[image: Description: :::::::Desktop:In progress desktop:TRINITY SAINT DAVID:logo:TSD_logo2010.jpg]
Applied Leadership Level 5
Module Assignment Submission 

	Student Name:
	Allison Dight

	Student Number:
	2318460

	Module No:
	BMSK5009

	Module Title:
	Developing A High-Performance Culture



Statement of Confirmation of Authenticity
By the act of making this submission, the student declares that this is the work of the student named above. The work has not, in whole or in part, been knowingly presented elsewhere for assessment, or where assessment has been built on a previousan earlier assessment, this has been identified. Where materials have been used from other sources it has been properly acknowledged. If this statement is untrue, the student acknowledges that an assessment offence has been committed.
Attention is drawn to the plagiarism and unfair practice policies of both the University and of IL

Contents
Introduction	3
Critical Assessment of Tesco’s Culture and Context	4
Culture can be defined as the shared values, beliefs, behaviours, and practices that shape how individuals within a group or organisation interact and work together. It provides a framework for decision-making, communication, and collaboration, influencing both employee experiences and organisational outcomes. In a workplace characterise is often described as “the set of shared attitudes, values, goals, and practices that characterises an institution or organisation” (Merriam-Webster, 2025). Similarly, Hofstede (2011) emphasises culture as the collective programming of the mind that distinguishes one group from another, highlighting its role in shaping organisational identity. Within organisations such as Tesco, culture is expressed through principles like respect, recognition, and teamwork, which create an environment where collaboration and high performance are more likely to thrive.	5
Organisational context	5
Organisational Context	6
Organisational Culture	6
Customer-oriented values	6
Collaboration and respect	6
Recognition and reward	6
Leadership and structure	6
Critical Perspective	6
Models of Organisational Culture (Applied to Tesco)	7
Schein’s Three Levels of Culture (Schein, 2010)	7
Handy’s Four Types of Culture (Handy, 1993)	7
Hofstede’s Cultural Dimensions (Hofstede, 2011)	8
Trompenaars’ Seven Dimensions of Culture (Trompenaars & Hampden-Turner, 2012)	8
Johnson and Scholes’ Cultural Web (Johnson, Scholes & Whittington, 2008)	8
Clubcard Data, Tesco uses Clubcard analytics to track customer buying patterns and make decisions Controls- about pricing and promotions.	9
Formal and Informal Relationships in Organisations	9
Formal Relationships	9
Informal Relationships	9
Organisational Climate	9
ORGANISATIONAL ENVIRONMENT ANALYSIS AND ITS INFLUENCE ON CULTURE	10
PESTEL Analysis and How External Factors Influence Culture	10
Political Factors	10
Influence on culture:	10
Economic Factors	11
Influence on culture:	11
Social Factors	12
Influence on culture:	12
Technological Factors	13
Influence on culture:	13
Environmental Factors	13
Influence on culture:	13
Legal Factors	14
Influence on culture	14
McKinsey 7-S Analysis	14
Leadership Influence on Culture and Behaviour	15
Behaviours and Leadership Influence on Culture and Behaviour	15
Tesco	15
Aldi	15
What Each Organisation Can Learn from the Other	17
Tesco can learn from Aldi:	17
Aldi can learn from Tesco:	17
Comparison of Tesco and Aldi	17
Key Differences in Environment, Culture and Behaviour	17
References	18

Table of Contents






























[bookmark: _Toc214808768]Introduction 



Developing a high performance culture, high-performance culture is increasingly recognised as a critical tool of workplace effectiveness and employee collaboration. . (Schein, 2010). A high-performance culture refers to an environment where shared values, clear expectations, and continuous improvement practices enable individuals and teams to achieve exceptional results while  mutualwhile mutual trust and respect. . W (Handy, 1993).Within large-scale organisations such as Tesco, the UK’s leading retailer, this cultural orientation plays a  rolea role in shaping employee behaviour, enhancing motivation, and creating conditions where successful collaboration between colleagues is far more likely to occur.
Tesco has explicitly committed to building a workplace where colleagues feel recognised, respected, and empowered to contribute to collective success. For example, its Every Voice Matters colleague engagement survey reported that 84% of employees recommended Tesco as a great placea wonderful place to work, highlighting the organisation’s progress in embedding inclusivity and trust into its culture. (Tesco PLC, 2024) . Tesco has invested in structured programmes to develop high-performing teams, focusing on interpersonal awareness, communication competencies, and resilience under pressure. These initiatives have visibly improved collaboration and strengthened team dynamics. In addition, Tesco’s transformation of its HR operating model demonstratesshows how aligning people strategies with organisational priorities can deliver a consistent employee experience across diverse business areas, reinforcing the foundations of a high-performance culture (CIPD,2024)..
By practices such as performance-based recognition, transparent communication, and investment in staff development, Tesco illustrates how a high-performance culture can contribute to a more positive working environment. (Retorio, 2023). This assignment will explore how such a culture not only strengthens organisational outcomes but also supports teamwork, innovation, and employee well-being, drawing on relevant theories and workplace analysis frameworks to illustrate its impact.


