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[bookmark: _Toc174000755]Executive Summary
In order to explore and determine the effects of organizational culture on the performance and job satisfaction of the staff of Tesco, a global chain of hypermarkets, this study aims to use the following objectives. The objectives of the research are to analyze the current state of the Tesco’s organizational culture and its impact on the employee productivity and satisfaction level and to suggest the ways of its enhancement. The introduction part sets general background thinking of the importance of the organizational culture to the engagement and performance of the employees. In the company overview segment, the company is first introduced and set as one of the biggest markets and its values are stated clearly. The research problem is more helpful in defining the function of the study by highlighting certain aspects of Tesco’s culture that impacts its employees. The rationale explains why the given study is relevant while the aim, objectives and research questions explains what the given study will address. 
This paper presents analysis of previous researches undertaken on the organizational culture, employee performance and satisfaction to establish theoretical framework. The following sections outline the relationship between the organizational culture and the performance and attitude of the employees in Tesco based on the findings of the quantitative analysis and computation. 
Recommendations for fostering Tesco’s culture further and enhancing performance and satisfaction levels are then presented together with the research design. This involves defining the company’s research philosophy, paradigm, approach, method, strategy, sampling technique, data collection instruments, and analysis method. A Gantt chart represents the timeline for the research while ethical considerations are used to ensure the validity of the research. Finally, all the achieved outcomes and recommendations are shown with the descriptions of how, based on the results obtained, Tesco and other organizations might benefit. The final part of the report is the References part, and the Appendix, which presents more information.
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Chapter 1: Introduction 
Organizational culture is an equivalently critical factor in building employee efficiency and commitment within the business scope. Joining this effort consists of agreed moral values, ideas of everything, types of behaviour and norms among the employees and the organisation as a whole (Woods, 2022). The link between organisational culture and the effectiveness of employees has been a critical one that researchers keep on producing with results showing that organisations with strong positive cultures can drive high levels of employee engagement, productivity, and satisfaction. The pattern of organizational behaviour greatly influences employees' job satisfaction and performance. It involves the collective set of shared beliefs, wards and customs that create a platform for positive and trustworthy interactions between an organisation's team members and external parties (Fadeyi, 2020). 
The culture of an organization turned out to be one of the most engaging topics in employee engagement, productivity, and satisfaction and some researchers have been indicating that a strong and positive atmosphere was the main incentive that allowed workers to give more (Brevini, 2020). Culture in Tesco has been proven to function as one of the most significant factors behind raising the bar for employees’ performance and happiness. Establishing a culture of ongoing change and innovation helps the staff deal with every day fresh challenges and create new functions that will boost business results (Yawson, 2022). Similarly, the employees are highly motivated and satisfied with a Tesco work environment that sees them develop professionally and get recognition (Dumaine, 2020). As a result, the company boasts a happy and loyal workforce who are more likely to be involved in their jobs.
[bookmark: _Toc174000757][bookmark: _Toc174962039]1.1 Rationale 
In light of this understanding, organizations need to be sensitive to how organizational culture influences employees’ performance and organizational satisfaction to enhance organizational performance.  The case under consideration for the study is Tesco – this is a pronounced, positive Organizational Culture that enables the stakeholders involved in the facility to get involved with the organizational objectives, as well as expectations for the contexts and improved productivity.  Thus, independently from revealing the positive changes linked to the new British culture of the selected retailer, the purpose of the study is also to contribute a set of directions for improving the performance and satisfaction of employees in other organisations.  The conclusion drawn and published in this research can be greatly cone to the general understanding of organisational behaviour particularly in the prescription of creating and maintaining a healthy culture in organisations.
[bookmark: _Toc174000758][bookmark: _Toc174962040]1.2 Research significance 
[bookmark: _Toc167923516]This study reviews the extent to which organisational culture affects employees' performance and satisfaction, with Tesco as the retail market's largest player in the UK. Tesco’s exceptional performance is commonly recognised as a lot of factors, starting with clear strategic business practices and the strong employee-oriented culture underpinning it with the key principles of customer focus, employee commitment, and continuous improvement. This study will examine Tesco's organisational culture and its effect on employee productivity and satisfaction. This will contribute to providing other institutions with an opportunity to learn how to enrich cultures and enhance employee performance.
[bookmark: _Toc174000759][bookmark: _Toc174962041]1.3 Company Overview
Tesco is one of the largest hypermarket chains in the world and has its origination in the United Kingdom though the company is operational globally too.  Tesco was founded in 1919 by Jack Cohen and was a dominant grocery company that expanded throughout twelve countries in Europe and Asia.  It is now ranked as a market leader in the food retailing sector in the UK; its market share is almost 27 per cent.  4% as of 2022 (Bryar, 2021).  Hence, Tesco operates in different formats, including large outdoor shopping complexes called hypermarkets, small online sales and convenience stores to suit every client’s needs and wants.  
[image: Agencies on alert as Tesco goes shopping for media account | Campaign US]
