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Workplace Culture can be defined as the environment that the organisations develop for their employees. Work culture comprises of effective leadership, organisational values, communication, behaviours, attitudes, beliefs and tradition in an organisation. A positive and healthy work culture improves morale, raises team work, enhances productivity and increases employee retention. Therefore this assignment would concentrate upon the elements of organisational culture and developing a sustainable culture in context to Tesco Plc. This assignment would also cover the influence of macro environmental factor on organisational culture through PESTLE and SWOT analysis. Moreover, ethical standard of employees and organisation connected with cultural sustainability in Tesco would also be discussed. 
Tesco Plc is one of the most popular grocery and merchandise retailers, operating their business across the globe since 1919 with their headquarters located in Hertfordshire, England. The organisation was originally invented by Jack Cohen. Tesco offers wide range of products like clothes, books, stationeries, groceries, electronic appliances, kitchen appliances and many more. In 2019, Tesco achieved annual revenue of 52 billion pounds in UK. The organisation also provides financial services. Tesco has been operating 6,993 stores with 500,000 employees worldwide in 2019 (statista.com 2020). 
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Findings and Analysis
1) Critically assess the workplace culture of the organisation 
Workplace Culture is highly essential in shaping the workplace environment in any organisation. It directly influences the organisational ability in employee retention and attracting suitable candidates along with analysing how the staffs fit in the workplace (Anitha, 2016). The Human Resource Management team in Tesco analyses the employees starting from the initial application phase through hiring procedure and finally during their probation period to understand if they are suitable for working under their organisational culture. 
Importance of Organisational culture, ethos and values in Workplace Culture
Attracts and recruits quality staffs: As stated by Elsmore, (2017) cultural engagement of employees is decidedly essential in context to corporate agenda and well-built organisational culture successfully attracting qualified and efficient employees. 
Drives employee retention and engagement: Organisational culture influences how the employees communicate within the workplace. Better communication is likely to reduce conflicts and enhance cooperation influencing better employee relation and workflow.
Increases productivity and employee satisfaction: Positive work culture influences employee happiness. Positive employee experience is likely to encourage them to increase their cooperation, productivity and performance level enhancing workplace culture (Millar et al., 2018). 
Factors affecting Workplace Culture
A multitude of various factors affects workplace culture development, including the following factors:
Leadership: The interaction between leaders and the subordinates and the methods of their communication highly impacts the organisational culture. Leaders discussing future visions, taking preference of the employees in decision-making and celebrating achievements with the team highly encourage the employees to maintain positive practices in workplace. Moreover, the leaders are also responsible in recognising the performance gap in individual employees and support them with suitable strategies. Apart from that, leaders also create reward systems and appreciate good performance contributing to improvement of the overall wok culture. Tesco nurtures a favourable and healthy atmosphere for supporting their leadership structure (Laforet, 2017). 
Management: Work culture is highly affected by the procedures, systems, organisational structure, controls, goals and hierarchy. The managers engaging the employees for important decision making is vital when it comes to enhancing the workplace environment in Tesco. The work culture in Tesco not only improves better interpersonal relationships among the staff community but also encourages their work life balance. 
Workplace Practices: Work culture in Tesco is also highly impacted by the various HRM practices like recruitment and selection, joining, benefits and compensation system, training and development, reward and recognition, performance and talent management and workplace traditions (Rahimi, 2017). Tesco HRM plans various outings, recreational opportunities and events for motivating the employees and keeping them happy throughout the year. 
Employees: The people hired by HR manager influences the work culture as well. The personalities, values, skills, experiences and beliefs of the employees along with their behaviour in workplace affect the overall culture of the workplace. The values and ethical consideration of the organisation needs to be aligned with the values and beliefs of the employees for developing a positive workplace culture. Tesco being an employee-owned organisation practices team-oriented culture for fostering innovation, personal empowerment and suitable solution for the issues that employees encounter during performing their job roles (tescocontrols.com, 2020). 
