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[bookmark: _Toc97394284]1.0 Introduction
Organisational culture is extremely important when the management of the employees along with the organisational vision is required. The culture of an organisation defines the behaviour of the employees within the organisation and that impacts the performance of the individual employees as well as retaining the place of the organisation in the face of the customers. This report will discuss the organisational environment and the external factors that will be extremely important to impact organisational behaviour. The impact of the organisational behaviour on the employees and critical appreciation of the performance management in the organisation Tesco will be discussed in this report. Finally, a couple of barriers that can potentially damage good organisational behaviour will be discussed along with certain recommendations to overcome those behaviours and to retain a good atmosphere for the employees.
[bookmark: _Toc97394285]2.0 Using your knowledge of the organisational environment, critically assess the impact of the environmental factors on the culture of the chosen organisation.
[bookmark: _Toc97394286]2.1 PESTLE analysis of Tesco
Tesco is the largest retail organisation in the UK where a large number of employees work. Hence the analysis of the external factors on this organisation will be done to find out what are the potential impacts that can influence or damage the organisational management. 
Political: since the breaking from Brexit the UK has not been a much-stabilized economy and the resources that a company could use have also been limited. The stability index of the UK ranges from -2.5 to 2.5 and hence it can be stated that the country is comparatively calmer now. Political factors impact the pricing the taxation the disposal of income levels and individual household income levels for the consumers. The situation is quite stable in the UK and thus the country can make impactful decisions for the development of the organisational culture (Abdullah et al., 2014).
Economic: The inflation rates of the UK as per the 2020 calculations are 0.85%. That means that the prices of the products that the company is selling are likely to increase by 0.85% after each year (Ho, 2014). The pandemic has impacted the overall economic situation to a huge degree. The customers' beliefs and attitudes must be studied for creating the price and policies that will suit them best.
Social: The UK is quite good in education and thus there are very few people in the country who will be impacted by the education and background of their purchase decisions. The UK also happens to be one of the largest consumer markets. The population of the UK is going to be 74 million by 2039 (Chatman and O’Reilly, 2016). The score should consider the rising trend among the employees regarding health benefits and environmental security issues that can impact their choices of buying products. It is recommended that Tesco focuses more on biodegradable products and wastage management as well as organic farming to find the major resources of the products.
Technological: technology defines the way people will communicate and Tesco will compute the data that has been collected from the market research. After the panda makes The E-Commerce industry and digital transactions have taken a large place. Labour costs, self-service checkout points, online shopping and home delivery are some of the extremely sensitive areas where technological development can have a long-lasting impact (Williams and Glisson, 2014).
Environmental: the UK is considered to be some of the most environmentally conscious countries where the consumers are becoming more and more conscious about the contributions that the companies and individual uses of products are making towards the environment. Environmental issues such as deforestation, plastic management and carbon footprint reduction are extremely important for the employees to get the best results. Tesco has committed to limit the carbon footprint by 50% by the year 2021 and that is considered to be one of the best factors that the company can take (Tesco, 2022).
Legal: legal factors have always a long-lasting impact on the decision making of the company regarding their policies. The food retailing Commission (FRC) is a code of practice that should be introduced in organisations to manage the prices and ensure that correct payments will be made to the suppliers. Tesco has decided to provide customers price reductions on the full if the purchase in the amount of grocery e buying (Pietersen, 2017). For making this happen the organisation needs an employee team that will be extremely punctual and does human history and laws employer protection acts are some of the important legislations acts by the UK Government that can impact the behaviour of the employees. 
[bookmark: _Toc97394287]3.0 Ethical behaviour of the employees and organizational behaviour 
Ethical behaviour of the employees within an organisation is necessary not only to keep the organisational balance in place but also to make sure that there is a certain amount of connectivity within the employees and their essential elements are functioning as a unit (Abid et al., 2014). Employees cannot be expected to have the same kind of response rate for two situations and performance but it is possible to make them function in a group where understanding the different elements in one place can create a total behavioural strategy. 