Figure 1. Tesco insignia
Source: (Tesco, 2023)
The corporate motto of Tesco is “Make shoppers a little more satisfied every day”, which proves that Tesco is working to become a satisfaction organization (Angelica, 2020).  The following principal organizational values reflect the company’s self-image: An interpretation of this advert which supports this aspect is “The company, which is trying harder for customers,” and “We treat people how they want to be treated” suggests that the company is service-driven and concerned with the welfare of its workers (Esthi, 2020).
Tesco is embedded with a cultural pattern, commonly referred to as a Delayering structure, innovation focus and the last but the most important component of Tesco’s organizational culture is the consideration of employees and their encouragement through career advancements and rewards (Ghosh, 2020).  The organization has proper policies on Training and development programs, making certain that the employees will be provided with the proper knowledge that is needed in the company (Fadeyi, 2020).  Moreover, and more specifically, it states that Tesco needs to understand this and take action to ensure that all employees are recognized for their individuality and hired based on the skills and potential they possess regardless of their diversity.  
[image: ]
Figure 2. Percentage change in sales at Tesco from January 2015 to October 2023.
Source: (Statista, 2022)
Therefore, Tesco may be attributed the fact of its successful organizational culture that is oriented to adaptation and a rapid increase in considerable growth, primarily resulting from innovations and improvement.  Of the organisation cube, the following may be derived: technological development is necessary for the organisation and data analysis techniques are crucial for the organisation (Farooq, 2022).  For instance, Tesco has always been serving as a reference point and it has always been an M-trial pioneer, trying and continuously trying to refine this facet of its operations.  Thus, innovative activity interacts with new customer requirements not only to achieve their needs but also to improve business processes by making them efficient and directed to new trends (Yawson, 2022).  In addition, it verifies the firm boasts superior data analytics capability that leads to personalization of products and inventory management that increases customer satisfaction and internal efficiency options.
However, I came to the Company’s important opinion that is concerned with the principle and value of ethical and sustainable development of this organization.  The firm has acquired several sustainable strategies designed to monitor the impacts of the firm on the natural environment and act as per the social responsivity measure (Esthi, 2020).  In this case, the two aspects of sustainability are illustrated by describing how Tesco moved to reduce food waste, attain a low carbon differential and adequate procurement.  For instance, it has set clear goals of having a net carbon footprint of its goods and operations by the year 2050/ Additionally, it has made a remarkable improvement on the issue of single-use plastics in its stores (Alam, 2020).  
These measures are not only supportive of the company’s goal of being a ‘responsible corporate citizen’ but also are well received by a customer who is conscious about the detrimental effects of deforestation/ pollution etc., on the environment, thereby boosting satisfaction level and company image of the organization (Ghosh, 2020).  On balance, it is possible to continue that Tesco’s organizational culture which comprises main constituents like, for example, innovation, employee development and sustainability strategies could be regarded as influential factors that strengthen the existing leadership of Tesco in the market and perform the role of the key function for achieving long-term aims.
[bookmark: _Toc167923517][bookmark: _Toc174000760][bookmark: _Toc174962042]1.4 Research Problem
In the present world where entrepreneurship has become a major challenge in terms of competition, the organization faces a major constraint in trying to improve the performance of the employees and make them fully satisfied to help the organization achieve its strategic goals (Esthi, 2020).  Therefore, the connection between organizational culture and those outcomes is not fully clear and is worthy of further research; particularly in the case of one of the UK’s most significant retailers, Tesco.  Though previous research indicated that the positive organizational culture possibly adds to the levels of engagement and productivity from personnel, there is a shortage of concrete data that ties these factors together in Tesco (Ghosh, 2020).  
This remains an area of study that has not been given much attention thereby creating a literature gap through which managers who wish to adopt the system of organizational culture as a way of boosting staff performance surely feel the absence of thoughtful research on this field (Fadeyi, 2020).  Thus, the top vital necessity is to define how different cultural aspects influence such organizational climate and productivity of the employees to fulfil expectations and be effective and happy in job positions (Yawson, 2022).  This study does so by providing a systematic literature review on the effect of the organizational culture and they attempt to look at the effects of it on the level of performance and satisfaction of Tesco employees to explain the ways through which the organisational efficiency can be increased.
[bookmark: _Toc167923519][bookmark: _Toc174000761][bookmark: _Toc174962043][bookmark: _Toc167923520]1.5 Aim and Objectives
This research aims to investigate the effects of organisational culture on employee performance and satisfaction at Tesco.
· To examine the existing organisational culture at Tesco.
· To analyse the impact of organisational culture on employee performance at Tesco.
· To assess the influence of organisational culture on employee satisfaction at Tesco.
· To provide recommendations for enhancing organisational culture to improve employee performance and satisfaction at Tesco.
[bookmark: _Toc167923521][bookmark: _Toc174000762][bookmark: _Toc174962044]1.6 Research Questions
1. What is the current organisational culture at Tesco?
2. How does organisational culture impact employee performance at Tesco?
3. What is the influence of organisational culture on employee satisfaction at Tesco?
4. [bookmark: _Toc167923522]What strategies can Tesco implement to enhance its organisational culture and improve employee performance and satisfaction?


