


Executive Summary. 
This report is based on Tesco and how Tesco respond to large scale changes, in this case the Covid-19 pandemic. Tesco’s great advantage was that the company could stay open as it sells essential items, but Tesco had to respond quickly to get its stores Covid secure and ensure that its online delivery service was able to cope with the surge in demand for delivery slots. Although Covid-19 was the biggest change Tesco had ever faced and there was very short notice given before lockdown was imposed Tesco adapted well to the change. Tesco’s sales rose but so did its costs, but the main priority was to keep its staff and customers safe, it was never about profit. The SWOT and Pestle Analysis which has been added to the Appendix helps the reader to understand how the Covid-19 pandemic influenced Tesco’s response. Tesco’s leaders played a huge part in the change by helping its employees to be prepared for any big changes the company may face by conducting exercises with the purpose of helping its employees to be ready to accept and successfully implement any changes that occur. The use of models such as, Kluber-Ross ‘Change Curve’ helped to get an insight to how staff processed the change, accepted the change and implemented the change. Tesco’s internal agents and hierarchical organisational structure were a great strength for Tesco as it helped them to think quick and make important decisions quickly. Tesco’s successful implementation of its new in store rules and online services was due to the hard work of its staff and leaders should continue to keep staff trained and prepared for the uncertain future it faces due to Covid-19.
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1.0 Introduction. 
This report was written by Leanna Jenkins, HR Manager at Tesco. This report was requested by the CEO of Tesco as requested by Maria Heffernan. The report will contain the findings from the researcher’s investigation into how Tesco’s have planned and implemented a change process to adapted to the Covid-19 pandemic. This report was requested on the 26th January 2021 and will be published on the 26th March 2021. The main areas this report will cover are the change the organisation have implemented, Swot and Pestle analysis, change models, leadership, change agents and culture. To complete this report the researcher used resources such as textbooks, journals and websites.
2.0 - Main findings.
2.1 – Background to Organisation.
Tesco founded life in 1919, when Jack Cohen began selling surplus groceries from his stall in the East of London. Cohen made a profit of £1 from sales of £4 on his first day. The brand Tesco was first born in 1924, when Cohen bought a shipment of tea from Mr T. E Stockwell and Tesco became a private company in 1932. In the 1950’s and 1960’s, Tesco began buying rival stores in a bid to monopolise the grocery shopping market. In 1992, the Tesco we know today was born, including it slogan, ‘every little helps.’ Introducing new technologies, products and its own ranges, Tesco has continued to grow at rapid pace and in 2000, launched Tesco.com. completing its dominance of the UK supermarket industry, (Willis, 2015). Tesco sell a wide range of products and services such as, Toys, Clothing, Books, Electrics, Furniture, Fuel, Mobile network service and even Financial and Insurance services. Not, only is Tesco one of the most valuable brands in the United Kingdom, but it is also the fifteenth most valuable retail brand worldwide. Tesco holds a 25 percent share of the market and is classed one of the ‘Big Four’ supermarkets in the United Kingdom. As of 2020 Tesco’s brand value in the United Kingdom and world is £8.5 Billion USD. 
2.2 – Organisational Change (SWOT & Pestel Influences).
The arrival of Covid-19 caused immense worry for businesses all over the world, Alan Stewart from Tesco described it as ‘A challenge like no other’, and that Tesco changed more in the last few months than in the last ten years. Rigby (2020) states ‘the biggest change shown by Tesco was how it shifted its UK business online fast during the Covid-19 lockdown as demand for home delivery soared’. Tesco expanded its home delivery and click and collect in order to help its vulnerable customers by more than doubling the amount of delivery slots that would usually be available each week to 1.5 million, (Tesco Plc, 2020). Tesco has also implemented further changes to the way customers shop in stores in a bid to tackle the ongoing Coronavirus crisis. Changes relate to new social distancing measures such as one-way systems in aisles, one-in one-out systems, more protection for staff, increased the limit of contactless payments from £30 to £45 per shop and protective screens at checkouts to reduce the risk of transmission, (Nazir, 2020). Tesco’s aim during the change is to stay Covid-19 secure, ensuring that there are enough supplies and delivery slots for all their customers, and that stores are safe for customers and staff. Making profit has not been their main priority, it has been about ensuring that there is always an enough supply of products for all its customers, while also ensuring their customers can shop safely and that staff can work while being assured about their own safety. 
