail, e-commerce, financial services, and others. Each branch works almost as an entity unto itself, having its objectives, resources, and metrics of performance. Such a process of decentralization allows division managers to make quick decisions that are well-tailored to their specific markets, giving a boost to the agility and flexibility of the business in a changing retail environment (Millmore et al., 2017).
The company further splits up the division into different departments or business units specializing in specific aspects of the retail supply chain. For example, in the supermarket segment, the department can be fresh fruits and vegetables, packaged goods, and non-food items, among others. The establishment of a decentralized structure helps to simplify operations and enhance specialization, thereby Tesco can offer a broad range of products quickly and with a high level of quality and customer service (Jones and George, 2018).
Tesco besides merging the functional and divisional hierarchies into the organizational structure, emphasizes geographical management to efficiently manage its worldwide branches. The enterprise is present in numerous countries, for example, Europe, Asia, and beyond. Each market features some cultural, regulatory, and competition peculiarities. To deal with these complexities, Tesco has regional managers that control trade, strategy in a specific region and activities. This localised approach gives Tesco the flexibility to customise its product mix, marketing campaigns, and operational practices to fit the specific requirements and desires of different consumer groups within the wider demographic (Hamilton, Mitchell and Mangan, 2014).
The first point of the organizational structure of Tesco is its "store level" employees who take a vital part in day-to-day customer satisfaction. Store managers implemented Tesco's management rules, ensuring that shelves are stocked, facilities are clean, and customer inquiries are responded to quickly. This hierarchical structure cascades downwards, with supervisors, department managers and everyone else just at the frontline working hand in hand to maintain Tesco's image as dependable and convenient.
To be able to meet its workforce needs and develop organizational effectiveness Tesco spend a lot of money on capability development and employee engagement arrangements. The company has designed intensive training programs to help its employees acquire the skills and competence necessary for excelling at their jobs, which creates an environment of continuous learning and personal development for the employees. Besides Tesco focuses on employee welfare through the provision of quality benefits packages, salary bonus schemes and other opportunities for advancement. Through the development of a workforce that is motivated and empowered, Tesco creates a basis for its operations that combines operational excellence and customer satisfaction delivering a strong competitive edge for itself (Garavan, Barnicle and O’Suilleabhain, 2019).
Mainly, Tesco's organizational structure shows its flexibility, innovativeness and the priority it gives to customers, which is extremely important in a fast-changing market. Tesco supports a framework that combines central and decentralized decision-making functions, enabling information to respond swiftly to changes at all levels of the organization. With smart talent development and employee engagement investments Tesco brings an excellent culture and supports sustainable performance enhancements in a market that is in constant change.
Organisational culture
Aside from being famous for global business in the retail industry, Tesco has the strongest and most diverse organizational culture which is the escape of their success. At the heart of Tesco's culture is a deep-rooted commitment to putting customers first, embodied in the company's mission statement: "Every little helps." This customer-driven message is a part of Tesco's DNA. It means that all its staff, from the head office to the shop floor, strive for excellence in customer experience and value delivery to every shopper in different parts of the globe (Frank and Brickman, 2021).
At the heart of Tesco's organizational culture lies a people-centred approach, with teamwork and collaboration being the strong pillars. The organization understands that the collective efforts of the multi-faceted workforce, which comprises individuals from different backgrounds, life experiences, as well as skill sets, are the secret to their success. Tesco builds a particular culture where people are empowered to work cross-subject, cross-function and cross-geographical, where they can use their competence and unique knowledge to come up with innovation and solve problems. This kind of togetherness can be seen in project teams forming cross-functional departments, knowledge base sharing forums, and open channels of communication that promote cooperation and alignment of the organization (Emmer, 2012).
Tesco also carries a culture of accountability and empowerment to its employees by giving them autonomy and ownership over their work. There is also a company-wide commitment to giving people the independence to make decisions, and to allow people to act with agility and impunity, which will encourage them to do their best for their customers and the business. This empowerment-oriented culture is reinforced by the framework of decentralized decision-making structures, employee recognition programs and continuous feedback mechanisms that create milestones and accomplishments and encourage continuous growth.
As a second point, Tesco considers DEI as the key component of the culture of an organization. As the organization believes in the essence of diversity that results in creativity, innovation, and resilience, it is striving to develop the kind of environment where all the employees are valued, respected and feel supported equally. Diversity and inclusion form part of Tesco's strategy through programs that incorporate initiatives such as recruitment processes which aim at increasing the representation of underrepresented groups, employee resource groups which are for networking and support purposes and DEI training programs that promote awareness and understanding across the company (Coe and Lee, 2016).