[bookmark: _Toc174000763][bookmark: _Toc174962045]Chapter 2: Literature Review
Tesco is one of the leading retail chain stores of the global market and they have built up their own organizational culture that is useful for them.  This culture derives from such values and principles that should serve as a framework or reference point for all the strategic and tactical activities of the organization (Iansiti, 2020).  This paper aims to analyze the organizational culture of Tesco to determine the outlook on staff management within the business organization and how this concept affects productivity, staff morale, and consequently organizational performance.  
Core Values and Principles 
At the heart of Tesco's culture are its core values: This is why Tesco adopted the following values; “Tesco tries harder for customers; “people join tesco”; and “Every little help makes a big difference” (Bryar, 2021).  These principles can be viewed as slogans; still, all of those principles define the organizational culture and represent the approaches that Reynolds uses when interacting with clients and employees.  
Customer-Centric Approach 
The fact that Tesco formulated its values implies that the company’s culture utilizes customer-focused strategies.  As it was mentioned by the company, it was feasible to target the retail market through the customers’ focus, by which the company could develop and maintain a competitive advantage (Brevini, 2020).  This can be seen with the following perspectives that address the understanding and fulfilment of consumers: customer targeting, design and deployment of a consumer loyalty program and also product differentiation to meet the needs of different consumers (Dumaine, 2020).  The employees go to great lengths to make sure that the end user is happy, and therefore the chain employs policies wherein, the personnel on the ground are allowed to make decisions that will enhance the customers’ experience in the store.
Employee Development and Recognition
Employee development and recognition Tesco feels that its employees and members are its core assets this is because a company's staff is of great significance to the company's success.  Discussed under this segment are important highlights of the specific training and development processes they have in place to develop its employees for better work output (Miller, 2020).  For example, Tesco offers “Options” to develop chances for its employees to achieve professional accreditation as well as career advancement of the company. 
[image: ]
Figure 3. Employability at Tesco and Gender Pay Gap Data
Source: (Tesco, 2023).
Another big aspect of culture in Tesco Incorporated is rewarding.  This particular business has set tangible gestures to acknowledge the efforts of its employees and their performances using programs such as the “Every Little Helps: Focus on Effort” awards (Stone, 2022).  That sort of status creates an achievement-oriented feeling among the employees who as individuals collectively strive to render their best efforts in performance.
Innovation and Adaptability
There is another remarkable aspect of Tesco’s organizational culture: they introduce and maintain a culture of innovation.
The company also fosters a culture of adaptation in its organizational culture.  It is stated that the specific organization always has initiatives towards enhancing the high quality of all the activities along with offering existing and new products and services (Rikap, 2022).  Such a culture as the enhancement of innovation and experimental skills assures this drive towards improved performances to their optimal (Massimo, 2020).  Decentralization is well developed, and there are boundless possibilities for innovations allowing each employee to contribute with new suggestions and ideas, and worldwide effective solutions are quickly passed on to other parts of the company. 
For this reason, companies such as Tesco are some of those that can be said to be highly integrated in terms of the relationship between their digital strategic plans and their operational objectives (Berg, 2021).  Some of the key aspects of this innovative culture include the use of self-checkout machines, the selling of products on internet sites, and other decision-making tools (Albert et al., 2023).  In this way, Tesco can create an environment that would foster innovation that will aid the company in the placement of the strategies necessary for diversification and the enhancement of new services and products.
Inclusivity and Diversity
Diversity and inclusion occupy a special and important position in the organizational culture of Tesco. In furtherance of this objective, employment of all people and equal treatment of workers without regard to their race, colour or position shall be pursued (Ramadan, 2021). Some aspects of diversity management in Tesco can include an anti-sexual harassment policy, a working moms policy, and hiring employees with disabilities.
Diversity in Tesco can be seen through the employment of employees and consideration of ethnicity, sexual orientation, and disability among the members of the organization. Cultural diversity is therefore valued for the very basic reason that people with different orientations to a particular issue will likely generate better strategies and solutions (Bryar, 2021). In this way, it is possible to enhance the satisfaction of the employees and their perception of belonging to Tesco as well as the general capacities and resources of the company.
[image: ]
Figure 4. Diversity and Inclusivity at Tesco
Source: (Tesco, 2023).
[bookmark: _Toc167923523][bookmark: _Toc174000764][bookmark: _Toc174962046]2.1 Analysing the Impact of Organizational Culture on Employee Performance at Tesco
Organizational culture impacts the performance of the employees since culture locates the work setting, the expectations of the employees, and the way these expectations will be met (Angelica, 2020). Discussing specifically about Tesco, probably the effectiveness of this firm’s organizational culture in terms of performance could be best supported by surveys and subsequent comparisons of the company’s employees’ satisfaction rate, productivity index, staff turnover rates and, of course, definite customer satisfaction standards (Brando et al., 2022). 
Employee Engagement and Productivity
This is significant when analyzing organizational outcomes since it indicates the level of passion, dedication, as well as extra effort from the people working at the organizations. In the Tesco 2022 Annual Report on Employee Reengagement, the engagement score for the company was recorded to be 78% on average, and this can be said to be a huge shift from the previous year (Massimo, 2020). This shows a high level of engagement and could be viewed as evidence of good corporate culture in terms of recognition, development and ultimately inclusion at Tesco.
Assessing the performance of labour for the firm, an evaluation of the number of sales per employee for the Tesco company may be useful. From the observation made in the analysis, Tesco sales per employee stood at £220,000 in 2022 having a 5% better performance as compared to the index of the year 2021 (Dumaine, 2020). The following are the chief social activities that led to this boost in productivity; The enterprise has been known for its manufacturing culture in processes that focus on amending and inventive resourcefulness (Sharma, 2020). One might even argue that the practice of fostering a generation of ideas and leading an effective discussion whilst rewarding the employees for their ideas has possibly created a better and more productive workforce.
Employee Development and Turnover
Tesco has also provided for the welfare of its employees through training and other career opportunities. Training records of employees trained at Tesco reveal that 91% of them received professional training in 2022 (Iansiti, 2020). This kind of investment in employee capacity also goes a long way in influencing performance as trained employees are more capable and sure of their selves.
One more tangible factor that reflects the level of satisfaction and performance of employees is the turnover rate. The voluntary turnover rate of Tesco for 2022 is set at 15% annually which is below the average industry standard of 19% (Brevini, 2020). This is well illustrated by a lower employee turnover rate that signifies that most employees are content with their jobs and are most probably motivated to work hard because of the encouraging working conditions (Albert et al., 2023). For instance, in a situation where turnover is low, it means that there are fewer chances of the company having to incur its expenses in hiring and training new workers to come and contribute to the company's success.