Mission, Vision, and Values: The organisation requires providing clarity in their vision, mission and values along with practicing the decided beliefs ethically. The values of Tesco are business oriented that supports understanding of the core purpose of their practices. Creating a clear perception of the organisational value and beliefs among the employees would encourage them to follow the practices efficiently and in ethical way increasing positive work culture. Tesco maintains diversity in their work culture by hiring and selecting people coming from diverse culture and backgrounds (Carvalho et al., 2019). The HRM creates the organisational culture in such a way, where people from different culture and work together and flourish in an affirming and rewarding environment. 
Communication: The effective methods of communication along with high interaction frequency within all stage of the business operations would highly increase favourable work culture and healthy relationship among employees. Sharing information helps the people to maintain transparency and better coordination in completing the tasks more efficiently. Hence, communication can be assessed as one of the major element driving workplace culture in Tesco. 
Establishing a culture of sustainability within the workplace
The HR management begins with identifying the traits of the organisational culture, commonly referred to as artefacts (Bailey et al., 2019). These Artefacts comprises of the core activities, philosophies and business processes characterising the daily operations and practices in the organisation. The following concepts help in recognition of the traits in context to establish sustainable work culture in business.
Social Culture referring to roles and duties of the employees including the distribution of authorisation, work procedures etc involved in completing the responsibilities. 
Material Culture involving monitoring the actions of the employees and directing them to achieve the goals along with supporting them individually as well as a team. 
Ideological Culture is connected with values, ideals and beliefs of the employees including the intellectual and emotional guidelines during their daily interaction in the workplace (Erthal and Marques, 2018). 
HR Practices influencing sustainability in work culture
Leadership
Leaders in the organisation need to approach cultural management through understanding the traits in common businesses, followed by the measures mentions.
Leaders require convening employees and select representatives from all department of the organisation for assessing significance, validity and currency of the traits (Leithy, 2017). Then the leaders need to subject those artefacts and assess their shared underlying assumptions, beliefs and values. Next the leaders would require summarising the findings and sharing with all the employees for soliciting the additional insights. This would be followed by developing a culture management plan for enhancing the traits or practices which supports organisational effectiveness and corporate growth. 
Hiring Practices by the HRM in Tesco helps the organisation to implement work culture in their hiring ways and operations. The HR gets the opportunity to hire and select the candidates they find suitable for the offered job position. Traditionally, the primary concentration of hiring remains on skills of applicants, however, when the beliefs and values of the employees align with the organisational values, it is likely for them to increase their performance (Goode et al., 2018). Tesco uses ethical hiring practices like advertising, screening, interviewing and assessing the candidates based on skills and personalities enhancing sustainable work culture in the organisation.
On-boarding Programs 
The primary responsibility of the HR management team is designing the on boarding process and activities for enhancing socialisation of the employees. The HR Managers guides the new employees regarding their organisational value system, desired behaviours and organisational norms during on-boarding programs (Stapley, 2018). Tesco conducts induction sessions for introducing their organisational practices and traditions to their new employees. The HR team needs to conform that the selected employee are well-fit for the organisation and they have the personality to adapt to the current organisational culture. 
Rewards and Recognition
These programs are core elements in encouraging the employees to act as per the organisational values and cultures. For instance, Team work in Tesco is a key value and the HR manager provides bonus as reward based on team performance and not individual skills (Mbau and Gilson, 2018). This helps all the employees to practice cooperation and mitigate conflicts in team work abiding by the values of the organisation. 
Performance Management Programs
It is stated by Laforet, (2016) that employees sharing aspirations and values tend outperforming those environments lacking common purpose and cohesiveness. The programs for performance management greatly influences the corporate culture in Tesco by outlining the values and ethics expected from the employees to practice and providing compliments and feedbacks as a tool for enhancing culture friendly behaviour. 
Barriers to effective functioning in the organisation and ways to overcome them
Organisational Barriers can be defined as hindrances during the flow of information and messages among the staffs, which is likely to result in business operational failure in the organisation (Vargas and Negro, 2019). The prime barriers of organisational functions are mentioned below.