With the arrival of Covid-19 in the UK in early 2020 it is safe to say that it brought an enormous wave of panic and worry for all businesses, the Government, and the economy as a whole. Many small businesses unfortunately had to close but fortunately for Tesco, being an essential business, they were able to stay open but from day one they were put under immense pressure and strain. At the start of the first lockdown back in March 2020 Tesco, as well as many other businesses, were thrown in the deep end and had to act fast. Firstly, Tesco needed to make sure that its stores were safe for its staff and customers and that there were enough delivery slots available for all its vulnerable customers. From conducting a SWOT and Pestle Analysis the researcher found Tesco put in place a number of restrictions and rules which helped them to be Covid-19 secure. Tesco’s online platform has saved the store from becoming a victim of store closures, the pandemic boosted the trend of online shopping and e-commerce as people preferred this way of shopping to keep them safe from catching the virus. Tesco increased its delivery slots from 600,000 a week to 1.5million, with the government supporting Tesco by providing lists of names of people who were identified as being vulnerable and needing priority delivery slots. But Shaw (2021) stated ‘Tesco’s website came under increasing pressure with the latest lockdown announcement due to customers racing to book delivery slots.’
The researcher found that Tesco showed many strengths in its response to the pandemic. During the first ten days of the lockdown Tesco employed 35,000 new colleagues including pickers and drivers, this was a massive strength for Tesco to help keep up with the demand that stockpiling caused and to relieve the pressure on current staff or to cover staff that may have been isolating due to contracting the virus or because they were classed as high risk, (Tesco PLC, 2020). Tesco hiring more employees was a massive strength, but the pandemic still caused Tesco problems in regards, to its staff, as absences continue to rise. This meant that Tesco’s already high payroll costs continued to rise as Tesco were committed to paying staff full pay while off sick due to virus. Tesco’s biggest strength has been its staff, employees old and new have been praised for how quickly and selflessly they responded to Covid-19 by stepping up and working longer to ensure the safety of other colleagues and their customers. Tesco’s finance team played a critical role in the companies, immediate response to the crisis, working with colleagues to support the rapid implementation of vast operational changes. Tesco managers would usually hold weekly one-to-one meetings with employees which they called a formal feedback strategy, but to keep up with the daily changes due to Covid-19 the weekly meetings were to slow. Managers took the opportunity to go to the front line in stores and depots to talk to employees and understand what they wanted them to do in order to support them during this difficult time to serve customers better, (Gilliland, 2020). This is reassuring to employees as they feel that their safety matters to managers and that they can rely on the managers to provide a safe working environment for them.
There have been many changes made to all Tesco stores, to strengthen its response to the pandemic and to ensure the safety of customers and employees such as social distancing measures, two metre distance between everyone, and traffic light systems in the bigger stores to help the flow in and out, and the government imposing the track and trace scheme and restrictions on the sale of non-essential items. There are one-way systems with floor markings up the aisles to ensure that customers do not come into close contact with each other and can maintain the two-metre distance guideline, with extra marking outside the store to ensure that social distancing is maintained outside when there happen to be queues. Tesco have provided hand sanitizing stations at the entrance, instore and the exists as well as trolley cleaning equipment and protective screens at checkouts, to help keep staff and customers safe. Tesco dedicated priority hours to vulnerable and NHS, emergency workers and carers customers and made wearing masks mandatory in a bid to help protect the vulnerable, (Tesco PLC, 2020). Tesco have a strong leadership and culture, Covid-19 caused many businesses to drastically change their course, restructure or make a radical change to plans. However, for Tesco it solidified, a strategy that allowed the retailer ‘to really be at their best’. Covid-19 is accelerating things for Tesco, but it accelerated all of the things they were already planning to do. Although Tesco claim to be on top of their game its CEO, Jason Tarry, said Tesco acknowledge that it is still a stressful time as the leadership team was forced to keep up to speed with the rapidly changing environment, (Fleming, 2020).
