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INTRODUCTION
The strong culture of an organisation is regarded as the driving for making improvements within the performance of the employees. It is known to increase the commitment and self-confidence of the employees, minimises job-related stress along with improving the ethical behaviour of the employees. The aim of this report is to depict the understanding of the workplace culture. This report will encompass the critical evaluation of the influence of the environmental factors on the culture of the organisation. It will also include a discussion regarding if the culture of the organisation is responsible for the promotion of ethical behaviour among the employees. The report will also involve the assessment of the culture of the organisation in a critical manner. This will be followed by the recommendation regarding the enhancement of the workplace culture of the organisation in the forthcoming. For this reason, the organisation that has been selected is Tesco.                                                   											     External Environment of the Organisation                                                                 
In order to prosper and become successful, the organisations are required to use, adapt and fit with the forces which are present within the external environment. The external environment encompasses the factor which is present outside the organisation however can lead to internal changes and are out of control of the organisation for the majority of the part. The common external factors which can have an impact on the organisation involve competition, customers, political and social conditions, resources, technology and resources. Even if the external environment is present outside the company, it can have a considerable impact on the current operations, long term sustainability and growth. Overlooking the external factors can be quite damaging for the organisation and it is essential for the management to continuously monitor as well as to adapt to the external environment (Gilbert, 2015).                                                                                                                                                                                                                   											         Porter Five Forces of Tesco
Tesco is the British public limited organisation operating within the retail industry and offering services within the hypermarkets, supermarkets and superstores throughout the UK and across Europe. With regards to the retail segment, the organisation was developed in 1919 having its headquarters within Hertfordshire. The company has been functioning over the extensive network of approximately 7000 locations throughout the world. With regards to the international retail industry, the evaluation of Porter’s five forces will be the practical means to maintain adequate strategies for having a better understanding of the standing position of the organisation.    																				             Competitive Rivalry
Within the retail industry, the competitive rivalry is high because of the increased demand and supply of the commodities of the community for fulfilling the basic needs. Consequently, various companies and grouse have taken the market for the provision of numerous platforms for the consumers to buy from leading to strong competition between the established players (Zhao et al., 2016). The main competitors of Tesco are Asda, Sainsbury, Aldi, Morrison and The Cooperative. Tesco has been regarded as the consistent market leader with regards to the 27 per cent grocery market share. In contrast, the other retail organisations have been struggling with 14.1, 15.7, 7.7, 10.3 and 6.3 per cent of the market share. Therefore, the presence of these huge names within the industry has made the environment more competitive for one another with regard to operations. 															 The Threats of New Entrants
Within the retail sector, the threat of new entrants is generally high as despite the retail giants have been present, the emerging store businesses can just enter the market. Small businesses can enter the market and participate within the appropriate locality, accessibility, speciality as well as other reasons. On the other hand, the capital is not regarded as the issue since the retail products can be established according to the requirements of the new entrants which can either be medium level or small level businesses. However, the requirement of floor space can be a barrier to the entry of new businesses. This enhances the sense of healthy competition between the organisations because of the nature of the retail industry. Therefore, the probability of new entrants is quite high (Prasad and Warrier, 2016). 																								 Threats of Substitutes  
The threat of substitutes is generally low within the retail industry as the retailers are among the major players for meeting the demand and supply of groceries as well as other food products. There are very few alternatives to the products of the retail industry which can be accessed generally. On the other hand, the differentiating factor of some degree of selection of the substitutes makes it challenging for the consumers for switching from the branded products of super chains. Moreover, certain alternatives are expensive as compared to economical cost services and items of the store. The usage of advanced technology and the impact of e-commerce and online shopping have made changes within carrying out the businesses and increasing the awareness; however, it cannot be called an alternative for retailing. Thus, the risk for substitutes within the retail sector is quite minimal (Burke, Van Stel and Thurik, 2016). 																				  Bargaining Power of the Supplier
Due to the existence of numerous suppliers within the industry that generally have a low influence on the companies; the bargaining power of the suppliers within the industry is regarded as low to moderate. Moreover, the individual suppliers have a minimised impact on the large retail organisations. Along with this, numerous suppliers contest for the limited room within the retail outlets. The enhanced capacity of supply makes it difficult for the suppliers for having an impact on the successful growth of the organisation that enables them, for having particular authority over them. Therefore, the bargaining power of the supplier with regard to the retail industry is retained from low to moderate (Haleem and Jehangir, 2017). 																						 Bargaining Power of the Buyers
From the perspective of the retail industry, the bargaining power of the customers is high as there are numerous suppliers within the market and the individuals can make a purchase from the supplier of their own choice. Moreover, the products which have been offered and the prices of these grocery items and outlets can be compared leading to the considerable level of power of the buyer (Haleem and Jehangir, 2017). There has also been an increase within the awareness of the customers because of internet channels related to the prices of products as well as offers which can impact the purchasing behaviour of the consumers. Furthermore, there is also no binding to shop from the particular retailers and the cost of switching is quite low between the retailers causing a further increase within the power of the consumers. Hence, the consumers have more impact with regards to the retail industry (Prasad and Warrier, 2016). 																				      Promotion of ethical behaviour through the organizational culture
The organisational culture impacts the moral judgement of the stakeholders and employees. The organisations working for the development of a strong ethical culture encourages each individual for acting and speak with integrity and honesty. The organisations exhibiting strong ethics attract the consumers towards their products and services. The consumers are also confident and happy in becoming aware of the fact that they have been dealing with an organisation that is honest. Ethical organisations also retain the majority of their employees for a long period of time which minimises the costs related to the turnover. The investors are also at peace when they make investments within the organisation depicting good ethics as they get a sense of assurance that their funds are protected. Good ethics help in keeping the share prices high along with protecting the organisations from takeovers (Pučėtaitė, Novelskaitė, Lämsä and Riivari, 2016). 
