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[bookmark: _Toc134825436]Introduction 
Tesco Plc is a multinational company founded in 1919 by Jack Cohen, who execute its market amidst retail stores. The establishment is diverse in managing several stores, involving Tesco express, extra stores and mega stores. in addition, it focuses on helping customers with their daily needs, by providing an affordable, sustainable, and healthy food, while providing a better quality of life and an easier way of living (Tesco Plc, 2022). Recently, the pandemic, Covid -19 has had a huge impact on the economy and the surviving standards worldwide. As a result, world leaders proactively proposed control measures to mitigate the spread of the virus. Essentially, these changes have had a great impact on consumers and their patterns in shopping, such as shopping electronically (Boyle et al., 2022). Accordingly, these changes impacted the performances and strategic approach for Tesco.
The aim of this report is to establish a comprehensive understanding of the leadership and management of change. As a result, a change management plan will be established for Tesco by pivoting its processes and by understanding the impact of the changes caused by Covid-19. Subsequently, this report will be divided in three segments. Firstly, the report will critically analyse the relationships between environmental change and the organisational capability of Tesco. Secondly, analyse the nature of the change while evaluating concepts relating to leadership regarding change management, by evaluating three change management models which will be underpinned in this report, such as Lewin`s change management, ADKAR, and Porters change model. Finally, the report will propose the most applicable and satisfactory model for the change strategy. 
[bookmark: _Toc134825437]The Current State of Tesco
Tesco is the leading British retailer with its headquarters in England. Tesco, with more than 360,000 staffs, serves many millions of customers every week, in stores and online. These workers compete a valuable part in the tactical growth and development of the organisation. In addition, the team members support in the implementation of strategies, to enhance the service provided to their customers (Tesco Plc, 2021).  In addition, Tesco has undergone, significant changes overtime, recurrently transforming its business to address changing market conditions and evolving customer’s needs. Subsequently, focusing on the pandemic, Tesco has also been affected by the same which has brought disruption and uncertainty to all shareholders and stakeholders. As a result, with the support of the government, they have ensured that their staff were supported financially, while ensuring that they were supported with their wellbeing, where most organisation were firing their staff. Furthermore, Tesco ensured that recruiting additional staff members to support shift patterns and potential isolation (Tesco Plc, 2021).
[bookmark: _Toc134825438]Section 1: Identification of a strategic change plan
To recognize a strategic proposal for Tesco, this report will explore the impact of the external drivers the organisation evolution. A selection of models will be explored to analyse the current climate of the organisation.
[bookmark: _Toc134825439]External environment factors
PESTEL Analysis studies the key external factors (Political, Economic, Sociocultural, Technological, Legal and Environmental) that influences an organisation (CIPD, 2021). There are several external factors that acted as change drivers for Tesco during the pandemic. These factors can be analysed using a PESTEL framework in them context of the UK. 
	
	External Factors to Contemplate
	              Factors within Tesco

	






Political 
	
· Political stability
· Brexit
	

· The government response to the pandemic through lockdowns and restrictions caused disruptions in supply chain and reduced footfall in stored preceding to a significant financial loss for Tesco. 
· The government support through business grants and loans helped Tesco to manage the impact of the pandemic.
· The Brexit deal and its impact on trade regulations and supply chain management.

	


Economic
	· Financial impacts
	· The pandemic caused a recession in the UK economy, leading to job losses and reduced consumer spending. As a result, affected Tesco`s sale and profitability. 
· Tesco responded by launching low-prices campaign, expanding online presence.
· Rising inflation and fluctuating exchange rates impacting the cost of the imports.

	



         Sociocultural
	· Consumer behaviour change
	· The pandemic led to change in consumers behaviour, including increased demand for online shopping, home delivery, and contactless payment. Tesco responded by investing in its online platform, expanding its delivery capabilities, and promoting safe shopping. 
· Growing demand for sustainability and ethical source of products. 