[bookmark: _Toc214808769]

Critical Assessment of Tesco’s Culture and Context


[bookmark: _Toc214808770]Culture can be defined as the shared values, beliefs, behaviours, and practices that shape how individuals within a group or organisation interact and work together. It provides a framework for decision-making, communication, and collaboration, influencing both employee experiences and organisational outcomes. In a workplace context, culturecharacterise is often described as “the set of shared attitudes, values, goals, and practices that characterises an institution or organisation” (Merriam-Webster, 2025). Similarly, Hofstede (2011) emphasises culture as the collective programming of the mind that distinguishes one group from another, highlighting its role in shaping organisational identity. Within organisations such as Tesco, culture is expressed through principles like respect, recognition, and teamwork, which create an environment where collaboration and high performance are more likely to thrive.
[bookmark: _Toc214808771]

Organisational context 

Organisational context refers to the external and internal environment in which a company operatesworks, including its industry conditions, competitive pressures, regulatory frameworks, and workforce dynamics. It shapes how culture is developed and sustained, influencing employee behaviour and organisational performance.
For Tesco, the organisational context is defined by its position as one of the UK’s largest retailers, operatingusing in a highly competitive and rapidly changing market. (Ullash, 2023). Externally, Tesco faces pressures from digital transformation, sustainability demands and evolving consumer expectations. Internally, it must manage a workforce of over 330,000 employees worldwide, requiring consistent HR practices that balance global alignment with local responsiveness. . (Tesco PLC, 2024). Tesco’s transformation of its HR operating model-moving from a UK-centric approach to a group-led model-illustrates how organisational context drives structural and cultural change to ensure resilience and competitiveness (CIPD, 2024).
Tesco’s context is shaped by its commitment to inclusivity and collaboration. Initiatives such as the EveryEvery Voice Matters colleague engagement survey highlight how employee feedback is embedded into decision-making, reinforcing a culture of respect and trust (Tesco PLC, 2024). This demonstratesshows how organisational context-large scale, diverse workforce, and competitive pressures-necessitates a high-performance culture that fosters collaboration and adaptability.

[bookmark: _Toc214808772] Organisational Context
Scale and diversity, : Tesco operatesuses across multiple industries including retail, banking, and mobile communications, employing over 330,000 people globally. (Tesco PLC, 2024). This diverse footprint requires a consistent yet flexible HR model that can adapt to local market needs.
Transformation pressures,: Rapid changes in consumer behaviour, digitalisation, and global competition have pushed Tesco to redesign its HR operating model. The shift from a UK-centric approach to a group-led model reflects the need for responsiveness and alignment across international markets.
[bookmark: _Toc214808773] Organisational Culture
[bookmark: _Toc214808774]Customer-oriented values
 Tesco’s culture is built on the principle of “treating people how we like to be treated”,,” (Retorio, 2023which). which underpins both customer service and employee relations.
[bookmark: _Toc214808775]Collaboration and respect
 The company emphasises teamwork, trust, and respect, encouraging employees to share information and support one another. This creates a workplace where collaboration is more likely to thrive.
[bookmark: _Toc214808776]Recognition and reward
 Tesco integrates recognition practices into its culture, ensuring employees feel valued. This contributes to motivation and retention, which are essential for sustaining high performance. Integrated into HR practices to enhance motivation and retention (Lumina Learning, n.d.).
[bookmark: _Toc214808777]Leadership and structure 
Tesco’s hierarchical yet flexible structure allows senior managers to enforce cultural values while adapting to situational needs. Leadership plays a critical role in embedding motivational strategies and aligning culture with strategic goals. (Ullash, 2023).
[bookmark: _Toc214808778] Critical Perspective
Strengths
Clear values that promote inclusivity and collaboration. In (Retorio, 2023). investment in HR transformation to ensure consistency across diverse markets. (CIPD, 2024). Strong emphasis on employee well-being and recognition. (Tesco PLC, 2024).
Weaknesses/Challenges
Large scale and complexity can dilute cultural consistency across regions. (Ullash, 2023). Hierarchical structures may limit innovation if not balanced with empowerment. (Handy, 1993External). External pressures (economic shifts, competition, sustainability demands) require continuous cultural adaptation. (CIPD, 2024).
Tesco’s organisational culture and context demonstrateshow how a high-performance culture collaboration and employee engagement, butengagement but also highlight the challenges of maintaining consistency across a global, multi-sector organisation. The critical assessment shows that while Tesco’s culture is a strength, its context demands ongoing transformation to remain competitive and aligned with employee expectations.