Organisational behaviour is the same as employee behaviour within the organisation. In other words, a single simply impacts the entire organisational behaviour and the necessity to control his or her behaviour within the organisation is almost the same as the necessity to control organisational behaviour in a business atmosphere (Driskill, 2018). Hence it is important to note that employees are units themselves and they are also parts of a bigger unit that plays a vital role to benefit the organisation they are working for. That is the reason for invoking a sense of team working within the organisation and the creation of total functional attributes is very much important. Individual training, as well as group training, is important for employees to develop their cells and create a picture that they will be representing to the outside world.
Some of the necessary elements that need to be considered while creating the training procedures include basic human activities such as inclusivity gender neutrality non-biasedness equal pay humanitarian approach non-passive behaviour and anti-racist activities. Legal policies and acts of the UK can help the organisation to create a better understanding of the employee behaviour management tactics (Awadari and Kanwal, 2019). The importance of organisational employee behaviour is immense and the specific version of the employee management activities in the organisation can increase the level an organisation can achieve over the employees to control them. However, it is exceedingly important for the employees to know that they are not to be controlled for the sake of the organisational purpose only. Individual respect for the employees shall be provided from the organisational context only so that they can return that treatment to their colleagues and that will also reflect in the way the organisation can felicitate.
[bookmark: _Toc97394288]3.1 Impact organizational behaviour on the employees
Tesco has about 12 countries and they have about 50000 employees in the organisation. The human resource management techniques in an employee have a program integrated into it which provides them with the idea about the organisational vision and the organisational outcomes regarding the personal assistance that they expect from their employees (Thomas, 2017). Organisational behaviour quotes the employees are extremely important to decide if that employee is going to like their work or not. A liking for the work is immensely important not only for ensuring that the best performance is given but also to retain the employee in the organisational context for a longer period. 
Tesco managers their employees with a well-established strategy that focuses on inner growth and places the employees depending on the staff requirement of the organisation. For this thing, it is really important to note their hiring process. Their hiring process includes oral and written examinations but it is dependent on where the employees want to see themselves working. Tesco makes it clear that the employees know where they are applying and what they will be expecting from the work that they are doing (Thomya and Saenchaiyathon, 2015). In-store responsibilities include collaborating with other colleagues where there are responsibilities like stalking the material we stock in the material, attending to the customers making sure that they are ready for delivery and enlisting for stock requirements to be sent in the big storages. 
These responsibilities need a huge amount of connectivity and responsibility incorporated with the job. Little assistants who are working as day labourers expect them that they have to often work hard and at their designated time. Working in brick and mortar stores requires a huge amount of physical activities to be done and that means that the organisation will have to look after the health of the employees as well (Samantara and Sharma, 2015). Tesco has employee management and health management protocols in the organisation that look after the type of labour that their employees are forced to be incorporating. However to understand the development and the criteria in which the job profiles. Promoting an inclusive workplace is one of the most important factors that disco needs to undertake since they have about 310000 people working in about 3400 Tesco stores in the UK alone (Rani, 2016). There are accounts for 70% of the group sales are done with the help of the physical brick and mortar sales where the employees working in the stores have a huge contribution to make a certain sale happening. Organisational culture can facilitate the development strategy and make sure that most of the credentials of the organisation are met with teamwork. A group working to finish a certain task will know where they are going and what the responsibility of each person to take care is (Tosato et al., 2020). Organisational culture is a reflection of the vision that the authority has for their employees. The creation of a framework that speaks for the demands of both the employees and the organisation is possibly the best method in which complete success can be achieved. 
[bookmark: _Toc97394289]3.2 Critical appraisal of the culture Tesco
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Figure 1: Tesco organisational structure
(Source: Tesco, 2022)
Tesco follows a hierarchical organisational structure which means that there is a manager who controls everything. In some cases, it is the regional manager under whom the store manager works (Strohbehn et al., 2014). There is three other managing staff under him are a food training manager, a non-food training manager and a personal manager. There are people under these feet training non for training and personnel managers to make sure that store staff who are working under these managers are handling every responsibility with care. The employee management tactics that Tesco implements are usually felicitated but the authoritarian leadership techniques (Middel et al., 2019). The organisational management techniques sometimes make it clear that the employees need to work harder to get their required amount of respect. However, the company also employs democratic leadership styles among the small teams where voices of different people working in the organisation can be heard and their opinions can also be collected to produce a better management possibility. 
