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Introduction
Organisational culture plays a significant role in shaping how organisations operate, influencing employee behaviour, management practices, decision-making processes, and organisational structures. Mullins and Christy (2016) argue that culture represents “how things are done around here” and encompasses the shared values, beliefs, and attitudes that guide organisational activities. As organisations become increasingly global and diverse, the importance of developing and managing a coherent organisational culture has become a key factor in achieving organisational effectiveness and maintaining competitive advantage.
This report analyses the influence of organisational culture on Tesco PLC (Tesco, 2026), one of the largest retail organisations in the United Kingdom. Tesco operates in a highly competitive and dynamic retail environment, requiring strong cultural values to support customer service, innovation, and operational efficiency. The report critically evaluates how Tesco’s organisational culture influences its organisational structure and decision-making processes. Drawing upon relevant organisational behaviour theories and academic literature, the discussion explores how Tesco’s customer-focused culture, emphasis on teamwork, and commitment to employee engagement shape managerial decisions and structural arrangements within the organisation (Mullins and Christy, 2016; Schein, 2017). The analysis highlights the relationship between culture and organisational performance, demonstrating the importance of aligning cultural values with strategic objectives.
Identification and Analysis of Organisational Culture within Tesco PLC
Understanding organisational culture is essential for evaluating how organisations achieve strategic objectives and sustain competitive advantage. Organisational culture encompasses the shared values, assumptions, beliefs, and behavioural norms that influence how employees interact and perform within the workplace (Schein and Schein, 2017). The culture of an organisation can be identified through several theoretical frameworks, including Schein’s Model of Organisational Culture, Hofstede’s Cultural Dimensions Theory, and Handy’s Cultural Types. Applying these frameworks to Tesco PLC provides insight into the organisation’s prevailing culture and its impact on organisational effectiveness.
Schein’s Model of Organisational Culture
Schein’s (2017) model is one of the most influential approaches to analysing organisational culture. The model proposes that culture exists at three interconnected levels: artefacts, espoused values, and basic underlying assumptions.
At the artefact level, culture is reflected through visible organisational characteristics such as company policies, employee uniforms, store layouts, communication practices, and leadership behaviours. Within Tesco, customer-focused store environments, employee engagement initiatives, and extensive staff training programmes represent observable manifestations of its organisational culture. The company's emphasis on customer service and operational efficiency is evident throughout its retail operations.
The second level, espoused values, refers to the stated principles and strategic priorities that guide organisational behaviour. Tesco promotes values centred on serving customers, respecting colleagues, acting responsibly, and delivering sustainable business performance. These values influence decision-making processes and shape employee expectations across different organisational levels (Mullins and Christy, 2016).
The deepest cultural level consists of basic underlying assumptions, which represent unconscious beliefs that are taken for granted within the organisation. In Tesco’s case, there appears to be a strong assumption that long-term organisational success depends upon meeting customer needs effectively while fostering collaboration among employees. These assumptions underpin managerial practices and contribute to the consistency of organisational behaviour across the business (Schein and Schein, 2017).
Schein’s framework suggests that Tesco has developed a culture strongly aligned with customer orientation, teamwork, and continuous improvement, which supports its strategic objectives within the competitive retail sector.
Hofstede’s Cultural Dimensions Theory
Hofstede’s Cultural Dimensions Theory provides a useful framework for understanding how cultural values influence organisational behaviour, particularly within multinational organisations (Hofstede, Hofstede and Minkov, 2010). Although originally developed to analyse national cultures, the framework can also provide insight into organisational practices.
Tesco operates across diverse international markets and employs individuals from various cultural backgrounds. Consequently, the organisation must manage cultural diversity while maintaining a coherent corporate culture. Tesco demonstrates relatively low power distance through practices that encourage communication between employees and management. Store managers are expected to engage directly with staff and support collaborative working relationships, reducing hierarchical barriers within the organisation.
The company also exhibits characteristics associated with collectivism through its emphasis on teamwork and shared organisational goals. Employees are encouraged to work collaboratively to achieve performance targets and enhance customer satisfaction. Furthermore, Tesco’s focus on innovation, adaptability, and continuous improvement reflects a relatively low uncertainty avoidance orientation, enabling the organisation to respond effectively to changing consumer demands and technological developments (Hofstede et al., 2010).
