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Organisational culture refers to the shared values, beliefs and behaviours that influence how employees act and interact within an organisation. It is often described as “how things are done around here,” meaning that culture shapes the daily activities, communication patterns and decision-making processes of employees (Mullins and Christy, 2016). Culture plays an important role in organisations because it affects how employees cooperate with each other, how motivated they feel and how effectively they perform their tasks.
In modern organisations, culture has become even more significant due to globalisation, rapid technological changes and increasing workforce diversity. Companies now employ people from many different backgrounds and cultures, which means organisations must develop environments where employees can work together effectively. A strong organisational culture can support communication, encourage innovation and improve employee engagement. On the other hand, a weak or negative culture can create confusion, poor cooperation and low performance levels (Schein, 2017). Research also shows that organisations with strong cultures that align with their strategies tend to perform better in the long term because employees clearly understand the organisation’s goals and expectations (Hartnell, Ou and Kinicki, 2011).
This report examines the organisational culture of Tesco, one of the largest supermarket retailers in the United Kingdom. Since it was founded in 1919, Tesco has grown into a multinational company operating thousands of stores and employing a large global workforce. The company operates in a competitive retail market where organisations must constantly adapt to changes in customer behaviour, technological innovation and economic conditions.
The purpose of this report is to examine how organisational culture influences the structure and decision-making processes of Tesco. The report analyses Tesco’s culture using well-known models such as Schein’s Model of Organisational Culture, Hofstede’s Cultural Dimensions and Handy’s Cultural Types. It also explores how Tesco’s culture helps the company respond to external environmental pressures using the PESTEL framework. In addition, the report evaluates whether organisational culture acts as a barrier or an enabler to effective organisational functioning. Finally, the impact of culture on Tesco’s performance is discussed and recommendations for improvement are provided.
[bookmark: _Toc973512687][bookmark: _Toc1871257521][bookmark: _Toc943213199][bookmark: _Toc1431042570][bookmark: _Toc857433112]2. Organisational Culture of Tesco
Tesco’s organisational culture has developed its strong focus on customer service and operational efficiency. The organisation promotes values such as teamwork, responsibility, innovation, and respect for employees. These values guide how employees behave at work and how they interact with customers and colleagues.
One of the most important elements of Tesco’s culture is its emphasis on customer satisfaction. The company encourages employees to focus on understanding customer needs and providing high-quality service both in physical stores and online platforms. Tesco believes that building positive relationships with customers is essential for long-term success. Employees receive training that helps them develop communication skills, problem-solving abilities, and service awareness (Johnson, Scholes and Whittington, 2020).
Another key aspect of Tesco’s culture is teamwork. Retail operations require cooperation between different departments such as store management, logistics, marketing, and customer service. Tesco encourages employees to share information and support one another to achieve organisational goals. A cooperative culture improves efficiency and helps stores operate effectively. Research suggests that organisations that encourage collaboration often experience stronger employee engagement and higher levels of organisational performance (Cameron and Quinn, 2011).
Leadership is also an important factor in shaping organisational culture. Managers at Tesco are expected to demonstrate behaviours that reflect company values such as honesty, fairness, and accountability. Leaders play a key role in influencing organisational culture because employees often observe and imitate managerial behaviour (Mullins and Christy, 2016).
There have been difficulties with Tesco's culture. Concerns over internal management procedures and organizational barriers related to financial performance were raised by the company's financial reporting incident in 2014. Following this incident, Tesco implemented a few changes to enhance corporate governance, improve moral leadership, and increase transparency. The changes made show how organizational culture can evolve over time in response to both internal and external difficulties.
 In conclusion, Tesco’s organisational culture can be described as customer-oriented, performance-focused, and collaborative, with increasing attention to ethical behaviour and responsible management.

[bookmark: _Toc1985247311][bookmark: _Toc1291256009][bookmark: _Toc331937159][bookmark: _Toc207119603][bookmark: _Toc246178838]3. Influence of Culture on Structure and Decision-Making

Organisational culture has a strong influence on Tesco’s organisational structure and how decisions are made within the company. As a large multinational retailer, Tesco operates with a hierarchical organisational structure that includes senior executives, regional managers, store managers and frontline employees. This structure helps coordinate activities across the organisation’s extensive network of stores.