Figure 1: Organisational Barriers
(Created by Learner)
Organisational Policies: It is observed that often the organisational rules regarding mode, medium and channel of communication are decided by the hierarchy, which act as a bariier and the employees escape from sending proper communicative messages. Therefore, the organisational rule must provide clarity in context to relationship between the employees and how they need to communicate at each level (Willar et al., 2016). 
2) Using any environmental scanning tool, do provide a critical evaluation of the broader environment in which organisation operates and its impact on organisations culture and performance
External Analysis 
	Factors 
	Key indicators 
	Analysis 

	Political 
	· Government uncertainties 
· Government regulations 
	After Brexit, supermarkets have been facing the issue of shortage of products and high price of final products due to less flow of import between European Union countries and United Kingdom. It has become difficult for companies to maintain the choice quality and durability of food products that customers expect in supermarket stores due to high pressure. Thus this is the reason of increasing the food prices due to higher transportation cost and currency devaluation and tariff in supermarkets (Butler, 2019). 
Further, the complaint also has arrived regarding the late payment and forcing contribution in-store promotions. Due to this reason the government has revised the code of practice where supermarkets are ordered to treat fairly to all the suppliers in the market (regulation.org.uk, 2020). 

	Economic 
	· Economic growth
· GDP  

	The information has been gathered that UK manufacturing sector gives approximately £192 billion of output as well as supermarkets export 44% of global exports, worth over £273 billion to the UK economy. It means that UK supermarkets have been running its businesses effectively in global markets, which has been increasing the contribution rate of supermarkets in the country. Along with this, UK supermarket chain has export and import destinations in several countries such as Germany, United States, Netherland, Ireland, India, France, and many others. Due to this reason, supermarkets of the United Kingdom has been contributing towards economic growth of the country (makeuk.org, 2020). 
As compared to previous year, the gross domestic product of the country grew to 1.4%, which covers $2,824,850 million, which put UK into fifth place in the ranking of the GDP of 196 countries (countryeconomy.com, 2019). 

	Social 
	· Unemployment rate 
· Population growth 

	The information has been perceived that the unemployment rate of United Kingdom was 3.8% in the year 2018 further in the year 2019, it decrease 2.7% (ons.gov.uk, 2019). The reason behind this is that supermarket have been focusing on employing approximately 2.7 million people on average salary of £33, 592, which is 30% higher than the rest of the economy (makeuk.org, 2020)
It has been found that the population growth of United Kingdom in the year 2019 was 66.87 million further it increased to the 67.26 million in the year 2020 (Plecher, 2019). This represents that the increased population growth of the country has been affecting in positive way on the supermarket because their productivity has been increasing rapidly. 

	Technological 
	· Technological advancement 
· Cloud computing 
	It has been found that new technology initiatives are helping to create loyalty and trying to push the message of supermarket transformation into high technology. For example, in some of the small stores of supermarkets, the use touchscreen display that helps in entire online selection availability for purchase to consumer have been increasing rapidly (Walker, 2015). Along with this, the mobile application has also been increasing where supermarkets have been emphasising on installing mobile application for easy purchase of groceries and other products by consumers in the market. 
The information has been gathered director the usage of cloud computing software has been increasing rapidly in supermarket. The reason behind this is the emergence of internet usage by consumers at the time of ordering grocery products from supermarkets. 
Along with this, supermarkets also utilises the personal contact details for promoting their product and services among customers. Hence, for this it is necessary to maintain high privacy of authentic information that is possible through cloud computing software. 

	Legal 
	Health and Safety at Work Act of 1974
Equality Act of 2010 
	As per the Health and Safety at Work Act of 1974, employees working in an organisation must be provided healthy working environment as well as the safety must be secure within workplace (hse.gov.uk, 2020). Supermarkets observed to be having proper policies with focuses on maintaining the proper health conditions of employees while performing their task reading workplace. 
Equality Act of 2010 focuses on maintaining the equality among all the individual who are performing the task within workplace not be discriminated on the ground of caste, religion, disability or nationality (legislation.gov.uk, 2020). It has been found that supermarkets have been following the rules of Equality Act of 2010 by promoting diverse cultural environment within workplace. 

	Environmental 
	Sustainability 
Environment protection 
	Supermarkets of the United Kingdom observed to be maintaining sustainability in the year 2019. The avoidance of plastics in packaging, optimised usage of resources and many others noticed to be implemented in supermarkets of UK. 