	

Technological
	· Technology growth
	· Increased in the use of digital technologies and e-commerce platforms for shopping during the pandemic.
· Development of new technologies for new supply chain optimization and customer experience. 

	

Environmental

	· Sustainability awareness
	· Growing concern for sustainability and environmental impact of products and packaging. 
· Effects on climate change leading to potential disruptions in the supply. 

	
Legal 
	· Regulations 
	· Changes to employment law and health and safety regulations related to the pandemic affected Tesco`s operations and workforce. 



As a result, to manage change in response to these external factors, Tesco implemented various strategies such as - Expanding its e-commerce capabilities and online offerings to meet the increased demand for online shopping. Investing in new technologies and automation to improve efficiency and reduce costs (Mindtools, 2021).
[bookmark: _Toc134825440]Internal and external analysis
A synopsis of an internal and external factors will be given using a SWOT analysis. A SWOT analysis is a strategic planning tool used to study and analyse the strength and weakness of an organisation which is the internal factors, which gives Tesco potential advantage or disadvantage over its competitors such as products and services or skilled employees.  Opportunities and threats which are external factors, where Tesco can take advantage to grow or improve emerging markets, or changes in consumer behaviour and changes in regulations. This analysis can assist business can help business as Tesco, to identify areas where they might need to improve as well as potential opportunities and threats in their marketplace. This data is used to create strategies to influence strengths, tackle weaknesses, exploit on opportunities, and mitigate threats (SWOT Analysis, 2023).
	Strength
	Weakness

	Financial turnaround 
Market share
Strong performance 
Innovation 
Adaptability 
	Leadership change 
Quality control 
Shortage of products 
Inventory management
Food safety issues 