Although Tesco uses a hierarchical structure, the company also allows a degree of decentralisation in decision-making. Store managers are often given flexibility to make decisions related to staffing, promotions and customer service improvements based on local customer preferences. This flexibility allows Tesco to respond more quickly to local market conditions (Johnson, Scholes and Whittington, 2020).
Organisational culture also influences how communication flows within Tesco. The organisation encourages open communication between employees and managers through feedback systems and employee engagement programmes. These systems allow employees to share ideas and identify operational problems that might affect performance.
Another important aspect of Tesco’s decision-making is its use of data and technology. Tesco collects large amounts of information about customer purchasing behaviour through loyalty programmes and digital platforms. Managers analyse this information to improve pricing strategies, marketing campaigns and product availability. Data-driven decision-making allows Tesco to better understand customer preferences and improve its competitive position.
Sometimes cultural pressures can influence decision-making in negative ways. Organisations that emphasise financial performance targets may create pressure for employees to achieve results quickly. Research shows that strong performance cultures can sometimes encourage short-term thinking if employees prioritise immediate results over long-term organisational goals (Robbins and Judge, 2019).
In conclusion, Tesco’s organisational culture supports a combination of structured management and flexible decision-making, allowing the organisation to maintain operational control while responding effectively to market conditions.
[bookmark: _Toc794352971][bookmark: _Toc1084311026][bookmark: _Toc35714374][bookmark: _Toc215366568][bookmark: _Toc2007997557]4. Identifying Cultural Types: Models and Frameworks 
Several theoretical frameworks can be used to analyse Tesco’s organisational culture.
[bookmark: _Toc44225235][bookmark: _Toc1742946274][bookmark: _Toc680443893][bookmark: _Toc1146908108][bookmark: _Toc857722535]4.1 Schein’s Model of Organisational Culture
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Fig. 1 – Schein's Three Levels of Organisational Culture
Schein (2017) explains that organisational culture exists at three levels: artefacts and creations, values and beliefs, and basic underlying assumptions.
Artefacts and creations represent visible elements of culture such as store design, employee uniforms and customer service messages. These elements communicate the organisation’s identity to both employees and customers: Tesco store layout and branding; employee uniforms; customer service slogans; self-checkout technology; online shopping platforms; loyalty card programme.
Values and beliefs represent the official values and strategies promoted by the organisation: customer satisfaction first; teamwork and collaboration; responsibility and accountability; innovation and efficiency; respect for employees.
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Another useful way to understand organisational culture is the model created by Charles Handy. Handy (1993) explained that organisations usually develop one of four main types of culture: power culture, role culture, task culture and person culture. These types help explain how authority works in organisations, how decisions are made and how employees cooperate with each other. Understanding these different cultures can help managers see how work is organised and how employees contribute to organisational goals.
The first type is power culture. In this type of culture, most power is held by a small group of leaders or senior managers. These leaders make the majority of important decisions and control the direction of the organisation. Because decisions are made by a few people, organisations with power culture can sometimes react quickly to changes. However, employees may have fewer opportunities to share ideas or take part in decision-making. Power culture is more common in small organisations or businesses where leadership is strongly centred around one main leader (Handy, 1993).
Role culture type is usually found in large organisations that need clear systems and structures to operate efficiently. Employees have clearly defined responsibilities and follow formal procedures when carrying out their tasks. Authority is based on job position rather than personal influence. This type of culture focuses on stability, organisation and efficiency, practiced by large organisations which are controlling their activities across many departments (Mullins and Christy, 2016).
The third type, task culture focuses on teamwork and collaboration. Employees work together in teams to complete specific projects or solve problems, expertise and knowledge are often more important than job title. Task cultures encourage employees to share ideas and work creatively to find solutions. Because of this, task culture is often linked with innovation and flexibility in organisations (Cameron and Quinn, 2011).
The final type is person culture, where the organisation mainly exists to support the individuals who work there. Employees have a high level of independence and control over their work. Person culture is more common in professional organisations such as law firms, consulting companies or architecture practices where individual expertise is very important (Handy, 1993).