Customer Satisfaction
Another important factor that is bound to be impacted by the actions of the employees is the customer satisfaction rate. Employees who are happy and committed work more efficiently and provide the best customer service and satisfaction. The NPS of Tesco has been showing an increasing trend and this demonstrates the ability of Tesco to satisfy its customers. The Tesco NPS rose to 65 in 2022 from the 60 recorded in the preceding year (Farooq, 2022). It can be associated with the company’s primary goals of satisfying the customers and the right of customers to make decisions that will benefit the other party.
[bookmark: _Toc167923524][bookmark: _Toc174000765][bookmark: _Toc174962047]2.2 Assessing the Influence of Organizational Culture on Employee Satisfaction at Tesco
Organizational culture in Tesco has an influence on the satisfaction indices of the employers, which could be assessed with some Key Performance Indicators/metrics. These are the level of employee satisfaction obtained from the employee in the form of a rate such as the Net Promoter Score (NPS) for the employee (eNPS14), the level of employee retention, the level of employee turnover, high level of employee absenteeism, and the result of the latest employee satisfaction poll (Iansiti, 2020). Therefore, based on the evaluation of these measures and the understanding of the numeric values provided as the representation of organizational culture, one can identify its correlation with Tesco’s professionals’ satisfaction.
Employee Satisfaction Scores
Self-appraisals, therefore, provide a measure of feelings employees could have towards their circumstances or contexts of work. This paper focuses on analysing the Tesco Annual Employee 2022 survey that established the level of satisfaction among the employees was extremely high as a percentage of overall score out of 100 was 80% contentment. It has increased from 76% in the year 2020; this shows that there is an increased year-on-year improvement in the work environment and culture over the wee years (Sharma, 2020). All of this is inversely proportional to the overall employee satisfaction level; this probably stems from the fact that Tesco’s leadership places great emphasis on the training, appreciation and retention of its employees.
Employee Net Promoter Score (NPS)
The eNPS which stands for employee advocacy is a tool for understanding the level of willingness of an employee to recommend his or her workplace to other people. In conclusion, this case showed that Tesco saw a better employee NPS score as they rose from +38 in the year 2020 to +45 in the year 2022. (Brando et al., 2022). This has a positive implication for Tesco suggesting that there is a great improvement in the satisfaction levels of employees hence the recommendation of the company as an ideal place to work (Leao, 2023). The increase in the eNPS shows that there is an improvement as per the transformation process on the engaging organisational culture at Tesco.
Retention Rates
Retention rates stand as key factors that point out the level of satisfaction and commitment among employees. Last year, Tesco had a record retention rate of 85% implying that only 15% of employee resigned from their company. It is however important to note that this retention rate is much higher as compared to the industry average of 81% (Stone, 2022). A high retention rate means the organization does not face difficulties in retaining experienced employees as they are happy with their jobs and the environment, which ultimately saves lots of money and time (Miller, 2020).
[image: ]
Figure 5. Average employees at Tesco from 2020 to 2024
Source: (Tesco PLC, 2023).
Absenteeism Rates
Rates of absence can also be used to determine satisfaction, as employees who are unhappy with their jobs will likely be more inclined to be absent from work more often or for longer periods. Furthermore, Tesco’s rate of absenteeism in 2022 was estimated to be at 2. 5% an aspect that is below the industrial average of 3. 2% (Rikap, 2022). Less number of absences indicates that employees are happy with the working conditions and are thus likely to avoid skipping work.
Employee Engagement Surveys
Engagement questionnaires are broadly defined to cover a range of areas of satisfaction, including job content, management, and balance. Engagement surveys are held each year to assess the views of the employees and the directions where the company requires improvements. According to the information from the 2022 survey, 82% of the workers stated that they feel appreciated at the workplace and 79% of respondents noted affordable support from managers for their career advancement (Leao, 2023). These high engagement scores should go hand in hand with Tesco’s organizational culture, as well as its employees’ satisfaction.
[bookmark: _Toc167923525][bookmark: _Toc174000766][bookmark: _Toc174962048]2.3 Strategies to enhance its organisational culture and improve employee performance
To promote an even stronger organizational culture and increase rates of employee productivity as well as satisfaction, the following strategies can be used by Tesco: Open channels of communication and receipt of feedback should also be fostered and encouraged. The offering of feedback as well as the provision of other means of communication can aid in the achievement of the concept of the employee’s voice and recognition of the same (Berg, 2021). Furthermore, motivation is improved significantly, and issues can be rectified within no time before escalating. Another area where Tesco can implement changes to enhance its culture is the diversity and inclusion of employees (Sharma, 2020). In this case, it relates to accepting the various diversity and ensuring that the employee's acceptance and inclusion at the workplace enhance harmony and work relations. Other advantages that can also be associated with the implementation of diversity practices include; a way of sourcing for diverse talent; which enhances the problem-solving creativity of the organization.
The next strategic approach relates to the area of HRM within organisations, which comprises the promotion of employee development. In this manner, due to training and career advancement, Tesco can assist its members to move to the next level of motor skills career ladder. Recruitment not only improves productivity but also brings about a change in satisfaction propensities and organizational commitment (Massimo, 2020). This may include leadership training, technical training and any other developmental training that may be required to be conducted in an organization. Another relevant issue that has to be solved is the ways of motivating the employees, namely the problem of rewarding them for their achievements (Ramadan, 2021). A good approach to enforcing recognition to employees is to appreciate their efforts through a recognition and reward programme. Rewards can also be material or non-material; they include special privileges, gifts hampers, money or recognition in the form of a word or phrase like ‘well done ‘or ‘good job’ among others (Farooq, 2022). Employees’ recognition raises the level of motivation within the staff and also improves organizational productivity.
It is now a common challenge in most organizations to maintain a good balance between work and other aspects of life. Some of these areas that Tesco can improve the culture include providing organisational work-life balance culture, flexible working time, teleworking and health wellness. Such implementations can help solve employee burnout and improve morale and productivity among workers (Albert et al., 2023). For this reason, improving welfare and cooperation in the workplace can also improve productivity. The use of team-based work and cross-functional cooperation can help eliminate barriers between departments and feel like a single collective unit within the organization (Miller, 2020). Activities in team building and organizational-related projects will go a long way in fostering relations within and enhancing morale.
Therefore, using technology to enhance smooth operation and work satisfaction can also be effective. Using modern technologies, which help to improve communication, work on projects and generally, the effectiveness of the employees’ work, can be beneficial for companies. This does not only enhance proficiency but also minimizes agitation and enhances satisfaction (Leao, 2023). Therefore, the above are some of the recommendations that Tesco could consider to maintain a positive and constructive organizational culture in the Tesco company.
[bookmark: _Toc167923526]