	Opportunities
	Threats

	Growth and online groceries sales 
Machine learning 

	UK – EU Regulations 
Brexit supply chain 
Economic recession 
Competition 



The table above explains the strengths, weaknesses, opportunities, and threats of Tesco. As presented in the table, the financial turnaround, strong performances, innovative ideas, and its ability to be adaptable are the external factors such as the pandemic trigged restrictions on in-store purchases. A selection of Tesco`s weaknesses, such as shortage of products or leadership change, are temporary. However, the continued issues are associated with quality control. And inventory management.  Subsequently, measures to prevent the spread of Covid-19 barred people from steeping out as much as they would like to. As a result, these restrictions enhanced the prominence of online groceries.  The increase uncertainty around Brexit and the supply chain, the economic recession and potential competition has been a continuous threat to Tesco (Tesco SWOT, 2020).
[bookmark: _Toc134825441]Leadership Styles
Autocratic leadership – according to Investopedia (2021), autocratic leadership is a style in which leaders make decisions without seeking input from others. 
Democratic leadership – according to Investopedia (2021), Democratic leadership is a style in which leaders include team members in the decision-making process.
Laissez-faire leadership – according to Investopedia (2021), laissez-faire leadership is a style in which leaders give their team members maximum freedom to make decisions.
Transformational leadership – according to Investopedia (2021), transformational leadership is a style in which leaders reward team members for achieving specific goals. 
Servant leadership – according to Investopedia (2021), servant leadership is a style in which leaders prioritise the needs of their above their team members their own.
Charismatic leadership – according to Investopedia (2021), charismatic leadership is a style in which leaders use their charm and personality to influence and inspire their team members. 
Tesco used a variety of leadership styles to manage change during the pandemic, however, the report, will be focusing on two leadership styles, transformational and democratic styles primarily. 
· Transformational leadership: Tesco`s CEO Ken Murphy, demonstrated this leadership by inspiring and motivating employees to adapt to the changes brought on by the pandemic and by setting a vision for the future of the company (Forbes, 2021).
· Democratic leadership: Tesco`s management team involved employees in decision-making processes related to safety measures and new polices, which helped to build trust and engagement among the same (Insight network, 2021).
· Servant leadership Tesco`s focus on the meeting of the needs of customers and communities during the pandemic and demonstrated a commitment to servant leadership, which ranked the needs of others (Tesco Plc, 2021).
· Charismatic leadership: Tesco`s marketing campaign during the pandemic showed charismatic leadership by using stories and emotional appeals to connect with customers (Forbes,2021).
· Transactional leadership: Tesco used this leadership by rewarding employees who demonstrated exceptional performance during the pandemic with bonuses and incentives (Tesco Plc, 2021). 
[bookmark: _Toc134825442]Organisational culture 
The pandemic had a significant impact on the organisational culture of Tesco, as well as many other organisations around the globe. Tesco, remaining an enormous retail company had to quickly adjust to relatively new approaches in their pattern of work to continue providing an excellent serve to their customers while keeping their personnel safe. One of the main changes that Tesco implemented was an alteration to online ordering and home delivery as majority of customers selected these options to avoid going into the stores. as a result, Tesco upscaled their online capacities and delivering slots which required spontaneous change to the organisational structure and progressions. In Addition, Tesco implemented the launch of new safety measures in stores, such as social distancing personal protective equipment for personnel, and enhanced cleaning procedures. Essentially, these changes required a substantial amount of training and communication to ensure that staff members adhered to legal and more protocols. 
[bookmark: _Toc134825443]Hofstede`s cultural framework
This framework is applied to understand how different cultures approaches various aspects of life, including business. The dimensions are power distance, individualism vs. collectivism, masculinity vs. femininity, uncertainty avoidance, and long-term vs. short-term orientation (Hofstede`s, G. 1980).  The impact of change on organisational culture can vary widely depending on the type of change that is somewhat implemented. For instance, if the change involves a shift towards more a collaborative decision-Making process, this led to a culture that values teamwork and inclusivity. Comparatively, if the change involves a shift towards a more hierarchical decision-Making process, this could lead to culture that is principled in authority and obedience. 
In terms of how these factors connect to Tesco, it is worth noting that the company operates in multiple countries and cultures, which means that its organisational culture may vary depending on the region or market.  Nonetheless, Tesco has been recognised for its solid customer focus and its commitment to embrace change to stay competitive (Northouse, P.G, 2019). In terms of Hofstede cultural dimensions, Tesco operates in an array of cultures, and its organisational culture likely to reflect the dominant cultural values of each region, these cultural values could impact the way Tesco approaches organisational change and leadership (Leadership & Management, 2021).
[bookmark: _Toc134825444]Process of change management 
The pandemic shown unprecedented challenges for organisations, including Tesco, and required them to spontaneously adjust to new circumstances. I relations to change management there were likely various areas where Tesco could have potentially done better, even if they were effective in accentuating communication.  Nonetheless, there are some areas where Tesco’s could have improved their change management process during the pandemic:
· Agility: with the pandemic being unpredictable, it was vital for organisations to be agile and be able to adjust quickly. As a result, Tesco could have been more effective in ensuring that the management process was variable enough to respond to changing circumstances. 
· Employee management: communication is a vital component during change management, it is also important to engage employees in the process. Essentially, Tesco could have done more to engage with employees in decision-making and to ensure that they felt supported during the pandemic. 
· Mental health assistance: the pandemic has taken a toll on mental health of many people, including employees. They could have been more effective in proving support and resources to employees during the pandemic. 
· Supply chain management: with the disruption caused by the pandemic with supply chain, it was paramount that Tesco should have been able to manage their supply chain effectively, as a result, Tesco could have done more to meet their customer demands for essentials during the pandemic. 