Table 1: PESTLE Analysis 
Impact of external environment on organisational culture and performance 
External environment has been impacting in both positive and negative way on Tesco Plc. The reason behind this is that according to the political factors the flow of product has minimised after Brexit, as well as the company has to increase its prices of final product. This has been impacting the ratio of customer base line as customer did not have faith on company regarding the pricing strategy. Hence, this has been lowering the productivity of Tesco in the market. On the contrary to this, it has been observed that the government regulation of giving proper payment on time to suppliers have also affected the organisational culture of Tesco.  The company has approximately 358 suppliers that work with Tesco to develop 1800 products for new brand (tesco.com, 2019). This is because, it has become possible to maintain transparency with supplier and promote healthy relation with them. Hence, this presents the positive impact of political factor on organisational culture and performance.  
On the other side, the improvement in GDP has been affecting the organisational culture in positive way in Tesco. This is because, the company has been able to increase the wages of employees as well as higher new talented employees with higher payment so that they can give best performance. Furthermore, the growth of population in the United Kingdom has also affected in positive way on organisational culture and performance of Tesco. This is because, the company has been able to attract more new customers towards their product and services. This has improved the performance of Tesco in the global market because it has been found that in Central Europe the company has the operating profit of £186 million. Further, in Asia the operating profit has increased to £286 million and from Tesco Bank services the company earned £197 million by opening 6 million accounts of customers (tesco.com, 2019). 
Above this, Tesco has been bringing innovation due to technological advancement in the country. According to the survey of The Guardian newspaper, Tesco has opened cashless store in central London. The aim of this innovation is to offer a range of electronic payment methods through self-service buy of products in the stores. This will help the customer to avoid the long queue where maximum time is wasted after purchasing the products. The usage of this technology “scan and pay” is going to help in easy shopping (Smithers, 2020). On the other hand, it will improve the performance of employees by lowering their hard work and moulding them towards new learning and developing of skill and knowledge. Through this, it can be stated that the company has been promoting organisational culture and performance to a greater scale. 
In the year 2016 an incident happened which lead to cause the breach of Health and safety due to which Tesco has to pay £125000 for breaking the rules of the government. The incident was that the employee suffered from chemical burn at the time of cleaning the product within workplace (qmsuk.com, 2016). Through this, it can be said that the company has not followed the rules of Health and safety at Work Act of 1974. Later in the year 2020, the company improved the policies and ensured health and safety within workplace for which they have focused on providing highly maintained work culture working environment to their customer employees within workplace (tescoplc.com, 2020). 
Tesco observed to be maintaining sustainability in their workplace so that we can protect the environment from exploitation. It has been observed that the company has eliminated the wastage of food. Further, the company has removed 67 million pieces of plastics as it has prepared tinned packaging of products in all UK stores (tescoplc.com, 2020). Hence, through this it can be understood that the company has been improving their performance within workplace as well as enhancing organisational culture. 
Internal Analysis 
	Strength 
	Weakness 

	· Tesco is considered to be one of the leading supermarkets in the UK, due to which it has good reputation in the market 
· The firm has focused on bringing innovation by launching new technology namely Scan and Pay in central London (tescoplc.com, 2020)
· The company is involved in maintaining sustainability within workplace. 
· Financial stability of the company is strong because it has been earning huge profitability. In the year 2018, Tesco earned £1,674 million (tescoplc.com, 2019)
	· In 2016, the company suffered the blame on breach of Health and Safety at Work Act 1974 as one of the employee of the firm faced the accident due to hazardous material while cleaning. Hence, this put the brand image of the company down in the market.
· In the same year, Tesco faced another issue of allegation on gender pay gap by its worker (Topham, 2016). This presented the dissatisfaction level of employees working within workplace.
· In 2019, the company cut off the jobs of approx. 4500 workers within workplace due to cost pressures (bbc.com, 2019).   

	Opportunity 
	Threat 

	· Due to huge profitability, the company has the capability to extend its business in more countries or region 
· the company is capable enough to retain its consumers that might have they charged due to high cost of product and services 
· Apart from this, due to financial stability the company has the potential to implement more innovative technologies to keep the customers attracted in the market. 
	· Huge competitors (Sainsbury, ASDA, M&S)
· Fear of high employee retention due to pay gap issue within workplace. 