It has been identified that individuals make use of fundamental moral modules for identifying if something is ethical. The experiences related to unfairness, retaliation, selfish attitudes and abusive behaviour of the manager will tend to fail the elementary expectations of the employees regarding ethical conduct leading them to reach the conclusion that the culture of the organisation is unethical. This can also have an influence on their moral engagement level. In comparison, the caring attitude, trust, empathy and ethical leadership will be constant with the expectations of the ethical conduct, assisting the employees in considering their organisation as ethical. A social construct is regarded as the set of shared perceptions regarding the way organisation relates to the individuals and individuals are related to one another. In case the employees are dealt with unfairness or view the organisations implementing the policies and standards in a way that exhibits preferential treatment, they will tend to experience trust, the previous viewpoint will be that the organisation, as well as its members, will not harm one another (Huhtala and Feldt, 2016).    			
A strong culture is highly important for the organizations. The culture of one organization can be different from the other company in many aspects. The culture can impact the employee’s engagement and the involvement, a negative culture of the organization can cause the employees’ turnover, on the other hand, if the culture of the organization is positive is then it can also be the cause of the employee's satisfaction which will make them stay in the origination for a long period of the time. Tesco is the company that has a really positive culture to work in. they invest in the capital to make it even more positive and productive (Bhatia and Priya, 2018).
 They try to keep their employees satisfied and motivated by their culture. Tesco understands that keeping talented employees within the organization is necessary therefore they establish their work culture even more. It has been observed that the rate of the absenteeism is very low in the employees of Tesco. The employees working in Tesco are happy and satisfied with the services of the management. Due to the positive culture, employees remain attentive and engaged with Tesco therefore they make a lot of the money (Bhatia and Priya, 2018).  
 Positive work culture also includes the ethical behaviour among the employees. Ethics in the workplace are highly crucial for the employees and the employers. Ethics are the moral code in the organization. The ethics of the employees present his interest and the engagement in the workplace. Ethical behaviour is formed by the positive culture of the organization. There is high possibility of low and poor ethical behaviour of the employees if the culture of the organization is poor and not organized (Giorgi, Lockwood and Glynn, 2015).
 It is highly significant for the management of all sizes of the organization to maintain and build a positive culture within the organization. There is an impact on the ethics of the culture of the organization. The employees of Tesco possess high ethical behaviour because they have a highly positive work culture. There is a relationship between the ethics and the culture of the organization. The culture of Tesco is countered therefore employees are required to follow the work ethics. Employees with no ethics can put the organization into the trouble. The ethics of the employees with the management and with the co-workers are reflected by the culture of the organization (Giorgi, Lockwood and Glynn, 2015).
  There is a direct relationship between the culture and the ethics in Tesco because organizational culture affects the ethics of the employees and the way react to the situations. Ethics are necessary to be followed by the employees for the benefit of the organization. The organizational culture of Tesco helps employees in following the standards of the ethics within the organization.  Changing the organizational culture can be the cause of the changed ethical behaviour of the employees (Gupta, 2017). 
 There are different kinds of the cultures which are used by the organizations, such as clan culture, adhocracy culture, market culture and the hierarchy culture. The selection of the suitable organizational culture is highly important because they are supposed to influence the success and the development of the organization. a positive and the strong culture of the organization attracts the talented employees and retains them in the organization for a longer period of the time (Gupta, 2017). 
 Clan culture is the culture that is concerned with the people. This culture gives the family-like culture to the employees which help them in working effectively. Clan culture is highly collaborative and cooperative towards the employees. Whereas, another culture is named as adhocracy culture. This model of the culture is concerned with the innovations and adaptability. This type of the culture is beneficial for the high profit margins and notoriety. This culture can cause the feeling of the competition between the employees due to the pressure of the high profit margins (Gupta, 2017).