Generally, while they were successful in emphasising communication during the pandemic, there were highly likely that various extents could have done better in terms of change management. Nevertheless, there are always areas for improvement, and it is important for organisations to learn from their experiences while ensuring necessary changes are being made.
[bookmark: _Toc134825445]Section2 – Critical Evaluation of the Change Management Models 
In this segment, this report will explore the evaluation of three change management models, meanwhile, the most suitable model for change will eventually be proposed to Tesco. These models widely focus on the viable approach of change implementation (Galli, 2018). 
[bookmark: _Toc134825446]Kurt Lewin`s Change Management 
The Lewin`s management model otherwise known as the freezing- change – refreezing model, is a framework for understanding and managing organisational change. The model was developed by psychologist Kurt Lewin in the 1940`s, and it remains one of the most widely used change management models to date. This model consists of three stages: 
1. Unfreeze: initially, the organisation must unfreeze its current state to prepare for change. This encompasses creating awareness of the need for change, building a sense of urgency, and establishing a willingness to change. 
2. Change: secondly, the actual change is implemented. This may involve introducing new processes, systems, or technologies, or moreover changing the organisational culture. The change is often accompanied by resistance from personnel or other stakeholders, and effective communication and training are crucial to overcoming this resistance. 
3.  Refreeze: in the final stage, the organisation refreezes the change by embedding it into the culture and processes of the organisation. This involves reinforcing the new behaviours and systems while ensuring that they are sustained over a period.
This model is often used as an initial point for change management initiatives, it provides a useful framework for understanding the challenges and opportunities that arise during the change process. Nonetheless, it is critical to note that every organisation and change initiation is exclusive, and the model should be altered to conform to the exact needs and instances of each circumstance. This model is critiqued for its ability to be deficient of concern of mankind feelings encountered throughout the change implementation development. 
While the Lewin model is well established model, like any model it has its limitations and potential drawbacks. This report will be drawing below some critical analysis points to consider when applying this model to Tesco. One of the criticisms of this model is that it oversimplifies in the above three stages, however, the change process can potentially be more complex with many unpredictable variable and factors which may enable Tesco to encounter unexpected challenges or resistance during the change process. The next critique is the lack of flexibility, Tesco may need to be flexible in its approach as circumstances changes. For instances, even for any reason the pandemic gets worse, they would need to implement new safety measures. The next point observe is resistance to change, it accepts that the resistance to change is normal, however, does not provide detailed guidance on how it can be addressed. Consequently, Tesco can face resistance from customers, personnel; it would need to have a plan in place to overcome this barrier. Finally, the culture and context – this model does not consider the unique culture of Tesco. The model assumes that there is only one route to change management, but realistically Tesco may need to adhere to its approach to embrace a particular culture, organisational structure, and business innovation. Mainly, the Lewin model can be useful, for managing change within Tesco, however, should be used cautiously while they endeavour to suit specific needs and climate of the organisation. 
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[bookmark: _Toc134825447]ADKAR Change Management Model
The ADKAR model is a change management model that aims on the individual level of change, and it is often used to establish organisational change initiatives. ADKAR stands for Awareness, Desire, Knowledge, Ability, and Reinforcement, and it defines the five key stages that individuals must go through to successfully change their behaviour. The model was developed by Prosci, a leading provider of change management resources and training (Prosci,2021). Here is a brief overview of each stage of the ADKAR model:
1. Awareness: In this stage, individuals become aware of the need for change. This may include communicating the reasons for the change and the benefits that it will bring.
2. Desire: In this stage, individuals develop a desire or commitment to change. This may involve attending to any concerns or challenge to the change and communicating the personal benefits that the change will bring.
3.  Knowledge: In this stage, individuals acquire the knowledge and skills necessary to change. This may involve training, coaching, or other forms of learning.
4.  Ability: In this stage, individuals demonstrate the ability to change. This may involve providing support and resources to help individuals implement the change successfully.
5. Reinforcement: In this stage, individuals are rewarded and recognised for their successful implementation of the change. This may involve ongoing monitoring and feedback, as well as incentives or other forms of recognition.
During the COVID-19 pandemic, Tesco, like many other retailers, had to quickly adapt to new challenges and implement changes to ensure the safety of its employees and customers while maintaining business operations. In this context, the ADKAR model can provide a useful framework for analysing the effectiveness of Tesco's change management efforts (Hiatt,2006). 
Awareness: Tesco likely had a high level of awareness of the need to implement changes due to the pandemic, given the widespread media coverage and guidance from public health authorities. However, it is possible that not all employees and stakeholders were fully aware of the specific changes being implemented and their rationale.
Desire: Tesco would have needed to create a strong desire among employees to adopt the changes. This could have been achieved through effective communication and education on the importance of the changes for the safety of everyone involved. It is unclear; however, how effective Tesco's efforts were in creating this desire.
Knowledge: Tesco would have needed to provide employees with the necessary knowledge and training to successfully implement the changes. This could have included training on new safety protocols, online ordering systems, and contactless payment methods. It is likely that Tesco provided some level of training, but the effectiveness of this training is unclear.
Ability: Tesco would have needed to ensure that employees had the ability to implement the changes, which may have required providing additional resources or support. For example, Tesco may have needed to provide personal protective equipment (PPE) and hand sanitiser to employees or adjust store layouts to accommodate social distancing measures. It is unclear how effectively Tesco was able to provide these resources and support.
Reinforcement: Tesco would have needed to reinforce the changes and ensure that they were sustained over time. This could have included monitoring and providing feedback to employees and incorporating the changes into standard operating procedures. It is unclear how effectively Tesco was able to reinforce the changes.