The application of Hofstede’s framework highlights Tesco’s efforts to balance cultural diversity with organisational cohesion, thereby supporting effective operations within a global business environment.
Handy’s Cultural Types
Handy (1999) identified four principal organisational culture types: power culture, role culture, task culture, and person culture. Examining Tesco through Handy’s framework suggests that the organisation primarily exhibits characteristics of both role culture and task culture.
Role culture is characterised by clearly defined responsibilities, formal procedures, and hierarchical structures. As a large multinational retailer, Tesco relies upon established systems, policies, and operational procedures to ensure consistency across its stores and business functions. Job roles are clearly defined, and organisational activities are coordinated through formal reporting relationships and management controls.
However, Tesco also demonstrates elements of task culture, particularly within project teams and strategic initiatives. Task culture emphasises teamwork, flexibility, expertise, and problem-solving to achieve organisational objectives. Tesco’s approach to innovation, digital transformation, sustainability initiatives, and customer service improvement frequently involves cross-functional collaboration and project-based working arrangements.
The coexistence of role and task culture enables Tesco to maintain operational efficiency while remaining responsive to environmental changes. This cultural combination is particularly important within the retail sector, where organisations must balance standardisation with innovation and adaptability (Handy, 1999).
Determining Tesco’s Prevailing Organisational Culture
Based on the application of these theoretical frameworks, Tesco’s prevailing culture can be characterised as a customer-oriented task and role culture underpinned by shared values of collaboration, accountability, and continuous improvement. Schein’s model reveals a strong alignment between visible organisational practices and underlying assumptions regarding customer satisfaction and organisational performance. Handy’s framework demonstrates the integration of structured operational controls with collaborative problem-solving approaches, while Hofstede’s dimensions highlight the organisation’s emphasis on teamwork and inclusive management practices.
Therefore, Tesco’s organisational culture can be understood as one that combines operational discipline with employee engagement and customer focus. This cultural orientation supports organisational effectiveness by facilitating consistent service delivery, informed decision-making, and adaptability within an increasingly competitive and globalised retail environment.
Analysis of How Tesco Leverages its Organisational Culture to Adapt to External Environmental Influences
In contemporary business environments, organisations operate within increasingly complex and dynamic external conditions characterised by technological advancements, changing consumer expectations, economic uncertainty, regulatory developments, sustainability concerns, and intensified global competition. Consequently, organisational culture has become a critical strategic resource that enables organisations to respond effectively to environmental challenges and opportunities. According to Schein and Schein (2017), organisational culture provides a framework through which employees interpret environmental changes and coordinate organisational responses. Similarly, Mullins and Christy (2016) argue that culture influences organisational adaptability by shaping employee behaviour, decision-making processes, and strategic priorities.
For Tesco PLC, organisational culture represents a key mechanism through which the company adapts to external environmental influences within the highly competitive UK retail sector. The organisation's customer-focused, performance-oriented, and collaborative culture supports strategic flexibility and organisational resilience, enabling Tesco to respond effectively to changes within its external environment.
Adapting to Changing Consumer Expectations
One of the most significant external influences affecting Tesco is the continuous evolution of consumer preferences and purchasing behaviours. Modern consumers increasingly demand convenience, value for money, personalised experiences, ethical sourcing, and digital accessibility. Organisations that fail to respond to these changing expectations risk losing market share and competitive advantage (Kotter, 2012).
Tesco's organisational culture places considerable emphasis on understanding and responding to customer needs. This customer-centric orientation is embedded within the organisation's values and operational practices, reflecting what Schein and Schein (2017) describe as deeply rooted cultural assumptions regarding organisational success. Employees across all levels are encouraged to prioritise customer satisfaction and continuously improve service delivery.
The company's culture has facilitated the expansion of digital retailing services, including online shopping platforms, home delivery services, and click-and-collect operations. Such developments demonstrate how Tesco's culture supports organisational learning and innovation in response to evolving consumer demands. According to Johnson et al. (2020), organisations possessing adaptive cultures are better positioned to identify market changes and implement strategic responses effectively. Tesco's ability to integrate digital technologies into its retail model illustrates the practical application of this principle.
Furthermore, Tesco's emphasis on customer feedback mechanisms enables the organisation to monitor environmental changes continuously and incorporate customer insights into strategic decision-making processes. This reflects the concept of organisational learning, whereby cultural values encourage knowledge acquisition and continuous improvement (Argyris and Schön, 1996).