[bookmark: _Toc214808779]Models of Organisational Culture (Applied to Tesco)
[bookmark: _Toc214808780] Schein’s Three Levels of Culture (Schein, 2010)

Artifacts, things you can see and touch, Tesco’s uniforms, store layouts, and customer service practices. What is understood to be valued, Values and Principles such as “Every little helpshelp” and respect for colleagues. Deeply embedded beliefs like customer-centricity and teamwork, goal, visions and philosophies.  . Tesco’s engagement surveys show alignment between values and employee experience. Underlying beliefs, unconscious thoughts, feelings and value
[bookmark: _Toc214808781] Handy’s Four Types of Culture (Handy, 1993)
Role Culture that dominates Tesco Power, high pace, dominance of individuals. (clear hierarchies and responsibilities). Increasing Task Culture through collaborative projects and cross-functional teams. Roles specific, lack of innovations, and organic growth. Task with a high pace, team oriented, great ambitions. Personal culture, individuals stand in the core of such organisations, which have structured these cultures are made of non-cooperating individuals creating a cluster.
[bookmark: _Toc214808782] Hofstede’s Cultural DimensionsDimensions (Hofstede, 2011)
Tesco balances power distance with empowerment. They Encourage through teamwork. Uses structured policies to reduce uncertainty avoidance. Shows long-term orientation via sustainability initiatives. https://slidebazaar.com/wp-content/uploads/2022/10/dimensions-of-culture-slide.jpg

[bookmark: _Toc214808783] Trompenaars’ Seven Dimensions of Culture (Trompenaars & Hampden-Turner, 2012)
Tesco applies universal HR policies but adapts locally. Strong communitarianism highlights the connection between the individual and the community, stressing that social identity and personality are largely mouldedmoulded by community relationships through team collaboration. Recognition based on achievement.
[bookmark: _Toc214808784]Johnson and Scholes’ Cultural Web (Johnson, Scholes & Whittington, 2008)
Stories- Narratives of customer service excellence.
Symbols- Tesco’s slogan “Every little helpshelp”..” logo, uniforms, and store design.
Power Structures- Senior leadership driving HR transformation.
Rituals and Routines- Daily team briefings and customer-first practices.
Organisational structure- Hierarchical Structure, Tesco uses a tall hierarchical structure with many levels -from store workers to team leaders, managers, regional managers, and national directors. The organisation is split into functions such as:
· Operations (stores)
· Marketing
· Finance
· HR
· Planning & Supply Chain
· Online / e-commerce
Clear Chain of Command, Staff report upwards through team leaders and managers. This gives structure and consistency across stores.
Standardised Roles, Tesco has clear job roles (e.g., Customer Assistant, Team Leader, Duty Manager), which supports efficiency and consistency.