Benefits: Clear communication: The ADKAR model can help to ensure clear communication with employees and stakeholders during times of change. By addressing each element of the model, Tesco can ensure that everyone understands the rationale behind the changes being made and what is expected of them.
Individual focus: The ADKAR model can help Tesco to focus on individual employees and their needs during the change process. This can help to increase engagement and reduce resistance to change.
 Emphasis on reinforcement: The ADKAR model places a strong emphasis on reinforcement, which can help to ensure that the changes being made are sustained over time. This is particularly important during a crisis like the COVID-19 pandemic, where changes need to be implemented quickly and effectively.
Flexibility: The ADKAR model is flexible enough to be applied to different contexts and situations, which can be useful for a large and diverse organisation like Tesco.
Drawbacks: Limited focus on organisational culture: The ADKAR model may not fully address the role of organisational culture in change management. This is important for a company like Tesco, where culture can have a significant impact on how change is implemented and adopted.
 Limited emphasis on stakeholder engagement: The ADKAR model may not place enough emphasis on engaging stakeholders in the change process. This could be a potential drawback for Tesco, where engaging customers and suppliers is critical to the success of its change initiatives.
Resource constraints: The ADKAR model requires significant resources to implement effectively. For a large organisation like Tesco, this could be a challenge, particularly during a crisis like the COVID-19 pandemic.
[bookmark: _Toc134825448]Porters Change Model
Porter's change management model is a framework considered to help organisations manage and implement change effectively (Porter,1996). The model comprises of three stages: diagnosis, design, and implementation. In this model, Porter underlines the importance of aligning an organisation's strategy, structure, and culture to achieve productive change.
Consequently, one of the benefits of Porter's change management model is that it provides a transparent and methodical approach to managing change. The model ensures that all aspects of the organisation are considered and aligned to achieve the desired results. As a result, organisations avoid common drawbacks such as resistance to change, lack of stakeholder engagement, and poor implementation planning.