[bookmark: _Toc174000767][bookmark: _Toc174962049]Chapter 3: Research Methodology
[bookmark: _Toc167923527][bookmark: _Toc174000768][bookmark: _Toc174962050]3.1 Research Philosophy
The research philosophy indicated for use in this study is positivism. The positivist approach relies on quantitative research techniques, scientific inquiry, and the use of facts that are invariable to arrive at conclusions (Stone, 2022). This philosophy fits this study because it aims to analyze the interaction between organizational culture about employee performance and satisfaction using data that can be measured and quantified. In positivism, coming up with a set of three hypotheses is possible because positivism is based on theories that have to be tested by gathering data through research (Rikap, 2022). This is especially because the current study is going to use positivism to work towards developing results that are not only reliable and valid but also generalizable across the entire workforce of Tesco. Although broad, this objectivity helps to ensure that the conclusions drawn from the results are grounded in facts that can be observed and quantified in some way, replacing he said/she said with factual data about how organizational culture influences employee well-being.
[bookmark: _Toc167923528][bookmark: _Toc174000769][bookmark: _Toc174962051]3.2 Research Paradigm
The method used in the present study is quantitative research. The choice of quantitative paradigm is justified by the fact that the methodology is based on numerical data and provides an opportunity to recognize quantitative patterns or relationships between the study variables, as well as to determine their statistical significance (Berg, 2021). Based on this paradigm, only structured data can be obtained through such instruments as surveys where the responses to the questions can be measured and statistically tested. Using the quantitative approach in the research, the degree of employees to organizational culture, job satisfaction, and performance can be measured accurately and objectively within the structure developed by the researcher (Sharma, 2020). Therefore, based on statistical analysis, the study can hypothesize and infer answers to questions it asked about the organizational culture and the organizational performance in particular Tesco. This way, we present a very tangible, straightforward, formalized outcome that increases the store of knowledge in the field of organizational behaviour.
[bookmark: _Toc167923529][bookmark: _Toc174000770][bookmark: _Toc174962052]3.3 Research Approach
The research approach utilized in this study is deductive. The deductive approach is suitable because it begins with established theories and hypotheses derived from the existing literature on organizational culture, employee performance, and satisfaction. These hypotheses are then tested through empirical data collection (Massimo, 2020). This approach ensures that the study is grounded in a well-defined theoretical framework and follows a logical sequence from theory to observation. In the deductive approach, specific hypotheses related to the impact of organizational culture on employee performance and satisfaction are formulated based on the literature review. These hypotheses are then tested using data collected from Tesco employees. The deductive approach provides a structured method for examining the relationships between variables, allowing for the verification or refutation of the initial hypotheses (Iansiti, 2020). This systematic process helps ensure the validity and reliability of the research findings, making them applicable to the broader context of organizational studies
[bookmark: _Toc167923530][bookmark: _Toc174000771][bookmark: _Toc174962053]3.4 Research Method
The approach used in this research is a survey-based quantitative research method. Thus, this approach is suitable because it makes it possible to organize and analyze data collected from several potential respondents. Questionnaires are particularly useful in collecting information about employees’ attitudes, perceptions and self-estimates although these measures are irretrievably important for disclosing the effects of organizational culture on job satisfaction and effectiveness (Ramadan, 2021). This expectation is informed by the fact that this study will use a structured questionnaire to make the results as valid and reliable as possible besides facilitating easy analysis and drawing of conclusions.
[bookmark: _Toc167923531][bookmark: _Toc174000772][bookmark: _Toc174962054]3.5 Research Strategy
The research design adopted entails the administration of an e-survey to employees at the Tesco organization. As for the method of survey, the e-survey is chosen because it is easy and effective in terms of coverage to a large number of people in the organization (Rorato, 2020). This technique is useful in distributing forms or questionnaires to obtain the responses quickly and in similarly consolidating them. This way all the questions that are responded to are similar for all the respondents and are posed in the same order improving the credibility of the data obtained in the e-survey. This strategy also saves costs and minimizes the chances of data entry errors because the response is keyed into an electronic system database.
[bookmark: _Toc167923532][bookmark: _Toc174000773][bookmark: _Toc174962055]3.6 Sampling Methods
The technique of stratified random sampling will be used to ensure the selection of Tesco employees in the sample set. Stratified sampling implies the distribution of the total population into subgroups (strata) depending on some definite characteristics, for example, department, position rank, and geographical location (Brando et al., 2022). The samples that are then chosen randomly should be from each of the formed strata. This approach is selected to ensure that various parts of the employees’ population are covered to get a better picture of the organizational climate and vice versa (Alam, 2020). By making the study sample achieve departmental and seniority diversity, the study intends to enhance the extrapolation of the study findings to the entire organization.
[bookmark: _Toc167923533][bookmark: _Toc174000774][bookmark: _Toc174962056]3.7 Data Collection Methods/Tools
Questionnaires will be administered to the participants through an e-mail invitation link. To support the goals of the survey, questions that are specific to the measurement of the organisational culture of the company and the overall ratings about aspects of organisational practices will be adopted in addition to indexes for measuring the self-performance of the employee with different relevant working features of the company. This will ensure that the use of rating scales to quantify the responses is possible hence making it possible to carry out a statistical analysis (Parades, 2020). This method is selected to maximize the gain of information and because it allows to obtaining of a significant amount of data from different people. It will also help in determining the magnitude of the impact of organizational culture on the outcomes of interest. 
[bookmark: _Toc174000775][bookmark: _Toc174962057]3.8 Key elements of the survey will include: 
· Perceptions of Organizational Culture: Percentage response questions are to capture the employees’ perception of the beliefs and standards that define Tesco’s culture . 
· Job Satisfaction: Attitudes will cover different dimensions of job satisfaction which are; the perception of the work environment, perception of organizational recognition, perception of promotion and training (Woods, 2022). 
· Self-assessment of Performance: Participants will be required to offer self-evaluations regarding their performance through the use of rating scales; this will help in assessing the impact of organizational culture on employees’ performance (Alam, 2020). 
[bookmark: _Toc167923534][bookmark: _Toc174000776][bookmark: _Toc174962058]3.9 Data Analysis 
The results of the survey will be analyzed statistically with the use of mathematical tools to test the hypothesis of the relation between organizational culture, employee performance, and satisfaction. It allows proposing results in various types of graphs such as bar graphs, pie charts and scattergrams to illustrate the conclusions drawn out. These graphical representations shall aid in the analysis of results since; they shall be used to show the distribution, and compare and highlight any trends (Rorato, 2020). Thus, the methods used in the analysis help to achieve a clear and avoid ambiguous goal of the study, which is the identification of the relationship between organizational culture and employees’ performance in Tesco.
[bookmark: _Toc167923535][bookmark: _Toc174000777][bookmark: _Toc174962059]3.10 Time Prospects of the Research (Gantt Chart)
The plan that will be applied in the process is a Gantt chart that depicts the timeline of the study starting from the literature review stage to data collection, analysis, and report writing stages. This chart will act as a guide on how to track time and day for day’s progress and to ensure that the research is on the right track (Woods, 2022). Major activities that would undertaken will be the development of the survey instrument, pre-testing, sample survey, compilation and analysis of results and preparation of the final report.
	Gantt Chart

