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Executive summary

The researcher discusses the background of Tesco Plc in this report, including the various factors that affect the company's external and internal environments, describes the roles of leadership and management during change processes, and identifies the contributions of various change agents during the change process. The primary consequences of change inside Tesco have been examined critically to ascertain the good and negative repercussions on Tesco. Additionally, this study includes the description of Tesco Plc's culture by the use of appropriate models. Also, the effect of culture on the transformation process has been examined critically. Also, a comprehensive approach to the different variables affecting Tesco's internal and external environments has been created.
  






















Contents
Introduction………………………………………………………………………………..3
1. Background of organisation…………………………………………………………….4
2. Financial, Human Resource change on Tesco during COVID 19………………..…….4
3.Critical discussion of the influences of change within Tesco…………………………..6
          3.1. MODELS………………………………………………………………………7
4. Role of leaders………………………………………………………………...………..9
5. Change agents…………………………………………………………………..……...10
6. Charles Handy Model……………………………………………………………..…...12
7. Hofstede Model………………………………………………………………………..13
8.Critically evaluate the impact of culture on the change process within organisation….14
Conclusion…………………………………………………………………………….…15
Recommendations…………………………………………………………..…………...16
Appendix………………………………………………………………………………..17
Reference………………………………………………………………………..………19















Introduction

This report was required by lecturer Maria Heffernan on 2nd August 2021 as part of the Leading and Implementing Workplace Change module. Paula Neagu, a student at the University of Wales Trinity Saint David, delivered this study. This report is due on 27th August 2021. The researcher compiled this study using a combination of books, journals, e-books, and online sources.
This study is focused on Tesco's financial and human resource improvements during COVID 19. The primary effects of change inside Tesco have been examined critically to find out both the good and negative impacts on Tesco. Also, a detailed examination of the different variables affecting Tesco's internal and external environments has been provided. As Well, the study referred the different responsibilities of the leader in the change process, particularly in the COVID-19 scenario. It has highlighted the contributions and responsibilities of different change agents, as well as the many problems that arise when a company fails to engage these agents in the change process. Tesco Plc's culture and management have apparently changed. The report last part carefully evaluates both the positive and negative impacts of culture on the transformation process.
Managing and leading changes within any business organisation can be defined as a high-level strategy that involves the intake of crucial decisions for benefiting the overall operational systems. This strategy also involves certain procedures that in turn provide relevant feedback for assisting the senior managers to take effective decisions, in this manner, monitoring the change within the workplace (Cameron and Green, 2019).














 1. Background of organisation
Tesco is a major retailer in the United Kingdom and one of the world's largest foodservice retailers. Tesco was founded in 1919 by Jack Cohen, who started selling more goods from a stall in Brixton's East End Market. Mr. Cohen earned £1 on a £4 buy at the start of the day. However, the Tesco trademark became apparent after five years, in 1924, when Mr. Cohen bought a shipment of teas from Mr. T.E Stock. Mr. Cohen opened a flagship Tesco shop in Burn Oak, North London, which was later merged with logo characters to become Tes-co. Tesco also offers non-food products such as clothing and electrical components. Also, Tesco employs about 326, 000 people and runs 2,318 shops across the United Kingdom, Europe, and Asia. The firm started as a distributor of foods and has now expanded into a retailer with a wider variety of retail goods (Peeroo et al., 2017). 

2. Financial, Human Resource change on Tesco during COVID 19
COVID-19, according to Alan Stewart, Tesco's Chief Operating Officer, is "a challenge like no other." "Our business probably change more in couple of months following the outbreak than in the whole of the last 10 years," Stewart argues, and they are pleased with how quickly and generously their staff responded to service their individual clientele first. ” ( Icaew, 2020)