 Market culture is another culture which is used by the number of organizations. The primary focus of this culture is on the competition and the growth.  The main focus of this culture is to increase the growth and to make the plans successful. The last kind of the culture is the hierarchy culture. The primary focus of this culture is to create the stability and the control within the organization. Companies with a hierarchy culture are corporate to the traditional structure of the organization (Manlow, 2018).
 Tesco is the company with the organizational culture. It is the best retailing organization in UK. One of the main factors behind the success of the organization includes organizational culture which it follows.  Business patterns of Tesco are incorporated with the grocery stores, hyper stores, and with other business sectors. Tesco follows the hierarchical organizational culture that helps them in making the internal organization as the priority. This culture helps Tesco in making the clear directions which focus on the internal organization and related affairs. The culture makes up the processes which help in meeting the organizational goals and objectives (Manlow, 2018). 																	             Recommendations
Culture plays very significant role in the success and development of the organization therefore it should be practiced and implemented all over the organisations. Following are some tips and techniques which can help in enhancing and establishing the culture of the organization (Roland, 2017). 
· Create and communicate meaningful values
Values act as the guide for the workers. Customers and the stakeholders. The values of the organization tell the people associated with the organization that how they have to act and behave in the organization. it is very important to set at least five values at a time that need to be adopted by the employees working in an organization. Employers should communicate their expectations with the employees so that they will adopt the new culture effortlessly (Roland, 2017). 
· Conduct proper selection
For the enhancement of the culture of organizations, management needs to be patient with the process of the selection of employees. In order to fill the vacant positions, management do not consider the talented employees. Management needs to be patient for the formation of the organizational culture because employees are the major component in the making of the organizational culture. During the process of the recruitment management should prepare most relevant questions which can provide the insights of the employees. The interviews should be detailed and an employee must be analysed thoroughly (Stock, Strecker and Bieling, 2015). 
· Enable and empower employees
  Leaders must ensure employees have the right information, tools, support, and control to make the right decisions. Leaders must set the expectation, provide employees with the tools they need to succeed, and then let them do their jobs without micromanaging every detail. This builds trust and empowers employees (Stock, Strecker and Bieling, 2015).
· Engagement of the employees in all processes:
   Only 34 presents of employees are engaged in their work, which is a major problem. As a leader, you can engage employees by informing them of how they make a difference for the company. This can help them feel connected to the mission of the company. Employees should be informed of the company's purpose, annual objectives, and various action plans.  Be sure to inform employees of company scores and progress towards goals and involve employees in developing plans to improve the company (Stock, Strecker and Bieling, 2015).  
· Coaching of the employees:
  Formal feedback helps employees understand how their behaviour compares to what is expected. In contrast, 32 percent of employees wait more than three months to receive feedback from their manager, leaving them uncertain of how their performance measures up.     In order for informal feedback to be effective, it must be timely, fair, balanced (providing both positive and constructive feedback), explain "why" the behaviour is important, be specific, personal, and include a sincere thank you or gesture of appreciation (Tyagi, Dhar and Sharma, 2016).  
· Effective communication with the employees:
In focus groups with employees, we often find that lack of communication is a common complaint. When we mention this to managers, they are often surprised as they feel as though they are communicating with their teams. Communication is usually not the problem, but rather the quality of the communication being transmitted.  Keep your words short and to the point when communicating, consider your body language and tone of voice, and make sure the timing and setting are appropriate (Tyagi, Dhar and Sharma, 2016). 
· Reorganization of the employees:
  In order to make your employees feel appreciated, reinforce positive habits, retain your best talent, and drive engagement, you should let them know what they do matters. Unfortunately, employees seldom feel appreciated. 63 percent of employees say they are not praised enough at work. Because employees learn and process information in different ways (visual, auditory, kinaesthetic), managers need to understand that some employees prefer to hear their recognition, some prefer to see it, and some prefer to experience it. We recommend management to use several recognition methods for the for the better work culture of the organization (Tyagi, Dhar and Sharma, 2016). 

· Create a good relationship with employees 
In order to enhance the culture of the organization, building a strong employee connection is necessarily important. It is very important for the leader to set the overall tone of the workplace culture. It was evaluated from a survey that when the leaders are Mentors then the develop the productivity and connection with the employees with meaningful opportunities which leaves the organization towards success.  Management should focus on the development of the people working within the organization. In this way they will have a better connection with the employees (Giorgi, Lockwood and Glynn, 2015). 

·  Make employees experience positive
Experience of the employees is what stays forever. To enhance the experience of the employee’s improvement in the workplace culture is important. The basic reason for this is the organizational culture and employee’s experiences are intrinsically connected with each other. Hence the experience of the employees also affects the organizational culture. Negative experience of the employees can cause lack of connection within the team members and a poor working culture. 

· Transparency 
Transparency in communication is very much important for the organisational culture establishment. Transparency acts as the soul and heart of the company. Companies who are moving forward to the success and development practice transparency India communication and policies (Giorgi, Lockwood and Glynn, 2015). 																																																																																																																																																																																																																																			References
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