However, there are also some drawbacks to the model. One criticism is that it is primarily focused on strategic change and may not be as effective for operational or incremental changes. Additionally, the model may be too rigid and prescriptive for some organisations, limiting their ability to adapt to changing circumstances.
In the case of Tesco, the company has undergone significant changes in recent years, including the implementation of a new strategy to improve customer experience and drive growth. Tesco has used a range of change management approaches to support these changes, including the use of technology, restructuring, and cultural change initiatives. One example of how Tesco has used Porter's change management model is in its recent restructuring of its UK business. The company used a diagnosis phase to assess the current state of its UK operations, identified areas for improvement, and developed a plan to align its strategy, structure, and culture. The design phase involved the implementation of a new management structure and the development of new processes and systems to support the new strategy. Finally, in the implementation phase, Tesco rolled out the new structure and processes, and measured the impact of the changes (Porter,1996). Overall, while Porter's change management model has some limitations, it can be a useful framework for organisations like Tesco that are undergoing significant strategic change. By following a systematic approach to change management, organisations can improve their chances of success and minimise the risks associated with change.
[bookmark: _Toc134825449]Proposed Change Management Model 
The choice of a suitable change management model for implementing a strategic change in Tesco will depend on the nature and scope of the change, as well as the organisational culture and context. A critical evaluation was conducted above of three management models. One model that could be suitable for Tesco is Lewin's Change Management Model. This model is particularly useful for large-scale changes that require a significant shift in organisational culture and practices. For example, if Tesco were to implement a new digital strategy that involves major changes in the company's operations, Lewin's model could be used to guide the change process. An Alternative example of Lewin's model being successfully applied is in the case of General Electric (GE). When GE wanted to implement a new performance management system, it used Lewin's model to guide the change process. The company identified the need for change, communicated the need to its employees, and implemented the new system in a phased approach. Finally, it reinforced the change in the organisational culture through training and communication. Overall, Lewin's model is a practical and effective change management model that can help organisations like Tesco manage and implement strategic change successfully.
[bookmark: _Toc134825450]Section 3 - Implementation of Change Strategy
The Lewis model is a popular change management model that describes three stages of change: unfreeze, change, and refreeze. Here is a change management plan for Tesco during COVID-19 using the Lewin Model, along with an explanation of the importance of situational leadership and the contingency model of leadership:
The first step in the change management plan is to unfreeze the current state of the organisation. With COVID-19, Tesco needs to communicate the impact of the pandemic on the business and the need for change to all stakeholders. This can be done by sharing data and feedback that highlight the limitations of the current approach and the benefits of a new approach. The importance of situational leadership can also be emphasised during this stage to help stakeholders understand how leadership styles need to adapt to different situations.
The second step in the change management plan is to introduce a new leadership style that is better suited to the current situation. In this case, situational leadership can be introduced as a more effective approach to leadership. Tesco's leaders need to adapt their leadership style to meet the needs of the situation. This can involve providing clear guidance and direction to employees during a period of uncertainty, being flexible and adaptable to changing circumstances, and providing support and encouragement to employees who are working under difficult conditions. The contingency model of leadership can also be discussed during this stage to help leaders understand how different situations require different leadership styles.
The final step in the change management plan is to reinforce the new leadership style and make it permanent. This can be done by providing training and coaching to leaders to help them develop their situational leadership skills. The contingency model of leadership can also be used as a guide for leaders to adapt their leadership style to different situations. Regular evaluations and feedback can be provided to help leaders continue to develop their situational leadership skills and reinforce the new leadership style.
[bookmark: _Toc134825451]Importance of Leadership styles 
Situational leadership is important because it recognises that there is no one-size-fits-all approach to leadership. Different situations require different leadership styles, and effective leaders need to be able to adapt their style to meet the needs of the situation. This approach helps leaders build stronger relationships with their team members, increase motivation and engagement, and ultimately achieve better results.
The contingency model of leadership is a theory that suggests that the most effective leadership style depends on the situation. This model considers the task at hand, the level of competence and commitment of the team member, and the overall context of the situation to determine the most effective leadership style. By using this model, leaders can adapt their style to meet the needs of the situation, which can lead to better outcomes and increased effectiveness. In the context of Tesco during COVID-19, leaders need to be able to adapt their leadership style to meet the needs of the situation and ensure the safety of their employees and customers, while also maintaining business continuity.
Transactional leadership can be a suitable approach for initiating and implementing identified strategic change at Tesco during COVID-19. Transactional leadership is a style of leadership that focuses on the exchange of rewards and punishments in return for performance. This approach emphasises clear goals, performance expectations, and feedback, which can be particularly effective during times of change or uncertainty, such as during the COVID-19 pandemic.
Here are some ways in which transactional leadership can be applied at Tesco during COVID-19:
1. Setting clear goals: The transactional leader would define clear and specific goals for the organisation during the pandemic. This would include goals for maintaining supply chains, ensuring employee safety, and meeting customer demand.
2. Providing incentives: The transactional leader would provide incentives to employees who meet or exceed the goals set for them. For example, employees who meet their sales targets during the pandemic could be rewarded with bonuses or other incentives.
3. Monitoring performance: The transactional leader would closely monitor employee performance during the pandemic and provide feedback on how to improve performance. For example, if an employee is not meeting their sales targets, the leader would provide feedback on how to improve their performance.
4. Offering rewards and punishments: The transactional leader would offer rewards for employees who meet or exceed their performance targets, and punishments for those who do not. For example, an employee who consistently underperforms during the pandemic may be subject to disciplinary action.