Although Tesco display these great strengths they have not come without weaknesses. Hail (2020) stated ‘While Covid-19 led to £553 million of extra UK costs, much higher sales volumes and the government’s business rates relief meant underlying retail profit still rose. Tesco hiked its dividend 21% after reporting strong sales, profits and cashflow for the first half of the year in 2020, as the grocery sector saw record demand due to the Coronavirus pandemic. That meant Tesco increased underlying retail operating profit 4.4% to £1.2 billion. While it was reported that Tesco made a profit Covid-19 still hit Tesco hard with estimated costs between £650m and £925m which included significant increases in payroll, distribution, and store expenses. Tesco bank posted a £155 million loss, which the firm said was driven by provision for potential bad debts and reduced income. Tesco also stated that they expect that loss to rise to £200 million, (Thicknesse, 2020). To add to these costs is the continuous costs of provided PPE equipment and safety related items to its stores to help keep the protection of staff and customers continuous and ensure that there are no shortages, and also costs to improve the online and delivery processes to again ensure the safety of staff and customers but also to ensure that all customers are able to get a delivery slot specifically, vulnerable customers.
Although Tesco have adapted well to the Covid crisis so far, the pandemic will be a constant threat to Tesco, as it could disrupt the supply from its suppliers in the UK and abroad. Brexit has also had a great impact to Tesco’s response to Covid-19, as there may be shortages of fresh foods being imported for some time as well as prices increasing which will greatly affect those families that are already struggling due to Covid-19. The Brexit deal would increase the tariff trade and with 80% of Tesco’s food coming from the EU it would increase the retail prices from 3% to 5%. Tesco’s online platform is a great advantage to them compared to its competitors like Aldi and Lidl who do not have an online platform or delivery service. But now Aldi is making a big move into digital grocery sales which could see customers that Tesco had previously stole from Aldi, as they preferred to do less bigger shops and opted for their online delivery, return back to Aldi. 
From conducting this research, the researcher identified that Tesco displayed the use of Lewin’s three step change model. Study.com (2021) states ‘Kurt Lewin developed a change model involving three steps: unfreezing, changing, and refreezing. For Lewin, the process of change entails creating the perception that a change is needed, then moving toward the new, desired level of behaviour and, finally, solidifying that new behaviour as the new norm.’ The use of any change models can be very beneficial to an organisation. Change Coach (2021) states ‘A change model helps to identify potential areas of resistance and implement strategies designed to reduce or eliminate resistance before the change process starts. An aligned benefit is that a model of change helps to create an effective communication strategy.’
It was evident from the start that Tesco knew that they had to stop its usual every day running of its stores and online delivery service to adapt to the pandemic to ensure the safety or staff and customers while still providing customers with essential supplies. Tesco knew that they had to implement these changes immediately and ensure its staff would comply, to meet with the governments, rules, and restrictions, or they simply would not be able to operate - unfreezing stage.
To help its staff through the change Tesco made sure that all its staff were supported through this difficult time by hiring more staff, paying staff while off sick, managers checking in on staff with more regular meetings, and managers and office workers helping out on the front line. All this has helped its staff adapt to the change and to feel satisfied that the change was necessary and implemented well. This is shown by the great committed and selflessness shown by Tesco staff that have dedicated themselves to implementing the change so well – change stage.
Tesco stated that these changes only accelerated changes that Tesco were already planning to do, but the radical and unpredictive growth of the pandemic helped solidify Tesco’s strategy which helped them to be at their best. This shows that it is in Tesco’s culture to plan ahead and be prepared for change no matter how big or small it may be. By this being in its culture it shows that its staff do not resist change – refreezing staff. By using this model, it has helped Tesco to identify what changes were needed to be made to ensure the safety or staff and customers and to assess how its staff would cope and how managers could help and support staff better. It has also showed that Tesco has a strong and effective culture and that its staff are reliable, hardworking and acceptable of change.  