Tesco's finance staff played a critical role in the company's rapid reaction to the crisis, collaborating with other departments to expedite the adoption of critical operational improvements. During that April week, the business almost expanded its capacity for online food delivery, becoming the first retailer in the United Kingdom to fulfil one million online food transactions (Serrat, 2017). 
Tesco recruited approximately 50,000 extra temporary employees to supplement its current staff on the shop floor, in warehouses, and as delivery drivers at the beginning of the crisis. Tesco has warned that the COVID 19 epidemic may cost the retailer more than £1 billion in lost sales; but, the benefits of high earnings, business rate reduction, and efficient management would exceed the losses. Tesco apparently added 16,000 permanent employees in response to all of this, to keep up with the "exponential growth" of online shopping (over 9 percent pre-pandemic over 16 per-cent). (McDonald, C., 2020)
There will be 10,000 individuals picking up purchases from shops, in addition to an additional 3,000 delivery workers. Tesco stated that the majority of these jobs would now be filled by individuals who had previously been hired as temporary employees at the start of the outbreak. Tesco has also shown an interest in assisting the administration's Kickstarter initiative, which was established to assist young people aged 16 to 24 in finding employment. 

During the pandemic, supermarkets profited from the closure of bars and restaurants and the shift in expenditure to home eating. But, according to Murphy, the extent of this movement varied from Ireland to Central and Eastern Europe. (Ft.com. 2021)
The growth in sales was countered by increasing employee unavailability, increasing online operations, and upgrading shops and delivery centres to new social and hygienic standards.
Despite an 8% growth in income to £48.8 billion, operational profit dropped 13% to £1.87 billion in the year ended February 27.
Murphy said the online retailer, which increased capacity in a few months, was now profitable. 
According to Murphy, the proportion of online sales will decline, but not to pre-pandemic levels. He also predicted that efficiency gains, such as restoring in-store pick rates that had been intentionally lowered to allow for social distance, would help minimize lower quantities of merchandise sold. 
However, pre-tax earnings fell by almost 20% as a result of significant Covid-related expenses included providing full compensation to employees while they were absent from work for illness or injuries, as well as covering all employee injuries and illnesses without receiving payment.
It also had to pay £535 million in lost property tax exemption benefits.
To assist support retail, leisure, and hospitality businesses during the epidemic, the government declared the business rates holiday in March of this year.
However, stores considered “essential” and those are permitted to remain open during a lockdown are considered supermarkets. After facing criticism, Tesco said that it will return the rate relief.
For the year Tesco's entire pre-tax earnings dropped from £1 billion to £825 million.
TPC partner Richard Hyman stated that by selling via Covid, Tesco had lost a lot of money.















3.Critical discussion of the influences of change within Tesco
According to Tesco's environmental assessment, the COVID-19 issue will influence its profits. (Tesco,2021) 
Tesco is expected to benefit from COVID-19's effects on its 2020 sales income, including increased demand for food and drinks as people stay at home, resulting in a 9.2 percent increase in sales in 2020 compared to 2019. Tesco has apparently launched a logistics service in the United Kingdom and increased the number of shipping slots available to satisfy the growing demand for online food. Tesco has many opportunities, including the following:
Tesco seems to have a strong presence in Western Europe (profits of 78.4 percent in 2019), and the catastrophic impact of COVID-19 on this sector, which resulted in advance savings, significantly increased sales.
Tesco is already delivering online purchases in plastic bags to reduce order fulfilment time and therefore the virus's danger.
Tesco's growth will be like that of its rivals since the increase in food and grocery supply may benefit all chain shops.
Tesco Bank reported a £175 million loss, compared to a profit of £193 million the previous year. It claimed that COVID 19 had resulted in a "substantial decline" in client spending, resulting in "decreased ranks of new economic activity in credit cards and loans, lower credit card bills, as well as a decline in ATM and travel financial transactions." Increased unemployment and lower-than-expected GDP growth resulted in a rise in the reserve for anticipated bad debts," the study said. While Tesco anticipates a profit for the bank in the next fiscal year, the pace and extent of recovery are highly dependent on economic forecasts, which remain uncertain. Tesco's shares fell 2.65 percent to 225.96p in early trading. ( BBC News. 2021)