Tesco is the best retail company they have to control the size and the production of the materials in one place. For keeping contact with the supply chain management it is also exceedingly important that they are controlled with the strategies to manage external partners for the organisation. It is important that internal employees and external employees are not confused with one another and tackling them has to follow separate frameworks (Sharma, 2015). By showing the different leadership choices the company makes it clear where they want to keep the authority and where they want the voices of the employees to be collected for creating a better impact. Performance appraisal of the employees is done in a half-yearly and yearly manner and replacements training based on those performances are severely reviewed. One basic recommendation that needs to be put forward is that revaluation shall increase with employee-specific frameworks rather than just reading the profit margins. 
[bookmark: _Toc97394290]3.3 One ethical dilemma likely to impact the culture of Tesco
There are several ethical issues from the environmental background as well as from the human resource management background to be considered before making sure that the company has complete protection taken from the operational impacts. Still, one single ethical issue that can impact the operational management of the organisation is its labour management techniques. According to the employment and labour laws regulations UK an employee is subject to 8.72 pounds of wage per hour for workers who are 25 or over (Riegger et al., 2021). Low rates might be applicable for younger employees but that means that their workload will have to be safe and less heavy too. The creation of a better employee management process makes sure that the employees who have been hired find a good place for working and they do not have to run here and there to find jobs the day after. Employee management and demanding the right kind of which is both a responsibility of the employees and the organisation. It is very important that it follows UK provided rules and fulfils the government proposed method to ensure that organisational behaviour and repetition is kept intact. Without overcoming this barrier it is not possible to ensure that will have long-lasting employees for the organisation. Managing organisational culture is a way of retaining employees as well as creating a repetition for the outer word where customers are also present. 
[bookmark: _Toc97394291]4.0 Barriers for effective organizational functioning and recommendations
There are several various forms of effective communication which need to be addressed before the formation of a team is expected to be done. These videos are not necessarily really impactful for the communication between the authority and the organisation but it is also extremely important to note that these variables can create bitter feelings among the employees which can felicitate damaging relationships and the work can be disrupted (Netshitangani, 2016). Some of the barriers that can potentially damage the functionality have been enlisted below
[bookmark: _Toc97394292]4.1 Evaluating the possible barriers  
Barriers- 
Racial discrimination- For countries like the UK this is some of the major barriers in communication that need to be immediately at rest if an inclusive workplace is expected. Racial discrimination is of the greatest enemies of humankind that stops people from communicating with each other and creates very severe problems in creating an inclusive workplace and using the entire potential of the country to promote equal work (Mey et al., 2014). Racial discrimination by default damages employees, stops the organisation to become a good example of human resource management, and pushes the organisational culture beyond the current.
Skill differences- skill differences are some of the major factors when the grouping of teams is being considered. The most important skills are not at our non-technological level which means the skills discussed here are majorly the skills required to work in the brick and mortar stores where renewal of stocks, managing them and creating a list with time efficiency are the major requirements for the ground level working employees (Haynes-Maslow et al., 2018). These types of skills are essentially connected with the ability to manage time and relying on the other employee to finish the work and time shall be completely prohibited. It is indeed necessary sometimes to generate more efficiency from trained employees who might be new in the profession. In that case, the senior employees have to teach them about how to make several responsibilities walk-in time. Skill differences often make it difficult for managers to decide whom to put in a team with whom (Ye et al., 2018). Sometimes it is good to put a mixed skill for working in the organisations as that helps the unskilled people to learn from the skilled people faster but it also needs to be considered that for doing the work easily the management needs to be done with everybody else working together. Sharing responsibilities is some of the basic requirements that in-store functions need to consider.
