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Introduction
Organisational culture is generally regarded as one of the determining factors of the manner in which businesses operate, make decisions, and implement strategic plans. Mullins and Christy (2016) report that organisational culture, which is a collection of common values, beliefs, and norms within a firm, plays a crucial role in such processes as decision-making, organisational structure, motivation, and employee satisfaction. Tesco is one of the largest retail companies in the United Kingdom and the entire world, where a complex and highly competitive environment is present, where understanding and controlling organisational culture form the niche to success in business operations. The Tesco culture is not only a way that dictates the behaviour of the employees, but also dictates the structure design, innovation strategies, and performance outcomes. As the globalisation marketplace in which organisations must adopt homogenous views and conduct business across different countries, organisational culture is as important as it is currently in facilitating strategic decisions (Mullins and Christy, 2016). On this theoretical foundation of organisational culture, the Cultural Dimensions of Hofstede and Cultural types of Handy, this critical essay determines the impact of the organisational culture on Tesco based on theoretical frameworks of organisational culture, like the Schein Model of Organisational Culture in an attempt to decipher the current cultural trends, their role to play in making decisions, and the performance of the firm. The essay also looks into how Tesco is adapting to external forces through its culture, barriers, or support that the culture provides, and evidence-based recommendations on how Tesco can enhance effectiveness in organisations.

Influence of Organisational Culture on Tesco’s Structure and Decision-Making
The organisational culture serves the primary function of defining the structural arrangements at the companies since it determines authority, tasks, and even communication flow between different levels. It is an efficiency-based, customer-focused, and innovative Tesco culture that is reflected in a rather hierarchical yet flexible organizational structure that allows introducing an efficient decision-making process at different levels (Hasan et al., 2025). To illustrate this, the Tesco operational structure embraces functional divisions into its structure, such as the retail operation, supply chain operation, marketing, and human resources, and provides support to cross-functional interaction. This is a compromise of hierarchy and flexibility that is growing in dependence on Tesco's culture of performance accountability and customer orientation. Tesco promotes essential values, such as teamwork, integrity, and commitment to customer satisfaction, which implies that the organisational strategies are aligned with decision-making and based on the methodology that puts ethical principles and integrity into the limelight (Mohd Yusof et al., 2024).
Moreover, Tesco has a culture that encourages decision-making at various levels. The staff is encouraged to provide feedback and bring forth ideas in a structured form of forums and internal communication media, and this creates the perception that they are the owners of the firm and that they are involved. This participatory culture creates the likelihood of the existence of fewer decision bottlenecks at the high organizational levels and makes the operations responsive enough in a rush, at least in the area of inventory management, pricing approaches, and promotions (Vasumathi et al., 2025). In essence, Tesco's organisational culture allows it to adapt to the changes in the market more swiftly and maintain operational efficiency simultaneously, enabling it to have a receptive and answerable structure. The alignment of the cultural values with the structural arrangements helps Tesco to manage the complex decision-making processes admirably, considering that the retail sector is highly competitive and the global outlook of the firm (Mohammed et al., 2025).
Strategic decision-making is also influenced by the organisational culture since they give the common norms and expectations. At Tesco, the decisions are made not solely based on the data and performance indicators but on such cultural values as the customer-first thinking, teamwork, and continuous improvement. It is a culture that allows balancing the risk and sound management and rewards the innovation of the managers without going beyond the corporate standards and the best ethics (Daud et al., 2024). This cultural orientation ensures that a uniform decision is always made in congruence with the long-term vision and strategy of the company, and this reduces conflicts and misalignment between the various departments. Moreover, transparency and an open communication culture at Tesco improve the quality of the decision-making process because the information concerning the matter and the evidence-based decision-making is easy to exchange (Akula et al., 2025). In conclusion, the Tesco culture directly affects the Tesco structure and decision-making to provide an efficient working environment and strategy cohesion in one of the most competitive markets.