Responding to Technological Change and Digital Transformation
Technological innovation represents another major external environmental influence affecting the retail industry. The increasing adoption of artificial intelligence, data analytics, automation, mobile commerce, and digital payment systems has fundamentally transformed retail operations and customer interactions (Laudon and Laudon, 2022).
Tesco leverages its organisational culture to support technological adaptation by promoting innovation and continuous improvement. According to Cameron and Quinn (2011), organisations with adaptive cultures are more likely to embrace technological change because employees view innovation as an opportunity rather than a threat. Tesco's culture encourages employees to engage with new technologies and participate in organisational transformation initiatives.
The implementation of self-service checkout systems, automated inventory management technologies, data-driven customer relationship management systems, and digital loyalty programmes demonstrates how Tesco aligns cultural values with technological advancement. Such initiatives require employee acceptance and engagement, which are facilitated by a culture that promotes learning, flexibility, and collaboration (Burnes, 2020).
From a theoretical perspective, Tesco's approach aligns with Kotter's (2012) argument that successful organisational change depends upon creating cultural support for transformation. Rather than viewing technology solely as an operational tool, Tesco has embedded innovation within its organisational culture, enabling the company to adapt more effectively to technological developments within the retail sector.
Adapting to Economic Pressures and Market Competition
The UK retail industry is significantly influenced by economic factors, including inflation, fluctuations in consumer spending, rising operational costs, and broader economic uncertainty. Such environmental pressures require organisations to maintain operational efficiency while continuing to deliver customer value (Worthington and Britton, 2018).
Tesco's organisational culture contributes to organisational resilience by promoting accountability, efficiency, and performance management. Deal and Kennedy (2000) suggest that strong organisational cultures provide stability during periods of uncertainty by creating shared understanding and collective commitment to organisational objectives. Tesco's culture encourages employees to focus on cost management, productivity improvements, and customer value creation, enabling the organisation to navigate challenging economic conditions.
Additionally, the company's collaborative culture supports effective problem-solving during periods of market disruption. Team-based working arrangements facilitate knowledge sharing and collective decision-making, allowing Tesco to respond rapidly to emerging challenges. This reflects the principles of adaptive organisations, which emphasise flexibility, employee involvement, and continuous learning as essential capabilities for environmental adaptation (Daft, 2021).
The effectiveness of Tesco's cultural approach was particularly evident during periods of economic volatility, where organisational commitment to efficiency and customer value helped maintain competitiveness within a highly contested retail market.
Responding to Sustainability and Corporate Social Responsibility Expectations
Increasing societal concern regarding environmental sustainability, ethical business practices, and corporate social responsibility (CSR) has created significant external pressures for modern organisations. Stakeholders increasingly expect organisations to demonstrate responsible business behaviour and contribute positively to society (Carroll and Brown, 2018).
Tesco has leveraged its organisational culture to integrate sustainability objectives into business operations. The organisation promotes values associated with responsibility, ethical conduct, and long-term stakeholder value creation. According to Hatch (2018), organisational cultures that incorporate sustainability values are more likely to support effective environmental and social initiatives.
Tesco's initiatives relating to food waste reduction, sustainable sourcing, carbon emission reduction, and community engagement reflect the integration of sustainability principles within organisational culture. Employees are encouraged to participate in environmental programmes and support broader corporate sustainability goals. This demonstrates how organisational culture can act as a mechanism for aligning internal behaviours with external stakeholder expectations.
Furthermore, stakeholder theory suggests that organisations must balance the interests of multiple stakeholder groups to achieve long-term success (Freeman et al., 2020). Tesco's culture supports this objective by promoting responsible decision-making and reinforcing the importance of maintaining positive relationships with customers, suppliers, employees, communities, and regulators.
Managing Workforce Diversity in a Globalised Environment
Globalisation has increased workforce diversity and created new challenges relating to inclusion, communication, and cross-cultural management. As Mullins and Christy (2016) emphasise, organisations must develop coherent cultures capable of integrating employees from diverse backgrounds while maintaining organisational unity.