When applying Handy’s model to Tesco, the company mainly reflects role culture. As a large multinational retailer with many stores and employees, Tesco needs clear organisational structures and defined responsibilities to operate effectively. Employees in different departments follow established procedures that help maintain consistent service across the company. This structured system helps Tesco manage its large workforce and maintain efficiency in its operations.
Tesco also shows some elements of task culture. For example, teams working in areas such as digital innovation, marketing or logistics often collaborate to develop new ideas and improve processes. These teams include employees with different skills who work together to solve problems and improve organisational performance.
We observed that Tesco's organisational culture combines elements of role culture and task culture. Role culture helps the organisation maintain structure and consistency across its large operations, while task culture supports teamwork, innovation and problem-solving in certain areas of the business. This combination allows Tesco to manage its operations efficiently while still adapting to changes in the retail market. 
[bookmark: _Toc1714561129][bookmark: _Toc696140179][bookmark: _Toc1223025417][bookmark: _Toc1013058553][bookmark: _Toc528990604]4.3 Hofstede’s Cultural Dimensions
Another model that helps explain organisational culture is Hofstede’s Cultural Dimensions theory. This theory shows how national culture can influence how people behave at work and how organisations are managed. Hofstede (2001) explained that people from different countries may think differently about authority, teamwork and dealing with uncertainty. These differences can affect how employees communicate with managers and how decisions are made in organisations.
One important dimension is power distance, which refers to how people see the relationship between managers and employees. In countries with low power distance, employees usually expect more open communication with managers and may feel comfortable sharing their ideas or opinions. The United Kingdom generally has low power distance, which means that employees often expect to be involved in discussions and could express their views (Hofstede, 2001).
Another dimension is individualism, which focuses on the importance of personal responsibility and individual success. The UK is considered a highly individualistic country, where employees often value independence and recognition for their work (Mullins and Christy, 2016).
When applying this model to Tesco, these characteristics can be seen in the company’s management practices. Tesco encourages communication between employees and managers and allows staff to give feedback or suggestions. At the same time, the organisation recognises individual performance but also encourages teamwork to provide good customer service and maintain efficient operations.
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Organisations work within an external environment that includes factors like economic conditions, government regulations, technological developments, and changes in society. These external factors can influence how organisations operate and how decisions are made. Organisational culture is important in this process because the shared values and beliefs within a company help guide how employees respond to challenges and changes.
A strong organisational culture can help organisations become more flexible, cooperative, and open to new ideas. This makes it easier for companies to respond to external pressures such as strong competition or changes in customer behaviour. Tesco operates in a highly competitive retail market and needs to respond to new technologies and change customer expectations. Tesco’s culture focuses on customer service and efficiency, which helps the company adapt to these external changes and stay competitive.
Organisations operate within external environments that include political, economic, social, technological, environmental and legal influences. The PESTEL framework is commonly used to analyse these factors (Johnson, Scholes and Whittington, 2020).
Political factors include government regulations related to food safety, employment and trade policies. Tesco’s culture emphasises responsibility and compliance, helping ensure that employees follow legal requirements (Aguilera et al., 2007).
Economic factors such as inflation and consumer purchasing power influence customer spending patterns. Tesco responds to these economic conditions by offering products at different price levels and focusing on operational efficiency.
Social factors include changes in customer preferences and lifestyle trends. Increasing demand for healthier and sustainable products has led Tesco to expand its range of organic and plant-based foods.
Technological factors include online shopping systems, digital payment technologies and data analytics. Tesco has invested heavily in digital platforms and data-driven systems to improve efficiency and customer experience (Bharadwaj et al., 2013).
Environmental factors relate to sustainability issues such as waste reduction and energy efficiency. Tesco has introduced initiatives to reduce plastic packaging and improve sustainable supply chains (Lozano, 2013).
Legal factors include employment regulations, consumer protection laws and competition rules. Tesco’s culture promotes ethical behaviour and responsible management, helping ensure compliance with legal requirements.
Overall, Tesco uses its organisational culture to respond effectively to external environmental pressures.