3.1. MODELS
Lewin’s change management
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Kurt Lewin's transformational technique includes three steps: unfreezing, changing, and refreezing. The concept provides a simple and useful framework for comprehending the transformation process. According to Lewin, transformation begins with the recognition that a change is necessary, continues with the pursuit of a new, ideal consistency of conduct, and concludes with the establishment of the new behaviour as the norm. Numerous modern models of transformation are founded on this concept, which is still frequently employed today. (Martin-Neuninger and Ruby, 2020).
Unfreeze - It must first be unfrozen before any changes may be made. Because so many individuals are fundamentally hesitant to change, the unfreezing phase's objective is to increase awareness of the ways in which the status, or existing level of acceptability, is causing problems for the business. This is the day on which Tesco's modifications will take effect. Tesco has been resolved to just be prepared for change in this instance. Tesco attempts to restrain development by concentrating only on increasing earnings to preserve its position within the company.
Change - According to Lewin (1974), development is the process through which a group of people transforms or transitions into a new state of being. (Hartzell, 2021).
This ‘shifting' stage, often referred to as 'transitioning' or ‘moving,' is defined by the change's execution. Once again, changing is a technique that must be carried out properly to be successful. Throughout this process, workers should be made aware of the reasons that contributed to the decision and how they will be impacted if it is widely implemented. Tesco may be seen in this light as either a leader or a comforter. Communications are perhaps Tesco's most successful weapon for promoting change. Employees were allowed to participate in the activities because of a guiding strategic direction.
Refreeze - The third stage in Lewin's leadership method is refreezing, which refers to the process of strengthening, stabilising, and consolidating the new situation that results from the shift. This is the point at which the ultimate transformation happens, and Tesco intends to maintain it by keeping workers and educating them in a new viewpoint. The human mind is filled with creative ideas, which are subsequently applied in a business for customer service and organisational growth.
The advantages of using the Lewin change model
The Lewin model's benefits are self-evident since it is the most accessible technique. This allows for organisational flexibility, particularly in companies like Tesco that seem to be just getting started with excellent technology. On the other hand, it aims to simplify the process of dealing with opposition by immediately facing it.
Simple To Follow - The idea is simple, with three major phases and many substages inside each. According to Lewin's theory, the Force Field Analysis is a straightforward idea that Tesco can immediately understand and implement.
The following activities are highlighted - - Kurt Lewin's change theory's behaviourism looks into what motivates people to resist or embrace change; this emphasis on Tesco correlates to a variety of other theoretical frameworks that put a high premium on the human element of transition.
Tesco understands the Unfreeze, Transformation, and Freeze logic whenever they go through Kurt Lewin's change process. They may acquire a better knowledge of organisational transformation without being dragged down by marketing speak or complex methods, owing to its simplicity.

3.2-Kubler Ross model
The Kubler Ross model includes phases of grieving, starting with denial, bargaining, fury, sadness, and resignation. Employees may go through changes in randomly or repeat changes, thus acknowledging their feelings is important for communicating and empathising.
The idea is that before starting on a trip, a transition occurs, and the destination's positive and bad impacts should be reconsidered. This would lead visitors to the neutral zone, that connects the modern and old. Anger, denial, and irritation associated with change may cause people to either retreat to their origins or push real change. This is a more personal management style where workers help transition and consolidate change. As a large-scale company, Tesco cannot address individual employee obligations, but they utilise the model to negotiate changes in ways that encourage management to embrace new beginnings.
As Kubler Ross observed, most people will go through a cycle of emotions and return to a state of acceptance. However, people travelled through the cycle at varying speeds, and the depth of the low point varied as well. She imagined that these differences were connected to variables such as whether or not the individual had supportive networks; whether or not they had relatives they could count on; whether or not they had experienced past loss; as well as to their mental strength and how extensively they rely on coping mechanisms. (Wiggins, 2008).
To recognise and understand how other people are coping with change, the Kubler-Ross model may be very helpful. They instantly see their own responses and the behaviour of co-workers as a result.