Tesco employs a diverse workforce across numerous geographical locations and business functions. The organisation's culture emphasises inclusion, respect, teamwork, and equal opportunities, facilitating effective collaboration among employees with different cultural perspectives. According to Hofstede et al. (2010), organisations that successfully manage cultural diversity are better positioned to benefit from enhanced creativity, innovation, and problem-solving capabilities.
By fostering an inclusive organisational culture, Tesco can attract and retain talented employees while promoting employee engagement and organisational commitment. This cultural adaptability supports the organisation's ability to operate effectively within increasingly diverse and global business environments.
Critical Evaluation
Although Tesco's organisational culture provides significant adaptive advantages, certain limitations should also be acknowledged. Strong organisational cultures can occasionally create resistance to change if established norms become deeply embedded and employees become overly committed to existing practices (Schein and Schein, 2017). Similarly, Deal and Kennedy (2000) argue that strong cultures may discourage alternative perspectives and limit organisational flexibility if not managed appropriately.
Nevertheless, evidence suggests that Tesco has largely avoided these challenges by promoting continuous learning, innovation, and customer responsiveness. The organisation's combination of structured operational controls and adaptive cultural values enables it to balance stability with flexibility. This balance is particularly important in the retail sector, where organisations must simultaneously maintain operational consistency and respond rapidly to environmental changes.
Overall, Tesco leverages its organisational culture as a strategic resource that enhances organisational adaptability, supports innovation, facilitates stakeholder responsiveness, and strengthens organisational resilience. Through its customer-centric values, collaborative working practices, commitment to continuous improvement, and emphasis on responsible business conduct, Tesco demonstrates how organisational culture can enable effective adaptation to an increasingly dynamic external environment.
Critical Assessment of Whether Organisational Culture Acts as a Barrier or an Enabler to Effective Organisational Functioning at Tesco PLC
Organisational culture is widely recognised as one of the most significant determinants of organisational effectiveness. Culture influences how employees behave, communicate, make decisions, solve problems, and respond to organisational objectives (Mullins and Christy, 2016). However, academic debate continues regarding whether organisational culture primarily acts as an enabler of organisational success or a barrier to effective organisational functioning. While strong organisational cultures can enhance employee commitment, strategic alignment, and organisational performance, they can also create resistance to change, inhibit innovation, and reinforce dysfunctional behaviours (Schein and Schein, 2017; Deal and Kennedy, 2000).
Within Tesco PLC, organisational culture predominantly functions as an enabler of effective organisational functioning. Nevertheless, a critical evaluation reveals that certain aspects of the company's culture may also present challenges that require continuous management and adaptation. Consequently, culture should not be viewed solely as a positive organisational asset but rather as a dynamic phenomenon capable of generating both beneficial and detrimental outcomes depending upon how it is managed and aligned with organisational objectives.
Organisational Culture as an Enabler of Organisational Functioning
Numerous scholars argue that organisational culture serves as a powerful mechanism for coordinating behaviour and enhancing organisational effectiveness. According to Schein and Schein (2017), culture provides employees with a shared understanding of organisational expectations, reducing uncertainty and facilitating coordinated action. Similarly, Kotter and Heskett (1992) suggest that adaptive cultures contribute significantly to long-term organisational success by promoting alignment between organisational values and environmental demands.
Tesco's customer-focused culture illustrates the enabling role of organisational culture. The organisation's emphasis on customer satisfaction, teamwork, accountability, and continuous improvement creates behavioural norms that support organisational objectives. Employees understand the importance of delivering high-quality customer service and are encouraged to contribute to organisational performance through collaborative working practices. This cultural alignment facilitates operational consistency across Tesco's extensive retail network and contributes to the achievement of strategic goals.
From a resource-based perspective, organisational culture can be considered a valuable intangible asset that creates sustainable competitive advantage (Barney, 1986). Unlike physical resources, organisational culture is difficult for competitors to replicate because it develops over time through shared experiences, organisational history, and social interactions. Tesco's long-established culture of customer service excellence and operational efficiency represents a strategic capability that supports market competitiveness.
Furthermore, organisational culture contributes to employee engagement and organisational commitment. According to Armstrong and Taylor (2023), employees are more likely to demonstrate discretionary effort when organisational values align with their personal beliefs and expectations. Tesco's emphasis on inclusion, employee development, and teamwork promotes a sense of belonging among employees, contributing to higher levels of motivation and commitment.