Overall, transactional leadership can be an effective approach for implementing strategic change at Tesco during COVID-19. By setting clear goals, providing incentives, monitoring performance, and offering rewards and punishments, the transactional leader can help ensure that Tesco adapts successfully to the challenges presented by the pandemic.
[bookmark: _Toc134825452]Porter`s change Model Implementation 
Porter's change model is a five-step process for implementing a change strategy. Here is a step-by-step guide on how Tesco can implement the change strategy using Porter's change model:
1. Establish a sense of urgency: The first step is to establish a sense of urgency among the employees and the stakeholders. This can be done by communicating the need for change and the potential risks of not changing. Tesco can use various communication channels such as emails, meetings, and newsletters to create awareness among the employees and stakeholders.
2. Form a powerful coalition: The second step is to form a powerful coalition of individuals who will lead the change effort. This coalition should be made up of individuals who have the necessary skills and expertise to drive the change effort. Tesco can identify these individuals from different departments and levels of the organisation.
3. Create a vision for change: The third step is to create a vision for change that is clear, concise, and compelling. The vision should be communicated to all employees and stakeholders and should be aligned with the company's overall mission and strategic objectives. Tesco can use various communication channels such as town hall meetings and workshops to communicate the vision for change.
4. Implement the change strategy: The fourth step is to implement the change strategy. This involves creating a detailed plan of action and assigning specific tasks and responsibilities to different individuals and teams. Tesco can use project management tools and techniques to ensure that the change strategy is implemented effectively and efficiently.
5. Consolidate the gains: The final step is to consolidate the gains of the change effort. This involves monitoring and evaluating the results of the change effort and making necessary adjustments. Tesco can use various performance metrics such as sales growth, customer satisfaction, and employee engagement to measure the success of the change effort.
By following Porter's change model, Tesco can implement the change strategy effectively and efficiently. The key to success is to communicate the need for change, establish a powerful coalition, create a clear vision for change, implement the change strategy, and consolidate the gains of the change effort.
[bookmark: _Toc134825453]Conclusions and Recommendations 
Based on the research conducted, the following findings were identified:
Tesco has faced several challenges and negative impacts due to the COVID-19 pandemic, including disruptions in supply chains, increased demand for online shopping, and the need to ensure employee and customer safety. To address these challenges, Tesco can implement various strategies such as investing in technology to improve online shopping capabilities, diversifying supply chains, and providing employees with adequate protective equipment and training. In addition, In the short term, Tesco can focus on improving employee and customer safety, expanding online shopping capabilities, and ensuring adequate supply chain management. In the mid-term, Tesco can focus on diversifying its supply chains and investing in technology to improve efficiency and customer experience. In the long term, Tesco can focus on sustainability and environmental stewardship.
Consequently, it is important for Tesco to implement these recommendations to remain competitive and adapt to the changing market conditions. Failure to implement these strategies may result in decreased customer satisfaction, reduced sales, and damage to the company's reputation.
In conclusion, Tesco can address the challenges posed by the COVID-19 pandemic by implementing various strategies, such as investing in technology, diversifying supply chains, and ensuring employee and customer safety. These recommendations are important for the short-term, mid-term, and long-term success of the company. It is crucial for Tesco to implement these strategies to remain competitive and maintain its position as a leading grocery retailer.
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