The researcher feels that Tesco have gone through not only personnel change but also transformational change. Change (2021) states ‘it is important for companies to constantly examine the organisations underlying strategies. A company must be in touch with the environment around them. This includes cultural trends, understanding the social climate and being clued up on technology advances. Personnel change is when a company undergoes mass hiring or layoffs. This necessitates a shift in company culture and process.’ This was important to Tesco as the company had to aware of the constant changes that came with the pandemic and had to ensure that services were able to keep up with the extra demand in online shopping as well as having enough staff in stores to ensure the safety of customers and fellow colleagues and to cover staff that were off sick due to the virus.
2.3 – Leadership and Complex Change.
A complex area for Tesco during the pandemic was how to keep their teams motivated while dealing with the pressures of home working. Tesco concentrated from the very beginning on what they could do to support its teams to keep their energy up and acknowledge that it is such a different environment and different time and that everyone had to give themselves a break. Tesco implemented a number of measures to help its teams that were usually based in the office through radical changes to their work lives. Tesco’s leadership team tried to plot out how to keep teams motivated and Tesco came up with a number of measures which included: Allowing staff to block out ‘your most productive thinking time’ every week. No meetings Thursday afternoon were trialled as a result of this. Allowing staff to block out a lunch break every day. Ensuring that one-hour meetings start five minutes past the hour. ‘we start late, not finish early, in order to actually protect that time and allow people to go to the loo or get a drink.’ There were also a number of individual commitments that were applied. This included using walking meetings, allowing people to challenge the length of meetings and whether a call could be on phone rather than video call. There were moves to limit meetings before 11am on Monday, in order to stop the Sunday afternoon quick login, (Charles, 2020). 
Four years ago, Tesco created a ‘dooms day’ management exercise in which the supermarket chain imagined its head office would have to shut down completely. At the time this exercise was thought to be a bit extreme, it turns out that it in fact wasn’t extreme at all and has actually prepared Tesco for the unexpected, such as the arrival of Covid-19. Thanks to this exercise, Tesco, already had the equipment in place for remote working. Some of its teams have been using zoom calls for about two years, (Butler, 2020). Exercises like this prove that Tesco’s leaders have been a great help in preparing Tesco for any major changes that the company may find themselves facing. It shows that as the company’s teams shifted to remote working, the transition went smoothly as the company culture is supporting of these practices. By being prepared like this and taking these measures to ensure that its staff don’t feel pressured by working at home, helping them to keep motivated and being supportive of them throughout the change process, shows that Tesco leaders are fully committed to its staff and the organisation to progress through the change process successfully.
A change leader sees change as an opportunity. A change leader looks for change, knows how to find the right changes and knows how to make them effective both outside the organisation and inside, Mullins (2010, p.764). Leaders are not immune to the pressure of people’s expectations, after all, employees look to their leaders for a lot – clarity, connection, and accountability – particularly in the midst of change, so leaders must manage the change, or it will manage them. When leaders fulfil the change management role, changes are made efficiently and sustainably, and the expectations of their staff, partners, stakeholders are met, (Deshler, 2021). Leaders must focus on maintaining and growing positive and engaging work culture during organisational change. Changes can bring excitement, fear and doubt among employees and leaders must embrace these feelings and open up about the possibilities of the future with its employees and embrace their feedback. This will foster more confidence, trust, excitement, and productivity, (Hppy, 2021).
The researcher feels that Tesco’s leaders have fulfilled the role of what is expected of a good leader while navigating its company and staff through the change process. Tesco leaders have used this change as an opportunity to advance its services instore and online, they understand that in these trying times that its staff have their concerns and are worried about their health and their future at the company and Tesco have taken great measures to ensure that their staff are safe, secure, supported and also helped to keep them motivated which has resulted in its staff to be completely committed to Tesco throughout the whole pandemic, so far, with Tesco stating that its staff have been its greatest assist throughout the pandemic. By Tesco preparing themselves for major crisis like the pandemic its shows that they are great leaders and that its culture is strong and about looking after its staff and the future of its company.