Identifying Organisational Culture at Tesco Using Theoretical Frameworks
To gain insights into the Tesco culture, practical theoretical frameworks that would visualise the theoretical dimension and types of cultures need to be employed. The Schein Model of Organisational Culture takes place at three culture levels, including artefacts, espoused values, and underlying assumptions (Mullins and Christy, 2016). The artefacts are artefacts in Tesco which are observed in the store design, uniforms, and names of the products, and all these are observed to reflect a professional and customer-oriented culture. The Tesco commitment to its customers, as well as innovation and corporate social responsibility, can be viewed as espoused values that are evident to the public. Organisational day-to-day behaviour and decision-making are made on the premise of assumptions, one of which is that being successful requires the involvement of the employees and lifelong learning. Using the Schein framework, it is apparent that Tesco enjoys a high level of correspondence between the visible practices and the core values that reinforce the organisational identity and enable it to attain a stable operational performance (Hasan et al., 2025).
Cultural Dimensions created by Hofstede provide input about the organisational culture of Tesco, particularly power distance, individualism, and collectivism, as well as uncertainty. The power distance at Tesco is comparatively low, bearing in mind that employees at all levels are encouraged to express themselves and contribute to the problem-solving process since the company has a culture of inclusivity and participatory management (Mohd Yusof et al., 2024). The company culture is collectivist in nature; teamwork and group unity are greatly appreciated, and it is particularly beneficial in the retail business, where teamwork is a good strategy for delivering efficient services and client satisfaction. Tesco is also characterized by medium levels of uncertainty avoidance between strictness to follow formal procedures and flexibility to adjust it to the changing market and customer demands (Vasumathi et al., 2025). By applying the Hofstede model, it will be possible to identify the cultural dimensions that characterize the Tesco internal processes, management practices, and strategic focus, which will give a whole picture of Tesco's cultural profile.
The other view that would be applied to examine the culture of Tesco is The Cultural Types by Handy. Handy identifies four types of cultures, namely power, role, task, and person cultures (Mullins and Christy, 2016). Tesco possesses a strong role culture such that roles are clearly defined, there are formal processes, and clearly defined reporting that enables uniformity in the organisation's operations, which is very large and intricate. However, there are certain aspects of the task culture in the project-based programs, such as digital transformation, sustainability programs, and new store opening, according to which cross-functional teams are granted the mandate of providing some objectives (Mohammed et al., 2025). This combination of role and task culture enables Tesco to stand firm in its operation and deliver innovation and flexibility, which is the defining grace toward the ability to maintain competitive advantage in the retail sector. The synthesis of the results outlined by each of the theoretical frameworks makes it possible to view that the organisational culture of Tesco is multidimensional and encompasses the elements that contribute to the creation of efficiency, cooperation, and innovation.
Leveraging Organisational Culture to Adapt to External Environment
Tesco's organisational culture is significant because it enables the company to respond to the external environmental pressures well. External factors such as economic, consumer behavior, new technologies, and regulatory demands need quick restructuring in the retail industry that is highly competitive (Wijethilake et al., 2021). Tesco has been going through these hurdles using its culture of continuous improvement, customer focus, and innovation. As an example, the cultural component of establishing the business behaviour and ethics based on the data analytics and reaction systems means the emphasis on the customer behaviour and, as a consequence, decision-making and reactions that help the business to respond to the changes in the market in the most timely fashion (Vasumathi et al., 2025). With this kind of cultural inclination, Tesco has become flexible and customer-oriented despite the impact of the external environment.
Secondly, a knowledge-sharing and collaborative culture is more prevalent in Tesco, and this renders it more innovative and open to any change within the environment. The cross-functional teams are mandated to develop solutions to the emerging challenges, and this means the culture of teamwork as well as shared responsibility (Abdelrahman et al., 2025). In the case in point, not only the regulatory requirements but also a corporate culture that values the importance of social responsibility and fair conduct underlie the sustainability activities of Tesco, such as the reduction of food waste or the utilization of renewable energy (Wijethilake et al., 2021). The alignment of culture to strategic activities is so high that the organisation can act in response to external forces without following the fundamental principles, which played a part in the image of a responsible and progressive retailer.