4. Role of leaders
Covid-19 forced several companies to restructure or change their strategy. However, it supported Tesco's productivity plan. The company developed four guiding principles: "safety for all, food for everyone, and support for our workers and communities." During the pandemic, Tesco's management managed business goals, among other things. They started by outlining their objectives. "Security for everyone, food for all, help to our colleagues and communities," We utilised this framework to keep them afloat throughout the crisis. This enabled our executive team and customer service team to focus. Tesco's leaders have changed their working arrangements and communication approach with agencies and partners, which is the crisis's only upside. They have reduced the time and costs involved with the process from idea to implementation. (Stewart, 2021)
During the covid-19 problem, Tesco executives actively helped communities. They will have given over £60 million worth of food-to-food banks and charities working with the Trussell Trust and its allies by 2020. They give £8 million to over 8,000 local groups to support communities impacted by COVID-19. They have also developed methods to help their co-workers/employees. Employees with COVID-19 who get sick or need isolation are compensated from the first day of absence. During the initial wave of the epidemic, they recruited almost 50,000 temporary employees to assist consumers. Almost Christmas saw them recruit 11,000 temporary workers. The company will recruit 16,000 new permanent workers in August 2020 to help expand online commerce. During the covid-19 pandemic, Tesco's executives assisted the finance department in implementing new procedures. Tesco's finance team began by working with partners to quickly implement major operational improvements. On-line shopping capacity has almost tripled. During the crisis, Tesco added 50,000 temporary employees to assist in shops, distribution centres, and delivery trucks. During the crisis, the financial staff moved to remote work. The move went well because to the company's culture.
Throughout the covid-19 crisis, the company's management used several effective measures, including increasing online sales, employing more employees, and developing new and safer delivery ways for customers. All the while, the company remained dedicated to improving customer service and overall security. Tesco is a big company with strategic advantages. Tesco has utilised these advantages to benefit both its consumers and all of its stakeholders.
To retain market supremacy, corporate leaders have focused on consumer needs. Throughout the epidemic, the company prioritised consumer and employee safety. The business was able to retain its top service provider status by focusing on product safety and implementing precautions. During the pandemic, Tesco's management stayed dedicated to the brand objective.
Tesco's leadership role in planning and implementing change procedures during the Covid-19 pandemic helped expand and keep customers. During the epidemic, Tesco's main aim was to provide "safety, food, and support for our workers and communities." Tesco's consumer-centric approach has helped them recover and retain market dominance. Given the significant growth in online sales, the company increased its online support personnel. Their generosity, along with the company's strategic skills in its shops and online platform, has allowed everyone to safely purchase goods and services. They quickly upgraded their online client assistance capabilities and equipped their shops with significant social distance measures to guarantee customers could shop safely.
Leadership in change process and managing complex issues.
To facilitate effective transition, leaders must serve as positive role models. The company's performance is determined by the leadership style and degree of involvement in the organisational transformation programme. For Evolve Management to work, you need both leadership and a knowledge of how Leaders must not only design but also promote and communicate ideas to subordinates. Change management needs more than basic planning: it must address the human aspect of transition resistance. Executives must assess stakeholder goals, create business cases, and monitor assumptions, risks, interconnections, costs, and cultural issues to handle complicated problems. Leaders must also explain to stakeholders why, what, and how the change will be implemented. Beyond adapting to change and addressing complex issues, leaders must empower their teams and ensure that the business has a solid information, training, and skill development framework. For change management leadership, these qualities are needed. A leader's job is to connect the business with the change.

5. Change agents
The pandemic and the Covid 19 problem forced several businesses to shut or change management. Tesco, on the other hand, escaped many of the changes. According to Tesco UK CEO Jason Tarry, Tesco did not undergo many changes, but it had to adjust to the rapid environmental change. Tesco's new strategy and focus on objectives helped it guide its plan successfully (Brannen et al., 2020).
Priorities include maintaining everyone's safety and food security, as well as helping colleagues and communities. Tesco used these four goals to create a new, more effective, and efficient strategy. However, the weekly input process has not been pushed to daily to keep up with environmental changes.
To comprehend what needed to be done from a centralised perspective, executives had to visit Tesco stores and speak with staff in real time (Trowler, 2019).
Tesco struggled to keep up with consumers and co-workers’ everyday comments. Tesco wanted to be quicker, more responsive, and stronger, so they went back to a three-day-a-week feedback process.
During the Coronavirus outbreak, Tesco used internal change agents. Diverse business leaders helped create ways to simplify operations and retain customers. The leaders worked together to resolve the complex issues caused by the government's limitations on public gatherings and business closings (Chkanikova and Sroufe, 2021). An emphasis on customer value and community support helped Tesco build stakeholder connections and market strength because of the new rules. Tesco's change agents helped overcome crisis difficulties. The company's online sales grew substantially because of the transition, and about 16,000 new permanent employees were hired to support online sales.