‘Change models are beneficial to large organisations such as Tesco, as change models provide a shared approach to managing change, it provides a focus for all change management activities and helps to align resources within the organisation’, (Change Coach, 2021). Change models help organisations to implement change more quickly and strengthen the change process. Change models help to prepare people for the change and helps them to see if the change is achievable and manageable. Change models help people to gain confidence and not resist it. Organisations who implement change models and respond more effectively to the change.
2.4 – Change Agents.
Though change is a continuous process involving managers at all levels, who should initiate change and how, has to be deliberately decided in planned change. Planned change can be introduced through change agents. A change agent is the person who initiates change in the organisation to increase organisational effectiveness, (Business Management Ideas, no date). ‘One of the key activities of a change agent is finding ways to help people change. Change agents clarify change and make it easier to perform. As a facilitator, you design systems, tools, forms and processes to enable people to succeed as they go through change’, (Enclaria, 2021). Internal change agents are continuously involved in the change process and they belong to the organisation. Internal change agents are usually the managers who are trained by the consultants (external change agents) to implement the change as an ongoing process. They lead members to implement the change process and convince them to accept and implement the change, (HmHub, 2020). An external change agent is the one who is brought to the organisation from outside such as consultants. The company’s rules, regulations and policies are not imposed on them, and so they can deeply analyse and bring different viewpoints to a situation and challenge the existing state of affairs. This can also be seen as a disadvantage, as the external change agent is not aware of the company’s history, work policies, and personnel, (Business Jargon, 2021).
The researcher has identified Tesco’s change agent as being internal change agents. Tesco follows a top-down hierarchical organisation structure. In this structure, positions and obligation are divided into many parts to ensure work will be done efficiently and smoothly. The ones at the top of the business pyramid have the maximum responsibilities and authority, (Org Chart, 2016). Tesco managers were advised and trained by external agents on how to improve its stores to ensure that they were safe enough for its staff and customers. The managers then had to train and lead its staff into implementing the changes successfully to ensure that its stores were Covid secure. A top-down approach to change management implies imposed change as the initiative comes from the top. Decision making is centralised at hight levels of the firm, excluding lower-level employees in the change process, even though they are directly affected, (Anderson, 2020). The advantage of a top-down approach is that decisions can be made and implemented very quickly, this is particularly important when time is limited, (Tran, 2016). In this case of Tesco having to react quickly to respond to the pandemic this approach was very successful. In a time where staff were afraid, worried and uncertain about the situation they were in, having good internal agents that they felt that they could trust and helped to keep them motivated during the pandemic helped to keep staff from resisting. 
Change is complex and failure can occur at many levels. Change agents can bring about their own downfall through a lack of communication and the mismanagement of employee trust or by trying to undertake too much change at once. Most change efforts, however, are unsuccessful because of resistance, either active or passive, of those within the organisation, (Martin, no date, p,461). Resistance can be positive or negative to an organisation. Resistance to change is a normal response, but resistance to change is less of a problem than employees ignoring the change or being in denial of the change, (Ferris, 2015). Employees may resist change when they have not been briefed on the reasons for the change or the thinking behind the decision-making. Listening to employee concerns and ideas will help reduce resistance to change, (The Balance Careers, 2021). People resist change as they do not like change, they are happy to carry on as normal. They can feel that the change may not benefit them, may not trust the people making the change or think that there may be a better way to do it. But resistors are beneficial to an organisation as they help to identify any problems that should be resolved first, encourage leaders to think carefully about the change before rushing to implement it, which can also improve and strengthen the change.
‘The ‘change curve’ derived from the work of Kluber-Ross, describes the internal emotional journey that individuals typically experience when dealing with change and transition. This journey consists of a number of stages that people go through: shock and denial, anger, bargaining, depression and acceptance,’ (Change Quest, 2021). Mindtools (2021) states ‘the first stage of the change curve is when change is introduced, and people’s initial response may be, shock and denial. Once the reality of the change starts to hit, people tend to react negatively and move to stage two of the change. They may fear the impact; feel angry; and actively resist or protest against the change’. 