Tesco's culture is also used to achieve the digital transformation and technological innovation. The Tesco organization has an open culture and learning and innovation that facilitate the introduction of the latest technologies and information systems to emerge at a time when online platforms and internet shopping are changing the shopping atmosphere (Hasan et al., 2025). The employees are encouraged to experiment with new digital tools, share experiences, and make improvements to make the operations more efficient and enhance the customer experience. It is an active strategy that is supported by the organizational culture that appreciates initiative and teamwork, which exceeds Tesco with a competitive advantage in the constantly changing market environment (Mohd Yusof et al., 2024). Organisational culture is, therefore, a strategic asset that allows Tesco to react to the external environment factors and continue to grow in the long-term perspective.
Organisational Culture as a Barrier or Enabler
The organisational culture can be applied to facilitate successful working, but it can be a burden when it fails to harmonise with strategic objectives. Tesco culture can be described as more of an enabler since it has increased employee participation, teamwork, and customer orientation. The emphasis on shared values and moral behaviours facilitates the decision-making process and enhances the unity of a team, as well as encourages the daily delivery of services (Vasumathi et al., 2025). Tesco's customer-focused culture provides an example and makes the employees concentrate on customer satisfaction, which makes it a stronger driver of loyalty, brand reputation, and business development. Tesco fosters a culture of accountability, and, thus, it ensures that its staff adheres to the organisational standards along with the overall performance (Mohammed et al., 2025).
However, there are certain aspects of organisational culture that could be considered the source of impediments in that matter because they do not enable flexibility or innovativeness. The culture of rich roles, including a highly structured client, may contribute to the lack of desire to risk or take long to adjust to changing circumstances (Wijethilake et al., 2021). Though formal processes and lines of authority are necessary in Tesco to ensure that the company has stability in its operations, it may sometimes slow down the speed of innovations in highly competitive markets. Also, the cultural sabotage could take place because workers might already know about the routine and existing practice, and it is hard to introduce the new technologies or address the tendencies of the disruptive markets (Abdelrahman et al., 2025). Despite such potential challenges, the Tesco management is proactive in ensuring that the cultural practice aligns with the strategic concerns, mitigates its negative effects, and transforms the culture into a strong source, rather than a limiting force.
Tesco culture is believed to positively affect the organisational performance in terms of team building, responsibility, and flexibility. Employees will volunteer towards a unified purpose, and thus, they will be more productive and reduce turnover (Van Kiem Pham et al., 2024). Implementation of the cultural values in the performance management systems enhances the desirable behaviours and helps to improve on a continual basis. Establishing the culture of operational excellence, as well as innovation, Tesco will ensure that the cultural norms do not pull the performance down and bring positive outcomes (Mohd Yusof et al., 2024). In that case, organisational culture in Tesco is an essential actor of the effective functioning, yet it must be managed in the most efficient way to balance the inflexibility and fluidity to address the evolving business requirements.
Impact of Organisational Culture on Performance
The relation between the organisation's culture and the general performance of Tesco is measurable and is direct and quantifiable. An organizational culture that is aligned promotes increased speed of employee engagement, customer satisfaction, and monetary results (Vasumathi et al., 2025). The Tesco customer-first values and the continuous improvement ensure that the operational processes will be streamlined, and the resources will be used efficiently, which will lead to increased productivity and reduced cost of operation. The culture of performance control and accountability in the company also guarantees that the organization members realize the strategic objectives at all times, hence sustainable growth (Mohammed et al., 2025). Using the case of Tesco as one such example, it has been empowered to embrace the endeavors of digital transformation, such as online grocery stores, data-driven marketing, and this accepted culture of change and acceptance of technological changes has helped it to adapt to the digital transformation undertakings (Hasan et al., 2025).