A part of Tesco's organizational culture is sustainability and corporate responsibility which are valued and clearly show its goal to leave a positive impact on society as well as the environment. The business acknowledges that its procedures link up with the overall social and environmental order, and it uses sustainability principles in integrating them into its core operations and behaviours. Tesco takes sustainability with a holistic approach through its supply chain. This involves the responsible sourcing of products, minimization of waste, utilizing renewable energy and community engagement programs. Through the sustainability culture built in itself, Tesco materializes shared value among stakeholders which mitigates risks from the long- term and ensures environmental stewardship.
Also, Tesco is changing the culture of continuous learning and development, as they are aware of the fact that the retail industry is always changing and requires employees to adapt and keep developing their skills to stay ahead. The company devotes significant funds to the development of training and development programs that can empower employees to acquire new skills, and knowledge, and be able to pursue career advancement (Cherry and Jacob, 2019). 
Individual Motivation
Every individual worker at Tesco shows an inherent interest in the organizational culture and human resource practices of the company by making it a point to excel in their set tasks and achieve their fullest potential. At the heart of Tesco's strategy for individual development is a thorough knowledge of the differentiated factors that influence, shape, and refresh the employee's engagement and effect. Motivated employees not only keep the company up and running but generate new ideas, ensure customer satisfaction, and contribute to the long-term success of the business (Brewster, 2021).
Another contributing force of motivation at Tesco is the way it incorporates recognition and reward. The firm acknowledges the fact that it is imperative to value the contribution and celebrate the successes of the employees even using formal reward programs, performance incentives, or simply words of thanks from the manager and peers. Tesco has reward mechanisms that are tailored to appeal to not only individual efforts but also team efforts. This creates a culture of pride and high performance and promotes accountability among employees (Smith and Sparks, 2021).
Additionally, Tesco's leaders are committed to career development and advancement as one of their key motivators of employees. The company provides therefore a vast array of training and development facilities from on-the-job coaching and mentoring programs to formal learning courses and leadership development modules. Tesco aims to motivate employees to be in charge of their professional lives. The organization provides resources (such as career assessment tools and coaching) that will help the employee identify their strengths, interests, and aspirations, and seek progression opportunities within the organization. Through the professional development and education of its staff, Tesco not only gives them the necessary support to properly perform their jobs but also creates an environment where their employees are dedicated, ready to commit, and will stay for the long term (Phillips and Moutinho, 2018).
Lastly, Tesco builds an environment that embraces a culture of empowerment and autonomy where employees are constantly motivated to take the lead, make a decision, and contribute their ideas which help to enhance processes, products and services. The firm believes in making ready the employees to be creative and to investigate and experience. Supporting an environment where risks are encouraged and learning from failures rather than considering them setbacks brings a sense of accomplishment. Employees from all levels at Tesco can effectively influence decision-making and communicate through open channels, thus empowering all workers to voice their opinions and contribute their insight. Furthermore, having a sense of belonging and being proud of their work is developed across the workforce.
The company also understands that healthy work-life bias and employee welfare are equally important aspects of inducing employee motivation. The company has a set of programs and benefits which support the physical, as well as, the mental and emotional well-being of their staff, from flexible working hours and childcare initiatives to wellness programs and employee assistance resources. Tesco realizes that employees are more efficient, motivated and engaged when they feel they are valued, supported, and cared for by the management and therefore, it prioritizes creating a positive workplace that can accommodate everyone and encourage excellence (Taylor et al., 2021).
Also, Tesco effectively uses technology and data analytics to personalize and customize employee experiences and satisfy employees with different preferences. The company applies modern HR technologies which are capable of monitoring and analyzing employees' productivity, discovering weaknesses applying due interventions and providing support in an individualized manner. 
Conclusion
Tesco's synergic organizational structure, culture, and approach to individual motivation constitute an all-encompassing environment that gives a solid foundation to the enterprise for being competitive in the volatile retail sector. Through management that mirrors a culture of collaboration, empowerment and inclusivity, Tesco provides the perfect setup for a diverse workforce to prosper, generating innovation, customer satisfaction and sustainable growth. Tesco invests in training and development as well as the recognition and well-being of workers. This is how Tesco help build a passionate workforce of employees who are determined to provide excellent customer experience and serve as the engine that drives the company's growth. As Tesco is making progress and developing strategies that help it stay competitive, its people-oriented approach will remain the source of its great durability and toughness (Van Niekerk, 2017).
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