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Essay Topic
Analyses the relationship between structure, culture, people and organisation performance – Case of Tesco 

Introduction 
The performance of an organisation is an important operational as well as managerial concern for the employers. The high performance of a company can indicate high profitability. It has become imperative for accredited scholars and practitioners to look at the factors that can improve overall organisational. Much of the available literature in the existing field is committed to explaining the relationship between structure, culture, people and organisation performance (Van-de-Vijver, Van-Hemert and Poortinga, 2015). Therefore, in this essay, the discussion will focus on elaborating the relationship between structure, culture, people and organisation performance.  The essay will reflect the author's experiences of the organisational culture and structure along with the factors contributing to the performance of the company. Being a management student, the researcher interned in TESCO company in the human resource department. The essay will reflect on how the experiences the author has had can relate to the factors driving business performance.
Discussion 
In literature, many theorists have claimed that organisational structure can determine how the responsibility of workers can facilitate in monitoring the flow of communication at different levels. It is evident that the changes in the structure of an organisation can help to set a standard culture that can encourage employees to stay committed (Van-de-Vijver, Van-Hemert and Poortinga, 2015; Carlos-Pinho, Paula-Rodrigues and Dibb, 2014). The implementation of the effective structural standard is one of the management strategies that leaders of educational institutions have been implementing in the last decade. The development of a suitable mechanism can help in increasing overall market competitiveness. Improvement in the overall performance of an organisation is the ultimate goal of managers and entrepreneurs operating across the globe (Sarooghi, Libaers and Burkemper, 2015).  In my opinion, for every company, it is important to have a formal structure that can effectively affect the development of a formal structure. These structures can help the company in surviving within a competitive market.
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The structures of a company can be functional, divisional and matrix-based. As the name suggests, the functional structures are most probably dependent on a different department like (Sales department and research department). However, in the case of the divisional structure, the company will keep separate functional units in every branch. The matrix structures are the amalgams of both divisional as well as functional structures. The study completed by Heritage, Pollock and Roberts (2014) suggested that the culture of the company can be hierarchy based, market-based, adhocracy and clan-based. The culture of the company can be defined as the specific collection of norms as well as values that people and groups of people share. It reflects how they control the way they interact and communicate with each other. Tong, Tak and Wong (2015) suggested that culture development can help in strengthening how employees interact with each other in the workplace. Hierarchy based culture is regarded as the formal as well as a stable culture of the country. On the contrary, market culture focuses on providing security as well as stability for employees which can strengthen their performance. 
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As far as the case of organisational culture is concerned, it is evident that it can help in improving overall employee engagement and commitment. The integration of employee commitment can facilitate upgrading overall employee performance at the workplace. The full participation of the employees is an essential element for which the groups respond. Each society has its culture but even at the organisational level, there are cultures and subcultures. Culture manifests itself in all spheres of human activity, hence the possibility of talking about organisational culture (Wambugu, 2014). In 2014 Tesco had to change its culture, according to Sarah Butler and Sean Farrell (2014). According to Zhu and Engels (2014), organisational culture is a system of shared and meaningful symbols that arise from the history and management of the purchase, its socio-cultural context and its contingent factors (technology, type of industry, etc. These important symbols are expressed in myths, ideology and principles that translate into numerous cultural phenomena such as rites, ceremonies, habits, glossaries, lexicon, metaphors, slogans, tales, legends, architecture, emblems etc. The study completed by Valmohammadi and Roshanzamir (2015) reported that only with the clarification of the concept of organisational culture, with the multiplicity of aspects that study it, it is feasible to start a theoretical journey for a better understanding of organisational performance. 
Organisational performance can facilitate in augmenting the overall development of the business which can strengthen employee engagement. Therefore, the culture of a company can affect business performance (Arifin, 2015). While working in the TESCO Company in the human resource department, the researcher realized that the development of the clear and effective flow of communication can benefit in many ways. The research presented by Halim, Ahmad, Ramayah and Hanifah (2014) suggested that increasingly, the symbolic perspective has gained ground in organisational studies, but the concept of organisational culture has not yet found consensus. And at the same time since organisational studies, there are different ways of seeing reality, either as an objective entity or socially constructed. These necessary views have framed the popularity of the use of metaphors to understand organisations, which allow us to delineate a different facet of organisational complexity. Besides, Cegarra-Navarro, Jiménez-Jiménez and Garcia-Perez (2019) stated that a metaphor cannot cover the entire complexity of the phenomenon, and therefore the organisational reality is approached from different metaphors, which in turn, leads to the formulation of various research questions and particular scientific methodologies for study. In general, a functional organisational structure can turn out to be severely affected by the hierarchy structure because it requires a standard structure for the flow of information and communication.
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Similarly, O'Neill, Beauvais and Scholl (2016) suggested that divisional organisational structure can turn out to be of great flexibility for the market culture. The changes in the culture can influence overall communication within the Tesco. Ideally, effective communication can contribute to the development of employee performance and organisational development. The development structures are effective for the development of maintenance of business image and reputation within the market.  