	Task / Week
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	X
	
	
	
	
	
	

	Survey Distribution
	
	X
	X
	
	
	
	
	

	Data Collection
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	Final Report Submission
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This study will observe the necessary ethical issues needed for the research and the following measures shall be taken to meet the necessary ethical issues needed to carry out the study; Firstly, participant consent will be sought from all the participants before they agree to be taken through the survey (Brando et al., 2022). Informed consent will involve explaining to the participants the aim, methods, risks and benefits of the study. They will also be informed that participation is voluntary in the study and they are free to withdraw at any time without any repercussions.
As for the anonymity of respondents, it will be preserved at all stages of the research. Introduction No personally identifiable information will be gathered during the process and all collected data will be stored in password-protected files and gaining access to them will be limited to the research team only (Parades, 2020). To prevent the compromise of participants’ rights to privacy, only statistical data shall be produced in the study and presented in the results section, hence, eliminating any possible ability to identify any participant’s inputs.
The information that is going to be gathered and analyzed will be used for academic research and will be not disclosed to any other individuals or organizations. To legalise its conduct, ethical clearance will be sought from the right authorities and the Institutional Review Board to ensure that the research is ethical (Alam, 2020). It is important to note that these ethical measures are comprehensive to ensure the research meets acceptable standards of ethical practice and participants’ rights are respected in the course of the study
Through applying this research approach, this study intends to offer a clear and sound picture of the relationship between the organizational culture at Tesco and its impact on employees’ performance and satisfaction levels.
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[bookmark: _Toc174962062]4.1 Introduction  
In order to understand the impact of organizational culture on employee performance and satisfaction, a survey has been conducted by utilizing a strategy of random sampling method. The further segments of this chapter are dedicated to data analysis in which the responses of participants are interpreted. Descriptive statistical analysis method is utilized for interpreting the inclination of participants by encompassing their viewpoints in statistical manner. this chapter also includes a segment of discussion in which the findings of data analysis are comparatively examined with the conclusions of literature review in order to signify deductive approach in this research.  
[bookmark: _Toc174962063]4.2 Interpretations  
Question 1: How long have you been working in the retail industry?  
[image: ]
Interpretation  
Employees of retail industry who have served different terms and tenure in their companies are recruited in the survey in order to obtain insightful Information from them regarding their experience of organizational culture. a significant number of 26% respondents are the employees who have served from one to three years and their respective companies. On the other hand, 19% candidates are those ones who have served in this industry for a considerable tenure of up to five years. However, employees who have served comparatively lesser tenure in these companies can also provide a significant and reliable information regarding their recent experience. 