Issues that arose without the use of change agents
Throughout the epidemic, Tesco focused on delivering customer value and community support, which helped maintain consumer trust and market strength. During the crisis, the company used marketing change agents infrequently, causing issues. Profits from retail stores closed during the crisis dropped 14.7% too little under £2 billion. Getting products and services online, as well as securing physical shops for consumers, accounted for a large percentage of additional spending. Profits before taxes fell by 19.7% to £825 million (Schleper et al., 2021).

Role of change agents during the change process
In an organisation, change agents are people or groups who are in charge of initiating and maintaining transformational change. It is possible for change agents to be internal (such as leaders) or external (such as people recruited to supervise change processes). Managers and workers are educated on how to acquire the abilities required to supervise change in a range of creative organisations. Change agents may also originate from outside the organisation or be hired from outside the organisation, for example, consultants. Consultancy, training, and research are the three different tasks that change agents do. It is possible and common for management of a company to fulfil each of these duties. Additionally, these responsibilities may be carried out by an external change officer (Buick et al., 2018).
Consultation: When acting as a consultant, the change agent communicates information from outside the organisation or helps members of the organisation in the creation of information inside the organisation. The primary aim is to assist employees in addressing issues via the use of accurate data analysis (Specht et al., 2018).
In this instance, the change agent is a trainer who educates businesses how to implement changes via the use of data. It is the agent's objective as a trainer to do two things: to assist organisation members in acting on current information and to equip company workers with new abilities - the capacity to find, analyse, and utilise fresh data in order to deal with future issues. 
As a researcher, the change agent may teach employees in the organisation the skills they need to properly assess the effectiveness of action plans that have been put in place. Aside from that, the change agent includes an evaluation component into the entire intervention approach, which may be utilised to address not only present but also long-term problems (Specht et al., 2018).






6. Charles Handy Model
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It has approximately 440,000 employees across 3,700 stores worldwide. Tesco need an adaptive corporate culture and smart strategy to effectively convey its major company goals. That which is acceptable in an organization's culture. Tesco's management has realised that happy workers embrace the company's core values. Tesco's corporate culture influences staff behaviour and work processes. Managers follow Charles Handy's advice to maintain Tesco's culture.
In a power culture, few people have full influence over different company operations. The task culture encourages workers to create teams and work together to solve problems. Personal culture implies workers emphasise personal needs above organisational requirements (Gao, 2017). 
Employees are given work tasks based on their abilities, according to role culture. Tesco PLC has a role culture where each person is evaluated and assigned tasks based on their skills. Tesco has assigned duties to workers based on their specialisations in light of the new development. (Szymanska, 2016).











7. Hofstede Model
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The UK got a low score of 35 in power distance. This shows British culture values human equality. The company will therefore be able to eradicate workplace discrimination and promote equality.
On individuality, the UK scored 89. British culture values individuality. Thus, Tesco PLC will encourage workers to express themselves while working (Hofstede-insights, 2019).
The UK scored 66 for masculinity. The British culture values great performance and success. Tesco PLC will be able to concentrate workers on the organization's objectives, guaranteeing great company profitability.
In the aspect of avoiding ambiguity, the UK scored 35 out of 100. Uncertainties do not influence British culture. Tesco PLC will therefore help its workers become more adaptable to changing business conditions.
Overall, the UK earned a modest 51. In other words, traditional and contemporary methods coexist in British society. As a result, Tesco PLC will encourage workers to use both conventional and new methods (Hofstede-insights, 2019).
Indulgence factor: 69 for the UK This shows that the British like to use their free time efficiently. Because of this, Tesco PLC offers flexible working hours.