In addition, the organisational culture has been found to be involved in employee and organisational learning performance. Tesco encourages learning and sharing of information throughout life, and this enables the acquisition of skills and talents within the labor force (Abdelrahman et al., 2025). The organizational culture embraces the need to recognize achievement and reward innovation, which will motivate employees, resulting in creativity and problem-solving. The resultant higher employee performance brings about higher levels of customer experience and cost effectiveness. Research also focuses on the fact that organisations with strong cultures, which are aligned with the strategy, demonstrate superior project results and performance in terms of innovation, which is captured by the implementation of new initiatives by Tesco with a high degree of success and high quality of services (Mohd Yusof et al., 2024).
 Tesco employs its culture to be more resilient to environmental effects. A fast response to the disruption in the market, such as the effect on consumer behaviour, competition, or a change in regulations, is characterised by teamwork, ethical behaviours, and flexibility of the organisation (Wijethilake et al., 2021). It makes the market good and works in Tesco in terms of minimizing the risk factor with the help of the culture encouraging proactive problem-solving and permanent improvement. Generally, the relationship between culture, strategy, and performance outcomes indicates the importance of a high organisational culture as the source of sustainable success in the retail industry (Van Kiem Pham et al., 2024).
Recommendations for Enhancing Organisational Culture
Though Tesco has a good cultural foundation, some aspects can be enhanced to improve the performance and flexibility of Tesco. First, Tesco should strive to improve its organisational innovation culture by encouraging its staff to take risks and explore in any organisational tier. Even though the company has managed to achieve success in the process of implementing digital transformation initiatives, a more market-oriented strategy to support the innovative approach to problem-solving would accelerate the process of innovation and changes as it experiences new market changes (Mohammed et al., 2025). It may involve training programs, the establishment of centers of innovation, and encouraging the employees to generate and execute new ideas (Hasan et al., 2025).
Second, Tesco should maintain the same approach regarding the inclusion of cultural values in the leadership development programmes. The training of managers will enable the company to be stable in the organisational culture by reinforcing organisational culture, effective communication, and team-driven motivation through the provision of the relevant skills (Vasumathi et al., 2025). Leaders play a critical role in influencing behaviours, inculcating values, and cooperation that improves the interaction between the organisational leaders and the organisation (Mohd Yusof et al., 2024). In addition to this, it has the ability to enhance specific behaviours by incorporating culture-based performance metrics into employee performance in a bid to support continuous improvement (Wijethilake et al., 2021).
Monitoring and control of cultural diversity should be strictly followed since Tesco must operate in many countries, and other social norms and expectations exist. Through inclusivity, respect for local cultures, and cultural partnership, one can raise the percentage of employee involvement, reduce the conflict, and enhance global performance practices (Abdelrahman et al., 2025). Tesco will manage to remain ahead of its competitors in a more globalized and complex market environment with the assistance of an organisational culture that will be used to create diversity and promote innovation (Van Kiem Pham et al., 2024).
Conclusion
Lastly, organisational culture is one of the key factors that have determined the Tesco structure, decision-making, flexibility, and performance. The Tesco focus, collaboration, accountability, and innovation organisational culture has helped the company to create an environment that allows the company to make efficient decisions and become efficient in its operations (Mullins and Christy, 2016). He or she may be provided with a productive insight into a particular cultural peculiarity of the company, considering such developments as the Model by Schein and the Culture Dimensions or the Cultural Type by Heydenberg and Hofstede, which indicates the emphasis on the hierarchical style of operation, task orientation, and participation (Hasan et al., 2025). Tesco employs its culture to respond to these factors, hence its strategic value, in reaction to the external environment factors, which include changes in technology, the market, or regulation (Mohd Yusof et al., 2024).
Though there are some potential implementation barriers to inflexible processes or cultural inertial aspects, Tesco is proactive in managing such barriers through its leadership team, encouragement of its employees, and its culture of achievement and permanent enhancement (Vasumathi et al., 2025). Their findings indicate that culture can determine the performance in terms of engagement of the employees, the outcome of the innovations, customer satisfaction, and financial results, and there is a necessity to avoid the decline in cultural alignment and enhance it, respectively.
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