Question 2: Do you believe that organizational culture is impactful for employees’ satisfaction?  
[image: ]
Interpretation 
A strong agreement can be observed in the candidates regarding the impact organizational culture on employee satisfaction. Around 27% of these participants moderately agree about the effectiveness of organizational culture and environment of the premises to affect the satisfaction and retention rate of employees. This positive response can be due to several factors such as intrinsic motivation of participants to willingly stay in the company for career growth and organizational recognition which cannot be accomplished by a favorable and habitable organizational environment. On the other hand, there are also respondents that do not agree about the direct correlation between employee satisfaction and organizational environment which shows that extrinsic factors are more important for their priorities such as wages and incentives.  
Question 3: In your views, is the organizational environment responsible for enhanced or decreased employees’ productivity?  
[image: ]


Interpretation 
Majority of the participants strongly agree about the influence of organizational and premises environment on increased or decreased productivity of employees. A positive work culture and substantial command chain of supportive managers can help with encouraging the employees to increase the productive outcomes at work related tasks. These obvious influences lead 25% employees to be in favor of a positive work environment in order to sustain their productivity. On the other hand, 23% participants do not agree about a direct or passive influence on productivity by organizational premises or work culture. It is believed by these candidates that productivity of an employee entirely depends on their willingness rather than command chain of organization or the environment of the premises. 

Question 4: Do you think that poor organizational culture can reduce the effectiveness of employee retention strategies in a company?  
[image: ]
Interpretation 
Improving the organizational culture and environment of remises is one of the initial strategies of renowned retail companies like Tesco to ensure enhance the rate of employee retention and gaining the trust of their employees for long term. Moderation can also be reflected in the collective responses of participants since the 28% of them strongly agreed about the effectiveness of organizational culture on employee retention rates. behavioral patterns of managerial employees and human resource management is also stated to be remarkably influential for increasing or reducing the employee retention rates. Comparatively higher number of positive responses by these candidates also reflect that poor organizational culture is also responsible for enhancing employee turnover in a company. 
Question 5: In your opinion, which aspect of organizational culture is most influential for employee satisfaction and productivity?  
[image: ]
Interpretation 
Majority of the participants in this survey believe incentives and increments to be more confidential for building a favorable work culture and a retail sector organization. Monetary increments and incentives are extrinsic motivation for employees which is understandably more important for ensuring their overall satisfaction and enhanced productivity in the organization. On the other hand, equal pay and similar wages for the same designation employees is also among uh the major concerns of these candidates which is responsible for ensuring favorable work culture in a retail sector organization. Significance of promotion and increment opportunities is also noted by a considerable number of participants in the survey which makes it an essential factor for favorable work culture in retail industry. 
Question 6: Do you believe gender pay gap makes a negative impression among employees in the retail sector organizations?  
[image: ]


Interpretation 
26% of participants are agreeing about the concerning situation of gender pay gap reflects that it is a significant factor for reducing the satisfaction of employees in retail sector organizations. It is also observable that dissatisfaction related to gender pay gap is more remarkable among female employees since inequality of wages is still prominent in the retail sector organizations especially on the more laborious designations. However, 23% participants disagree about the significance of this factor in today's era which reflects that the issues related to gender pay gap and retail sector organizations are not as severe comparing to the previous trends. 
[bookmark: _Toc174962064]4.3 Discussion  
Findings and conclusion of data analysis are observed to be resonating with the literature review and analysis of all the objectives in this research. According to the findings of first objective in the literature review, there are several initiatives by Tesco for decreasing the gender pay gap which is stated that the organization falls into the top fifty institutions that are considering gender equality in their organizational premises. Similar findings can also be observed in the collective responses of participants since a remarkable number of them is stated that gap and the wages offer different genders is not a significant issue anymore. Furthermore, it is also observed in both data analysis and literature review that concerns related to diversity issues are also mitigated by retail sector organizations in the last few years.  
following that, evaluation of second objective revolves around understanding the overall impact of organizational culture on the performance of employees which also has a similar result that resonate with the findings of data analysis as well. Respondents in this survey reported that they have a strong agreement about the influence of premises environment on the overall performance and productivity of employees. However, there is also a slight contradiction since a few participants also reported the organizational culture to not be as significant for overall performance and productivity of their employees. 
In order to critically examine the third objective and its results with the findings of data analysis; it can be observed that contemporary organizations of Tesco are increasingly considering the organizational culture and behavior related patterns for retaining the employees and ensuring their overall satisfaction for decreasing employee turnover rate. Tesco being a renowned company in this environment, ensures being a precursor of these initiatives. In order to fulfill the fourth objective for providing recommendations about organizational culture, 
 