In Tesco’s situation the researcher feels that from using the change curve model it was evident to see that initially staff and even managers were at first extremely shocked and worried at the thought of the big changes that Tesco faced at the beginning of the pandemic. Many staff were incubators of the change as understandably they were worried for their safety and whether the company would be able to guarantee staff and customers safety while adapting to the changes but knew these changes needed to be made. Tesco’s leaders are good advocates who believed in the change and how it would benefit the company, its top-down structure and how Tesco had already been in preparation for a big change such as the pandemic helped its staff to focus on what was needed to implement the change and start to accept the change. This is shown in how Tesco staff have worked to their absolute best throughout the whole pandemic ensuring that all staff and customers have been safe.
2.5 – Culture.
Organisational culture and change are both complex and difficult to grasp. A powerful culture protects the organisation from the environment changes and confers to its values the stability necessary to the long-term survival. These organisations can adapt rapidly to the encountered changes, finding in their values the necessary force to resist, (Sirbu and Rosca, 2015, p.103). 
Tesco Careers (2021) states ‘Our culture. It’s the value we live by to make sure we serve our customers, colleagues, and their communities a little better every day – understanding people -customers, colleagues, communities and what matters to them, and then trying to make those things better, is at the heart of Tesco. We know that looking after our colleagues in a culture of trust and respect is essential to the success of Tesco. Where colleagues feel recognised and rewarded, where they have the opportunity to get on and where they are supported in their development, they in turn try their hardest for customers.’ 
As previously stated in this report Tesco’s culture was already prepared for changes that it would have to endure under certain circumstances such as the pandemic, this proved to be a massive advantage to Tesco which helped them greatly. Tesco’s culture is employee orientated, its main focus is its employees and how they can look after and support them as they progress through the company, the change that the pandemic brought did not change Tesco’s culture but strengthened it.
3.0 – Conclusion.
The greatest success for Tesco while implementing this change was its change agents. Its internal change agents helped Tesco to be prepared for a big change such as Covid-19. Its top-down hierarchical organisational structure helped Tesco to make quick decisions that were needed to be made to help Tesco and its staff to adapt quickly and efficiently to the change. Tesco were also extremely successful in ensuring that all customers and staff were safe and had enough supplies for everyone. Advancing its online services was a massive benefit for Tesco to keep up with the demand for online delivery slots and to help them keep up with competition from other supermarkets, it also helped Tesco to take customers from those supermarkets such as, Aldi and Lidl, who do not have an online shopping and delivery service. ‘Tesco is looking ahead to life after lockdown in an attempt to model future planning. They have a team that is looking at the demand curve for the medium and long term, and at the supply strategy’, (Lauchlan, 2020). The researcher feels that although Tesco are looking ahead and future planning that they must take into account that the forecast of the future may not be accurate and unpredictable but believes there are still many ways that Tesco can be prepared.
4.0 – Recommendations. 
	AREAS OF DEVELOPMENT TO IMPROVE CHANGE AND IMPLEMENTATION.
	ACTION TO BE TAKEN.
	PRIORITY.
LOW/MEDIUM/HIGH.
	SUPPORT AND DEVELOPMENT.
INTERNAL/EXTERNAL.
	REVIEW DATES.

	Preparation exercises. 
	Continue staff exercise training.
	HIGH.
Past exercises were a huge success for preparing staff to deal with change. Continuation of these exercises will further help staff as well as educate new staff.
	Internal & External.
	Monthly.

	PPE
	Ensuring there are enough supplies for all staff.
	HIGH.
Safety of staff is top priority so there must be enough supplies for all staff with regular stock takes on PPE.
	Internal. 
	Every 1-2 days.

	Delivery service.
	Ensuring there are enough slots available. 
	HIGH.
To ensure that the demand for delivery is met especially for the vulnerable.
	Internal.
	Daily.

	Staff meetings
	To keep up with the regular staff meetings
	MEDIUM.
For managers to keep in regular contact with staff to check on their well being and if there is anything the managers can do to help them. 
	Internal. 
	Daily.