8.Critically evaluate the impact of culture on the change process within organisation.
The term "organisational culture" refers to the values and beliefs that guide how workers behave in the workplace. According to Elsmore (2017), a strong corporate culture helps workers perform well at work. It also contributes to a healthy and friendly workplace, fostering strong connections among workers and leading to high employee engagement. A successful workplace culture encourages workers to adapt to frequent workplace changes, thereby increasing employee adaptability.
Tesco PLC's job culture encourages workers to work effectively to achieve successful change implementation.
The Customer Service Development Plan enhanced the company's culture. Assessing the impact of culture on organisational change improved Tesco's customer reaction.
Leaders influence the business' culture. Khan's research demonstrates that values affect employee behaviour. He goes on to say that managers must understand the company's culture to successfully manage operations and prevent disengaged. Employees are encouraged and rewarded for sharing a sense of responsibility. Culture determines employee-employer compatibility. A good fit is when an organization's values match a worker's values. A strong culture, says Choi, benefits business. High production is one of the main advantages. Unshared beliefs, objectives, and dedication will erode the network. Workers' motivation is affected by their colleagues' behaviour (Tarba, et al., 2019).
By instilling fear of change and the rejection of competing ideas and group behaviour, tradition, market instability, or behavioural constraints may obstruct organisational transformation. Great culture is neither backward or arrogant. A resilient culture values flexibility, ecological awareness, and sensitivity. Values shape people's responses to change. Employees will oppose change if the company prioritises comfort and safety. Employees are more receptive to change if the shared value supports it. Employees impacted by change are distrustful and dissatisfied. Work-life problems, discrimination, and workplace dissatisfaction are all possible consequences.
In other cases, workers resist change because they are unaware of its positives and negatives. Negative emotions such as distrust and anxiety are aggravated by a lack of communication and unreasonable timelines.








Conclusion
The Tesco PLC UK is well-known enough among consumers all around the globe to be welcomed by everyone. We spoke about the new methods they've used to better enter the market and generate greater consumer engagement in the research. Through the selection of change models and methods, as well as an analysis of their external and internal environments, we've gotten to the debate point.
During the COVID-19 pandemic, Tesco Plc must use change management to keep ahead of competitors. SWOT and PESTEL studies have been used to analyse Tesco Plc's internal and external surroundings. The research utilises Kubler-Ross' theory to illustrate the employees' inner thought process that is engaged when doing tasks such as making changes and undergoing transformations. The research uses the Charles Handy Model to define Tesco Plc's culture. Change and management efforts may fail if managers do not use the models. To avoid failure, the company must utilise various models effectively.

















Recommendations:
Tesco workers should be provided with efficient leadership, time management, and the development of analytical abilities, among other things.
Detailed financial budgeting and resource allocation to support the smooth operation of the numerous changes that Tesco intends to implement are essential. The implementation of system-related changes necessitates significant financial expenditures, which must be successfully handled by Tesco.
It is expected that the implementation of successful training programmes would result in improved employee involvement because of the use of knowledge, organisational objectives, and facilities across different departments. This would bring their interests into line with the company's goals and aspirations.
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SWOT
	Strengths

· High brand value
· Skilled workforce- Tesco increased its staff by 16,000 employees to meet rising demand. (Ruiz-Tagle, 2020).
· Technological development
	Weaknesses

· Financial instability
· Food safety rules may have important consequences


	Opportunities

· High business expansion opportunities
· Tesco should capitalize on the current trend.
	Threats

· High rate of competition in the UK market
· Tesco's quick shift to an online platform saved the business while many others were collapsing. COVID 19-related expenditures totaled £533 million. 












PESTEL
	Factors
	Elements

	Political
	· BREXIT

	Economical
	· Rate of inflation
· GDP 

	Social
	· High UK population

	Technological
	· Use of innovative technologies

	Environmental
	· Outbreak of pandemic

	Legal
	· Use of government legislations
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