The cultural emphasis on collaboration also enhances organisational learning. Argyris and Schön (1996) argue that organisations capable of fostering learning cultures are better equipped to identify problems, generate innovative solutions, and adapt to environmental change. Tesco's investment in employee training, leadership development, and continuous improvement initiatives reflects cultural values that support organisational learning and knowledge sharing.
Consequently, Tesco's organisational culture facilitates communication, coordination, employee engagement, strategic alignment, and organisational adaptability, all of which contribute positively to organisational functioning.
Organisational Culture as a Potential Barrier to Organisational Functioning
Despite these advantages, organisational culture may also act as a barrier to organisational effectiveness under certain circumstances. Schein and Schein (2017) argue that deeply embedded cultural assumptions can become obstacles when environmental conditions change and established ways of thinking are no longer appropriate. Strong cultures can create conformity pressures that discourage innovation and limit organisational flexibility.
Historically, Tesco provides an important example of how cultural characteristics can contribute to organisational challenges. During periods of rapid expansion and intense performance pressure, aspects of the organisational culture were criticised for placing excessive emphasis on short-term financial performance and operational targets. Such cultural tendencies may contribute to ethical risks, reduced employee wellbeing, and impaired decision-making if not effectively balanced with broader organisational values (Johnson et al., 2020).
This perspective is supported by Janis's (1982) concept of groupthink, which suggests that highly cohesive organisational cultures can discourage dissenting opinions and critical evaluation. When employees become reluctant to challenge established practices or managerial decisions, organisations may experience reduced innovation and strategic blind spots. Although Tesco has implemented significant governance and cultural reforms in recent years, the potential for cultural conformity remains a risk for large organisations characterised by strong shared values and extensive operational standardisation.
Additionally, Handy (1999) argues that role cultures, which emphasise procedures, hierarchy, and standardisation, may reduce organisational agility. Tesco's large-scale operations require extensive formalisation and procedural controls to maintain consistency across thousands of employees and locations. While such controls support efficiency, they may occasionally limit creativity and slow organisational responses to emerging opportunities or threats.
Furthermore, cultural integration becomes increasingly challenging within multinational and diverse workforces. Hofstede et al. (2010) suggest that organisations operating across multiple cultural contexts must balance organisational consistency with local responsiveness. Maintaining a coherent organisational culture while accommodating cultural diversity requires continuous management attention and leadership commitment.
Therefore, although Tesco's culture largely supports organisational effectiveness, certain characteristics could potentially act as barriers if they become excessively rigid, performance-driven, or resistant to change.
Critical Conclusion: Is Tesco's Culture Primarily an Enabler or a Barrier?
A critical assessment of the evidence suggests that Tesco's organisational culture functions predominantly as an enabler rather than a barrier to organisational functioning. The organisation's cultural emphasis on customer focus, teamwork, continuous improvement, innovation, and employee engagement provides a foundation for effective performance and strategic adaptability.
However, this conclusion must be qualified. Organisational culture is not inherently beneficial; its effectiveness depends upon its alignment with organisational strategy and environmental demands (Kotter and Heskett, 1992). Tesco's culture contributes positively to organisational functioning because it has evolved to support changing customer expectations, technological transformation, sustainability objectives, and workforce diversity. Nevertheless, the organisation must continuously monitor and adapt its cultural assumptions to avoid the risks associated with cultural rigidity, groupthink, and excessive performance pressures.
Consequently, organisational culture should be viewed as a strategic enabler that requires ongoing management and renewal rather than a static organisational characteristic.
Evaluation of the Impact of Organisational Culture on Organisational Performance
The relationship between organisational culture and organisational performance has received extensive attention within management literature. Researchers consistently identify culture as a key determinant of organisational success because it influences employee behaviour, customer experiences, innovation, operational effectiveness, and strategic implementation (Denison, 1990; Cameron and Quinn, 2011).
Impact on Employee Performance and Productivity
Organisational culture significantly influences employee motivation, commitment, and productivity. According to Herzberg (1968), organisational factors such as recognition, achievement, responsibility, and opportunities for growth contribute to employee motivation and performance. Tesco's culture promotes these factors through employee development programmes, performance management systems, and opportunities for career progression.
Employees who understand organisational expectations and identify with organisational values are more likely to demonstrate commitment and discretionary effort (Armstrong and Taylor, 2023). This contributes to improved service quality, operational efficiency, and customer satisfaction across Tesco's retail operations.