[bookmark: _Toc174962065]Chapter 5: Conclusion
The purpose of this research study therefore was to explore organisational culture and its impact on the employees’ performance and satisfaction with specific emphasis on Tesco PLC; one of the leading hypermarket and supermarket retailers across the globe. The findings provided based on Tesco’s organizational culture, employee performance and satisfaction provide meaningful addendums to research focused on the impact that a robust corporate culture has on employees. 
First of all, it may be stated that Tesco’s organizational culture can be identified as one of the key factors that shape its employee performance. Organizational commitment at this company is geared towards improvement and innovation making the work environment motivating. It motivates one’s employees to be technology-inclined to increase their performance overall productivity and capacity to effect change. Another factor that is worth mentioning in this context is the culture of delayering, which means a reduction in the number of reporting levels and an increase in the level of direct communication between subordinates and managers since this practice also contributes to the enhancement of organizational efficiency and efficacy of decision-making. This integrated model makes employees at all these various hierarchical levels more involved and are thus in a better position to support the core corporate objectives. 
Survey questions and statistical findings also support the hypothesis on the positive correlation between the concept of organizational culture and that of employee performance in Tesco. Perception of the organizational culture as an enabler enhances the employees’ job performance measures. Training and development make working personnel to be productive by imparting to them various skills as well as knowledge that would enable them to perform various tasks efficiently. It does not only enhance the individual’s performance for the given task but also provides a positive impact on the company’s overall production efficiency.
Another factor is the level of satisfaction of the company’s employees: this is especially important when considering Tesco’s organizational culture.  For instance, your business motto is to make the shoppers a little more satisfied every day, then it applies to the workers calling for staff satisfaction.  Civil culture such as respect for people and recognition of individual efforts contribute to the employee spirit and commitment.  This will make the employees appreciate the company by feeling wanted and cherished, therefore leading to improved morale at work; and hence loyalty.  This means that, according to the findings of the current survey, employees who have been considered and appreciated by the management of the organization are more satisfied and have higher retention rates, as compared to others.  
 On a more professional note, due to the consideration of ethical policies and the environment, it extends its support to its clients and employees.  In sum, such organizational campaigns that inform consumers that this firm is economic and has declined to harm the environment while supporting certain social causes are clicked by employees because they too will be part of the noble company.  Consequently, strengthening the match between personal and organizational values contributes to the psychological contract by boosting the employees’ favourable perception of the company through satisfaction with the job and commitment to the organization.  Therefore, based on the presented results, the recommended measures can help further the development of organizational culture in Tesco, as well as enhance the performance and satisfaction of the employees.
Therefore, the company can succeed in the following initiatives:  Essentially, it revolves around the utilization of efficient communication channels and when the employees have some form of ‘ voice,’ it assists in altering the working environment for the better.  Some of the changes that could be taken to ensure that the employees are motivated include providing long-term holistic career advancement for the employees to boost their performance.  And, for the proof statement here is one more advantage to maintaining the concept of diversity and inclusion: it helps the company to fight for the equality of the work offer among all its employees.
[bookmark: _Toc167923538]Thus, it may reasonably be stated that the research has revealed a close linkage between this particular facet of organizational culture and the performance and satisfaction issues impacting Tesco’s personnel. The establishment of an organizational culture that challenges the employees to improve on the quality of services and Products embraces the use of technology, and adherence to laid down policies, and procedures standards also improves staff satisfaction and hence increases staff loyalty.   Therefore it will be the strategy of Tesco to sustain and indeed fortify a positive organizational culture is the most effective way for Tesco in its stake in the retail industry and more profits and success.   Consequently, the revealed findings of the present research may be helpful for other similar organizations interested in the improvement of the organisational culture to attain the desirable staff outcomes.   In this manner, it would be possible to ensure that different organisations build the right motivational climate for individuals to come out with high concern for tasks, and display high levels of commitment and satisfaction levels.  
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Appendix
Questionnaire
Question 1: How long have you been working in the retail industry?  
· Less than a year: 28% 
· 1 to 3 years: 26% 
· 3 to 5 years: 19% 
· 5 to 7 years; 17% 
· More than 7 years: 10% 
Question 2: Do you believe that organizational culture is impactful for employees’ satisfaction?  
· Strongly agree: 22% 
· Agree: 27% 
· Neutral: 3%  
· Disagree: 25%  
· Strongly disagree: 23%  
Question 3: In your views, is the organizational environment responsible for enhanced or decreased employees’ productivity?  
· Strongly agree: 25% 
· Agree: 23% 
· Neutral: 8% 
· Disagree: 21%  
· Strongly disagree: 23% 
Question 4: Do you think that poor organizational culture can reduce the effectiveness of employee retention strategies in a company?  
· Strongly agree: 21% 
· Agree: 28% 
· Neutral: 2% 
· Disagree: 26% 
· Strongly disagree: 23% 
Question 5: In your opinion, which aspect of organizational culture is most influential for employee satisfaction and productivity?  
· Engagement activities: 12% 
· Incentivization: 27% 
· Equal pay and wages: 21% 
· Promotion opportunities: 23% 
· Training and development: 17% 
Question 6: Do you believe gender pay gap makes a negative impression among employees in the retail sector organizations?  
· Strongly agree: 24% 
· Agree: 26% 
· Neutral: 7% 
· Disagree: 23%  
· Strongly disagree: 20% 
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