For instance, Yu and Wang (2018) supported the fact that the view of "organisation as culture" forces to deepen this last concept, by polysemic nature, and invites to delve into the substantive and non-adjective reflection, beyond the reductions that sustain functionalist and rationalist theories, obsessed in relationships culture and performance and focused on business "productivity". Aji, Hamid, Hassan and Rasdi (2017) suggested that an approach that proclaims the supremacy of the market over the humanist vision granted by sociocultural anthropology can further relationship with the development of employees due to the changes and development in the overall structure of the concept. Additionally, being the HR in TESCO company, I noted that the concept of organisational culture became popular with the emergence of comparative cultural studies between nations, and especially, with the pragmatic possibility of emulating the corporate culture of companies in the 1970s which gave a diverse image in the treatment of different companies. Particularly, Perera and Ranawaka (2016) indicated that much of the available literature in the existing is focused on improving business performance and productivity. Therefore, despite having initial support for the studies of human resource management, an idea that inspired the founding studies of organisational culture and structure successfully received attention. Features of organisational structure at Tesco:
· Geographically based
· Shared friendly culture
· Employee empowerment is high
· Decentralized structure and decision making
· Flexible work environment
· Shared values and beliefs
Apparently, Aji, Hamid, Hassan and Rasdi (2017) suggested that development of organisational culture can help Tesco in expanding business operations because at the present time, businessmen in search of excellence for their companies that want to introduce changes in their management and orient them towards success, must base the change on quality management and act on the four pillars that support business management: business culture, which they should know and if possible, take actions to strengthen it or try to redirect or act on it. According to Wronka-Pośpiech and Frączkiewicz-Wronka (2016), the strategy, the result of a deep reflection on the long-term future of your company. The organisation, depending on the strategy chosen, which will serve as a formal framework to structure the achievement of the selected objectives. The management style, since the figure of the leader and his management style, must be the driving element capable of harmonizing the strategy with culture. Lee, Shiue and Chen (2016) reported that people remain the subject and object of everything an organisation does. They are the most flexible resource, the one that best suits each situation. The change must affect the mentalities and nature of the company's internal relationships. Consequently, Wronka-Pośpiech and Frączkiewicz-Wronka (2016) suggested that the employees in a company are working well if the culture is strong. The performance of the employees can lead to the development and advancement of organisational performance.  
An important category explaining the relationship between organisational culture and employee performance corresponds to the perspective of "quality as the satisfaction of employee expectations”, which leads to the quality being determined by the customer based on their level of understanding and not necessarily by any authority or established standard. In this case, the same employees can have different levels of quality according to the perception of each culture depending on the satisfaction of their wishes or needs (Pedersen, Gwozdz, and Hvass, 2018). The arguments completed by Inkinen (2016) indicated that employees are accountable for driving business sales and performance. The performance of the company drives overall profitability and success. For this author, it is essential to define the perspective from which to look at organisational culture, for which and following the ideas of numerous accredited scholars who state that according to a pedagogical view, quality would be a function of achieving the objectives of the curricula, associating quality with the concept of efficiency.
The study completed by Wronka-Pośpiech and Frączkiewicz-Wronka (2016) reported that the vision that analyzes the potential of the organisation as a whole, with possibilities for academic reflection, is that which considers the organisational culture as a root metaphor. Culture as an external variable is related as a national phenomenon that influences the organisational context; that is, organisations are parts of a broader system, where employees, who come from other cultural institutions such as family, church or community, feed the organisational reality in which they work. Perera and Ranawaka (2016) refer to the fact that the similarities and differences in the values ​​and attitudes of people in the various organisations come, in the first instance, from the influence that society has in the organisational culture. The development of organisational culture can relate to the development of employee performance in Tesco. Wronka-Pośpiech and Frączkiewicz-Wronka (2016) noted that the evolution of the human resource management relating strategies has always been marked by the desire for continuous improvement, which has led to the increasingly complex development of strategies for the solution of both individual and collective needs.
Conclusion 
[bookmark: _GoBack]It has been observed that the conception of culture as an external variable makes clear the influence of the external and international context on the culture within organisations, and therefore the possibility of managing them through a “planned change”. It is clear that the view of culture as an internal variable is the result of a series of strategies to improve productivity and in close relation to the idea that the organisation "has a culture" and subject to dimensions that can be easily quantified.  The organisational culture can relate to the structure of the company. For instance, a functional organisational structure can turn out to be severely affected by the hierarchy structure because it requires a standard structure for the flow of information and communication. Similarly, a divisional organisational structure can turn out to be of great flexibility for the market culture. The changes in the culture can influence overall communication within the company. Ideally, effective communication can contribute to the development of employee performance and organisational development. The development structures are effective for the development of maintenance of business image and reputation within the market. 
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