[image: ]
Figure 2: Staff at work in Tesco store
(Source: Tesco, 2022)
Performance management
Performance management is both a personal thing to do and teamwork to do. Performance management is sometimes closely related to the typical type of functioning within the team and balancing the responsibilities along with the skill deficiencies (Haynes-Maslow et al., 2018). Performance management for individual people often relates to creating their road map in which they will consider investing time and effort in one thing and let other stuff be just slow as simply as possible because the person already has skill sets to complete them (Zalengera et al., 2014). This technique works fine when individual performances are calculated but when the responsibility has to be increased with the amendment of the group it is very necessary that the sharing of performance management is done effectively to ease out the issues. In such situations communication between people is one of the basic factors that can make sure that no gaps are present. 
Personal lifestyles- personal lifestyles are very much important to make sure that the organisational treatment is fully accepted by the employee. For employees who are staying alone, it becomes difficult to ensure the full commitment for the organisation if the entire process is not scheduled beforehand (Ho, 2014). Hence the organisation needs to make clear what they are expecting from their employees and how much emergency is likely to occur at the beginning of their joining time. Employees who live in a family might have responsibilities that they need to look after before creating an effective programming style. 
[bookmark: _5ylt5yibtnh7][bookmark: _Toc97394293]4.2 Recommendations to mitigate the barriers in Tesco
Recommendations to mitigate racial discrimination
· According to Hirsch et al. (2018), TESCO can overcome racial discrimination through frequently organizing racial bias training programs wherein the company can spread awareness among its potential workers regarding fostering empathy among each other and building social connections. It can further train its employees to deal with potential racism emotionally and psychologically. 
· The company can encourage its managers to work together and create a safer workplace environment for the employees wherein they can feel free to speak up and share their concerns regarding unconscious racial biases.
· TESCO can implement the Title VII Law of the Civil Rights Act within its workplace as a measure for the prohibition of racial discrimination so that when the employees report any potential racial harassment and discrimination, the HR can investigate the claims in a timely, and impartial manner and take serious actions.
Recommendations to mitigate skill differences
· For overcoming the skill differences, TESCO can train the employers towards hiring a highly skilled workforce by recruiting the trained employees from non-traditional pools and also by collaborating with the educational institutions which will further help them in employing top talents within the company mitigating the skill gap.
· The employers within TESCO can focus on hiring more mature workers who possess more experience and skills of employees.
· The employers within TESCO can hire disabled candidates as part of their hiring strategy which can further lead to reduced turnover, reduced recruiting costs, reduced skill gap, and increased productivity.
· Employers can put more focus on the abilities and skills of the workers while reviewing the resumes and job applications. They can overlook skills like leadership skills, attention to detail, and teamwork skills that are highly transferable for overcoming the barrier of skill gap (SHRM, 2022).
[bookmark: _nx0eckp2dyed][bookmark: _Toc97394294]4.3 Recommendation to ensure effective organizational efficiency and culture
· The managers within TESCO can frequently ensure that the process chains within different departments of the company are supportive enough and they can further align their own set of core processes in each department for effectively defining their ultimate purpose which will improve execution among departments and further lead to improved efficiency of each department.
· The company can focus on creating the most effective strategic plan through which they can define the strategy and objectives of the company and align the core processes of each department with the strategic plan that will help them in achieving higher organizational efficiency. 
· The managers can focus on creating a positive environment at the workplace of TESCO wherein each employee is heard and understood which will further help them in gaining the employees’ trust and support and in avoiding the potential conflicts creating a better culture within the company.
· The managers must ensure that the organizational values are effectively communicated to each employee, which will increase their engagement level leading to healthy workplace culture.
[bookmark: _mhle3mp3c9j7][bookmark: _Toc97394295]5.0 Conclusion 
[bookmark: _tsw44mt7ov5w]This study has highlighted the significance of effective organizational culture within TESCO, which further determines the overall behaviour of the employees and also ensures the success of the company. The above study has also determined potential implications of the external environmental factors on the operations of TESCO, which may also influence the organizational culture of the company. It can be stated from the above study that the organizational behaviour and organizational culture of TESCO can directly influence the productivity and efficiency of the employees affecting the company's effectiveness towards achieving its set goals and objectives.
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