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Although organisational culture often supports organisational success, it can sometimes create barriers if it becomes too rigid or places excessive pressure on employees. One potential barrier in Tesco is the strong focus on performance targets. Retail organisations often set strict goals for sales and productivity. While these targets can motivate employees, they can also create stress and reduce job satisfaction.
The financial reporting scandal in 2014 showed how internal pressure can influence behaviour within organisations. In response, Tesco strengthened its governance systems and introduced stricter ethical standards.
Another potential barrier is organisational bureaucracy. Large organisations often rely on formal rules and hierarchical structures to maintain control. However, too many procedures can slow down decision-making and reduce flexibility.
Despite these challenges, Tesco has taken steps to improve employee engagement and strengthen ethical leadership.
[bookmark: _Toc2094358093][bookmark: _Toc29951510][bookmark: _Toc773928397][bookmark: _Toc1121205204][bookmark: _Toc1007556914]7. Benefits of Understanding and Managing Organisational Culture
Understanding and managing organisational culture can provide several important advantages for organisations. A strong organisational culture can increase employee engagement because workers who share the organisation’s values and goals often feel more motivated and committed to their work. Higher levels of engagement can lead to improved productivity and stronger organisational performance (Robbins and Judge, 2019).
A well-developed culture can also improve teamwork and cooperation within organisations. When employees share similar values and beliefs, they are more likely to communicate effectively, exchange knowledge and support one another when solving problems. This type of collaborative environment can improve both efficiency and employee satisfaction (Cameron and Quinn, 2011).
In addition, organisational culture can have a direct influence on organisational performance. When employees understand the organisation’s objectives and identify with its values, they are more willing to contribute their best efforts and work towards achieving organisational goals. Research shows that organisations with strong and aligned cultures often experience higher levels of organisational effectiveness (Hartnell, Ou and Kinicki, 2011).
Another benefit of a positive organisational culture is its ability to encourage innovation and creativity. Organisations that promote experimentation, learning and responsible risk-taking often create environments where employees feel comfortable sharing ideas and developing new solutions. This can help companies remain competitive in dynamic markets.
Finally, a strong organisational culture can help organisations attract and retain talented employees. Companies that are known for positive working environments and clear values often become more attractive to potential employees. A supportive organisational culture can therefore reduce employee turnover and help organisations maintain a skilled workforce
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Organisational culture strongly influences organisational performance because it affects employee motivation, customer satisfaction and innovation.
Tesco’s customer-focused culture contributes to strong customer loyalty and brand reputation. Employees who understand the importance of customer service are more likely to provide positive experiences.
Organisational culture also influences employee engagement. Employees who feel respected and valued are more likely to show commitment and productivity (Hartnell, Ou and Kinicki, 2011).
In addition, a culture that supports innovation allows organisations to adapt to technological changes and competitive markets. Tesco’s investments in digital retail systems demonstrate how organisational culture can support innovation.
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This report analysed the organisational culture of Tesco and examined how culture influences the company’s structure, decision-making processes and overall performance. The analysis showed that organisational culture plays an important role in shaping employee behaviour, managerial decisions and the organisation’s ability to respond to internal and external challenges. Tesco’s culture places strong emphasis on customer satisfaction, teamwork, operational efficiency and responsible management.
Several theoretical frameworks were used to better understand Tesco’s culture. Schein’s model helped identify the different levels of culture within the organisation, including visible practices, organisational values and deeper assumptions that influence behaviour. Handy’s cultural types suggested that Tesco mainly reflects characteristics of role culture, where responsibilities are clearly defined and structured procedures support efficient operations. Hofstede’s cultural dimensions also helped explain how national cultural values influence management practices and employee expectations.
The report also analysed how Tesco’s culture helps the organisation respond to external environmental pressures using the PESTEL framework. Factors such as government regulations, economic conditions, technological developments and changing consumer expectations require the company to remain adaptable. Tesco’s culture encourages innovation, customer focus and operational efficiency, which support the organisation’s ability to respond to these challenges.
Organisational culture can sometimes create difficulties, particularly when strong performance pressures exist; Tesco has introduced improvements in governance and ethical management following past challenges. By continuing to promote ethical leadership, employee engagement and innovation, Tesco can strengthen its organisational culture and maintain strong performance in the competitive retail sector.
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