5.0 – Appendix. 
                                                                             SWOT.
STRENGTHS.
· Leadership.
· HR.
· 50,000 new staff recruited.
· Stopped weekly meetings for daily meetings.
· Staff stepping up and committing to working longer.
· Tesco’s main driver has been ensuring there is enough supplies for customers and the safety of customers and staff, never about profit.
· Expanded its home delivery and click and collect service.
· Social distancing measures.
· Full pay to staff who were off sick due to covid.
· Hand sanitizers and trolley cleaning equipment.
· Protective screens at checkouts.
· Traffic light systems at the entrance.
· Face masks to be worn in stores.
· Increase from 600,000 delivery slots a week to 1.5 million.
· Dedicated hours for NHS workers and vulnerable customers.
· Buying limits on popular products.
· Floor markings for the one-way system around store.
· 16,000 permanent jobs for online shopping.
· 35,000 new employees in the first 10 days.
WEAKNESSES.
· Tesco’s Covid costs are estimated between £650million and £925million.
· Staff off because they are classed as vulnerable or have contracted Covid.
· Continued rising costs.
· Costs for providing extra PPE equipment.
· Government guidelines restricting what Tesco can sell.
· Food prices increasing due to Brexit.
· Absences continuing to rise.
OPPORTUNITIES.
· High unemployment rates could help Tesco acquire the numbers to fuel its growth.
· Being able to hire thousands of extra staff to cope with staff shortages and the extra workload.
· The stopping of sales of non-essential items means that less shoppers are going to store to buy non-essential items, which helps to keep staff and other shoppers safe.
· Regular meetings from managers on the shop floor with employees.
THREATS.
· Tesco could lose the customers it previously stole from Aldi.
· More staff having to take time off.
· Constant competition from other supermarkets.
· Covid-19 – the pandemic being so unpredictable and not knowing when the pandemic will end will always bring constant threats and challenges to Tesco.
                                                                        
                                                       PESTLE.
POLITICAL.
· Government guidelines and restrictions limit Tesco on the products they can sell.
· Limit on how many customers can be in store at one time.
· Government imposing track and trace in stores.
· Government asked Tesco to help vulnerable people who do not have their own support as a matter of priority. Tesco received a list of people’s names who were identified as coming under that category to be put top of the priority list.
· Brexit deal would increase prices by approximately 3% to 5%.
· Tariff free trade (Brexit) – but with 80% of Tesco’s food coming from the EU, a little increase in tariff would increase the retail price.
ECONOMIC.
· Covid has impacted businesses/ companies very badly, Tesco’s online platform has saved them from becoming a victim of store closures due to the pandemic restrictions.
· The pandemic increased sales and profitability. Tesco’s estimated annual revenue and net income have increased by £1.3million during the pandemic.
· without a Brexit deal there would have been an increase in tariff.
· Due to Brexit, there may be a shortage of fresh foods for some time, but things will go back to normal.
· if the Government introduces new laws on e-commerce, online shopping, and delivery model business it would directly increase the cost, retail price, and profitability of Tesco.
· Tesco said it would pay back the $585million of business rates relief they received as support during Covid.
· Shortages due to stockpiling.
SOCIAL.
· Customers are now doing bigger shops less frequently.
· Supporting vulnerable or self-isolating staff by continuing to give them full pay throughout the pandemic.
· Continuing to help local communities by giving £30million care and support package for vulnerable people during the pandemic.
TECHNOLOGY.
· E-commerce – the pandemic has boosted the trend for online shopping and e-commerce. People preferred this way of shopping to keep them safe from catching the virus.
· Advancing its online shopping service.
LEGAL.
· The company cannot hire employees and provide them with less than the required wages.
· Staff who have contracted the virus while at work have claimed compensation due to lack of PPE.
ENVIRONMENTAL.
· Covid-19.
· Use of more plastic bags to deliver online shopping to reduce risks of infections.
· The more use of PPE is resulting in stores producing more rubbish.
· The increase in delivery slots each week increases the number of delivery vans Tesco have on the road, increasing pollution.
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