Table 2: SWOT Analysis 

Impact of internal environment on organisational culture and performance 
As per the view of Alvesson (2012), organisational culture is developed within an organisation at the time when company has been performing in best way to satisfy both its employees as well as customers in the market. In context to Tesco, it has been observed that in the year 2016, the organisational culture of the company was poor as employees was facing discrimination in payment of wages due to existence of gender pay gap. Furthermore, it has also been observed that in the same year, the company terminated approximately 4,500 workers from their company due to huge loss in the market. Hence, this lower the motivation level and confidence of employees and thus, their performance hampered within workplace. Through this, it can be said that the internal environment of the company has been impacting in negative manner on organisational culture and performance. 


3) Critically evaluate the extent to which you think your organisations present cultural and ethical standards and the personal ethical standards, values and beliefs of most employees is sustainable and can help the organisation achieve its corporate objectives and social responsibilities.
Personal ethical standards, values and beliefs
Ethical values and beliefs are the foundation of ethical thinking that helps in detecting situations where the standard of ethic needs to improve in an individual. The personal ethics and values of employees are discussed in context to Tesco’s organisational culture.
Honesty: The employees are expected to be honest, truthful and sincere in delivering the tasks appointed and maintaining the decorum of the workplace. Honesty among the team members and between the leader and the employees wound enhance their bonding and influence the sustainability of the workplace culture (Odor, 2018).
Integrity: the employees are expected to follow the path of integrity and take time to control their morality and take ethical decisions through self-reflection during the time of necessity and crisis. The employees are motivated to control behaviours such as self-righteousness, self-deception, self-interest and self-protection for practicing the code of integrity. 
Reliability: It is expected from the employees that they would stick to their commitment regarding completion of their tasks and achieving the goals within the given time frame (Adisa et al., 2017). In order to implement the code of Reliability, the organisation makes sure that the people of authorising positions like managers and leaders do not make or tolerate justifications for breaking commitments.
Loyalty: The employees at Tesco are expected to conduct the code of Loyalty at every situation in order to safeguard the confidential information regarding the organisation, work matter and information related to other employees. Loyalty is also expected for making decisions and following the instructions related to work without raising conflicts in workplace, hence, increasing sustainability of the work culture (Whelan, 2016).
Fairness: Employee needs to maintain the ethical standard of fairness that refers to equal treatment of everyone working in the workplace and preventing discriminatory acts based on racism, gender, religion and other difference. 
On the contrary, organisational values and ethics are the ethical codes operated and followed by the employer. Organisational values not only involve the code of integrity, fairness, loyalty, reliability and honesty but also include policies, vision, mission and legislations for maintaining discipline and sustainable work culture (Rodriguez et al., 2017). 
Internal practice of business: This refers to communication system by the organisation for interconnecting all the departments and all the employees within a common network. This is applicable to all the people from higher authority to ones working at lower positions to work together and develop better relationship preventing conflicts at workplace (Mathew, 2019).
Defining appropriate behaviour: The organisational code of ethics must provide a clear conception of appropriate behaviour that the employees need to develop and implement while working in the office. Prohibition of substance usage, avoiding being late or uncertain absenteeism and discriminatory actions are some of the fields that needs codes and conducts for maintaining discipline and sustainability in the organisation culture (Connolly  et al., 2017).
Employee Training and Education: The organisation is responsible for providing training related to maintaining codes and ethical values during work. Tesco ensures that the employees follow the regulations under the ‘Equality Act 2010’ and maintains the policy of no discrimination but equal treatment, enhancing cultural sustainability (legislation.gov.uk 2020). 
Communication channels for sharing information and building relationships
Communication channels refer to the mode through which people within an organisation interacts. Inappropriate communication channel might hamper the works and operations and hence, Tesco needs to implement effective and fast mode of communication in their work culture (Gillespie and Reader, 2017). Simple message require common communicative modes while better communication channels are required for complex messages ensuring efficient interaction and clarity of information. The basic modes of communication are discussed in context to Tesco.
Direct Communication: This mode is also known as the face-to-face mode of communication and is the most common and traditional channel for interaction. This is the most effective channel of communication as it offers platform for communicating complex and emotional messages. The speaker can provide clear perception to the audience effectively through this channel. 