Impact on Customer Satisfaction and Brand Reputation
A customer-oriented culture directly influences customer experiences and organisational reputation. Schneider, Ehrhart and Macey (2013) argue that service-oriented cultures create positive customer interactions because employee behaviours reflect organisational values and priorities.
Tesco's cultural emphasis on customer satisfaction contributes to service consistency, responsiveness, and value creation. Positive customer experiences strengthen customer loyalty, enhance brand reputation, and support long-term financial performance. In highly competitive retail markets, these outcomes represent important sources of competitive advantage.
Impact on Innovation and Organisational Adaptability
Innovation has become increasingly important within dynamic business environments. Organisations with cultures that encourage experimentation, learning, and collaboration are generally more innovative than organisations characterised by rigid control systems (Cameron and Quinn, 2011).
Tesco's culture has supported innovation through investments in digital transformation, online retailing, data analytics, and sustainability initiatives. The organisation's willingness to adapt to changing market conditions demonstrates the positive relationship between adaptive cultures and organisational performance (Kotter, 2012).
Impact on Financial Performance
Research by Kotter and Heskett (1992) found that organisations possessing adaptive cultures significantly outperform those with less adaptive cultures over extended periods. Strong cultures contribute to improved financial performance by enhancing employee engagement, operational efficiency, customer satisfaction, and strategic execution.
Tesco's recovery following previous organisational challenges illustrates how cultural transformation can support performance improvement. By reinforcing customer-centric values, strengthening governance practices, and promoting employee engagement, the organisation has enhanced its competitive position within the UK retail market.
Theory-Informed and Evidence-Based Recommendations for Cultural Improvement
Although Tesco's organisational culture contributes positively to organisational performance, opportunities remain for further enhancement.
Recommendation 1: Strengthen Organisational Learning Culture
Drawing upon Organisational Learning Theory (Argyris and Schön, 1996), Tesco should further encourage knowledge sharing, reflective learning, and innovation. Employees should be empowered to challenge existing assumptions and contribute ideas for organisational improvement. This would reduce the risk of cultural rigidity and strengthen organisational adaptability.
Recommendation 2: Enhance Transformational Leadership Practices
Bass and Riggio (2006) argue that transformational leadership promotes cultural change by inspiring employees to embrace innovation and organisational learning. Tesco should continue investing in leadership development programmes that emphasise empowerment, vision creation, and employee engagement.
Such initiatives would reinforce adaptive cultural values and strengthen organisational resilience in increasingly uncertain business environments.
Recommendation 3: Promote Greater Employee Voice and Participation
Employee involvement contributes significantly to organisational effectiveness and cultural sustainability (Marchington et al., 2021). Tesco should expand formal mechanisms that enable employees to provide feedback, challenge existing practices, and participate in decision-making processes.
Greater participation would reduce the likelihood of groupthink while improving organisational commitment and innovation.
Recommendation 4: Further Embed Sustainability Values within Organisational Culture
Stakeholder Theory emphasises the importance of balancing economic, social, and environmental objectives (Freeman et al., 2020). Tesco should continue integrating sustainability principles into leadership development, employee training, performance evaluation, and strategic planning processes.
Embedding sustainability more deeply within organisational culture would strengthen stakeholder relationships and support long-term organisational performance.
Recommendation 5: Develop Cultural Agility Across Diverse Workforces
Drawing upon Hofstede et al. (2010) and Thomas and Inkson (2017), Tesco should continue investing in cultural intelligence training and diversity management initiatives. Enhancing cultural agility would improve collaboration across diverse employee groups and strengthen organisational effectiveness within global business environments.
Overall Conclusion
The evidence suggests that Tesco's organisational culture has a substantial influence on organisational functioning and performance. While aspects of culture can potentially create barriers through rigidity, conformity, or excessive performance pressures, Tesco's culture currently functions predominantly as an organisational enabler. Its emphasis on customer focus, collaboration, learning, innovation, and responsibility contributes positively to employee performance, customer satisfaction, adaptability, and financial outcomes.
However, sustaining these benefits requires continuous cultural development. By strengthening organisational learning, transformational leadership, employee participation, sustainability integration, and cultural agility, Tesco can further enhance organisational effectiveness and maintain competitive advantage within an increasingly dynamic and complex external environment.
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