Media Communication: This mode of communication involves loudspeakers, Television and radio for broadcasting important messages within the organisation. This media messages are used to be address to the mass of employees (Lyu and Zhang, 2017). The HR team or the managers seek this communication channel for notifying information related to overall work procedure, holidays etc to the employees. The CEO of the organisation sometimes uses the television feed broadcast through global websites to address the employees across the globe in different nations. 
Mobile Communication: This channel is useful during sending complex and private messages for individual or small teams. Mobile channels enable interactive exchange providing the recipient added advantage of interpreting the speaker’s voice with the message. Sometimes the managers opt for this communication mode over the face-to-face method to save effort and time (Chen et al., 2019). 
Electronic Communication: This channel encompasses social media, intranet, internet and emails and is highly useful for group, one-to-one or mass communication. This mode of communication is less personal but highly efficient. Clarity needs to be maintained while creating messages and communicating through this channel. 
Witten Communication: This channel is used when information requires to be reached to a team of employees but does not need any interaction from them (Wiener et al., 2018). Tesco mangers use this mode of communication for publishing important notice or information through memos, letters, policies, announcements and manual messages. 
Formal and informal relationships between departments and people
There are various communication channels available for the employees and the managers, for instance, bulletin boards, video conferencing, mobile technology and fax machines for forwarding messages and communicating within the organisation.
Formal communication can be defined as the smooth information flow through predefined and proper communication channels. These flows of information needs to e controlled and deliberate efforts for maintaining smooth communication at every level. Formal communication in Tesco follows chain of command and hierarchical structure typically running top to bottom, starting form managers and leaders downwards to the lower level staffs (Rezaei et al., 2018). Formal communication channels are helpful in transmitting organisational knowledge and information like policies, procedures and goals. Messages sent through formal communication follow chain of command between the people maintaining professionalism at workplace. Employees are also instructed to follow formal communication for interacting during performing their duties. For instance, in case information needs to be addressed to the higher author, the lower level staffs cannot directly get in touch with them. They need to pass the information to their respective departmental manager, who would carry it forward to the senior management team, who would further send it to the CEO. 
The informal communication is multidimensional and is moves freely at every stage of the organisation. This communication mode is not restrained by any pre-defined channels. Informal communication between the people from various departments gets quick and easy transfer of information and the information are more relational  in nature as people interact directly and can speak freely about various topics. Informal communication between employees from different department is highly essential in increasing favourable relationship and enhancing positivity in organisational culture of Tesco.  In order to add completeness to any message, it is important to combine both formal as well as informal communication between the employees in Tesco. Formal and informal communication offers huge boost for organisational relationship between the departments. Moreover, the manager at Tesco believes that all messages cannot be delivered to staffs through formal channels. Informal communication is also considered more effective in enhancing relationship between the people from various departments as the messages are transmitted quickly than the formal communication channels. The management also gets to know the opinions and feedbacks of the subordinates through informal relationship and informal communication in Tesco. 
[bookmark: _Toc36830853]Conclusion
It can be concluded from this assignment that organisational culture is highly interconnected to organisational growth and better productivity be the employees. Moreover, employees are highly encouraged when they experience a healthy work environment in workplace. Macro and micro environments or external and internal factors highly impacts the organisational culture and development of business. Therefore, Tesco is recommended to implement suitable strategies after analysing their external factors and core competencies through PESTLE and SWOT Analysis respectively. Safety and protection of the employees along with regular motivation through various methods like reward system and training sessions are high effective in encouraging the employees. 
This assignment also concludes that communication is an essential element in improving relationships among the employees as well as between the management and the employees. Communication provides a better understanding of the organisational ethical guidelines, beliefs and traditions to the employees. Moreover, team work is also improved through sharing information, effective interaction and positive coordination between the employees.  Hiring, on-boarding programs, training and development sessions, reward programs and employee benefits and compensation comprises the sustainability of the work culture in Tesco. The organisation focuses on providing clear outline of what they desire from the employees and how their beliefs and values need to be aligned with the organisational operations for enhancing positivity in the workspace culture as well. 
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