[bookmark: _Toc214808785]Clubcard Data, Tesco uses Clubcard analytics to track customer buying patterns and make decisions Controls- about pricing and promotions.
[bookmark: _Toc214808786]Formal and Informal Relationships in Organisations
[bookmark: _Toc214808787]Formal Relationships
 Formal relationships are establishedset up through official structures, structures, (Ullash, 2023hierarchies). hierarchies, and job roles within an organisation. They are defined by contracts, reporting lines, and organisational charts. They are created by management to ensure accountability, efficiency, and clarity of responsibilities. For example, in Tesco, store managers formally supervise team leaders, who in turn oversee customer assistants. Power Culture (Handy, 1993): Decisions are centralised, authority flows from the top. Role Culture, Bureaucratic, structured, with clear responsibilities and rules. Tesco often demonstratesshows this through its hierarchical store and corporate structures.
[bookmark: _Toc214808788]Informal Relationships
 Informal relationships develop naturally between employees outside of official structures. They are based on trust, friendship, shared interests, and social interaction. They emerge through daily interactions, shared experiences, and collaboration. At Tesco, informal networks often form between colleagues working shifts together or across departments. Achievement Culture, Informal recognition of skills and contributions, where individuals gain respect through competence. Support Culture, Emphasises collaboration, mutual support, and inclusivity. Tesco’s Every Voice Matters initiative encourages informal support networks and peer collaboration. (Tesco PLC, 2024). Informal relationships develop naturally between employees outside of official structures. They are based on trust, friendship, shared interests, and social interaction. They  through daily interactions, shared experiences, and collaboration. At Tesco, informal networks often form between colleagues working shifts together or across departments. Achievement Culture, Informal recognition of skills and contributionsappear.
[bookmark: _Toc214808789] Organisational Climate
 Organisational climate refers to the shared perceptionsfeelings of policies, practices, and procedures that employees experience in their workplace. Unlike culture (deeply embedded values), climate is more about the “feel” of the organisation at a given time. (Tesco PLC, 2024).
 Tesco’s climate is shaped by its emphasis on inclusivity, recognition, and collaboration. Surveys show high levelselevated levels of employee engagement, reflecting a supportive climate that encourages teamwork and innovation.

[bookmark: _Toc214808790]ORGANISATIONAL ENVIRONMENT ANALYSIS AND ITS INFLUENCE ON CULTURE
Organisations do not work in isolation. Their culture is shaped by external environmental forces, internal structural elements, and leadership behaviour. Using PESTEL and the McKinsey 7-S model, this section analyses the factors that influence Tesco’s organisational culture and compares them with Aldi. The section also evaluates organisational behaviour, values, attitudes, and leadership, all of which shape how employees behave and collaborate.


[bookmark: _Toc214808791]PESTEL Analysis and How External Factors Influence Culture 
The PESTEL framework assesses macro-environmental conditions that shape organisational strategies and cultural development. (Yüksel, 2012). strategic analysis tool used to find and monitor the external factors that can change an organisation. It encompasses six key areas.

 Political Factors
Tesco is significantly influenced by government regulation, labour laws, trade policies, and post-Brexit import requirements (MarketingTutor, n.d.). Aldi faces similar pressures such as food safety regulation and employment law (UKEssays, 2021).
[bookmark: _Toc214808793]Influence on culture:
· Tesco: Encourages a compliance-driven, risk-aware culture with structured governance and transparency.
· Aldi: Reinforces a disciplined, rule-based culture focused on efficiency and adherence to strict guidelines.
 Political and regulatory factors exert strong influence on both Tesco and Aldi, shaping their organisational practices, cultural expectations, and employee behaviours. Tesco is affected by a wide range of political forces, including UK government regulation, labour laws, trading standards, and post-Brexit import and customs requirements, all of which require the organisation to maintain strict compliance across its large and diverse operations (MarketingTutor, n.d.). Aldi experiences similar pressures, particularly in relation to food safety legislation, employment law, and import regulations that govern the retail sector (UKEssays, 2021). These political demands shape each organisation’s internal culture in distinct ways. For Tesco, the need for regulatory compliance encourages the development of a risk-aware, transparency-driven culture where structured processes and governance systems are prioritised to maintain legal and ethical standards. In contrast, Aldi’s response to political pressures reinforces its disciplined, rule-focused organisational culture, which supports its operational efficiency model by ensuring employees adhere closely to established procedures and performance expectations. Overall, the political environment not only affects organisational strategy but also plays a vital role in shaping the underlying values, behaviours, and cultural norms within both companies.


 Economic Factors
Inflation, rising operational costs, and changes in consumer spending affect Tesco (15Writers, 2024). Aldi’s low-price model benefits from economic downturns but faces profit pressure from labour costs (Panmore, 2024).
[bookmark: _Toc214808795]Influence on culture:
· Tesco: Promotes a performance-driven, innovative culture to maintain competitiveness.
· Aldi: Strengthens a cost-conscious, efficient culture prioritising productivity.
Economic conditions play a significant role in shaping organisational culture and behaviour within both Tesco and Aldi. Tesco is significantly impacted by inflation, rising operational costs, and fluctuations in consumer spending, all of which place pressure on the organisation to control costs while maintaining quality and competitiveness (15Writers, 2024). These economic pressures encourage Tesco to have performance-driven and innovative culture, where employees are expected to identify efficiencies, support value-creating initiatives, and adopt modern technologies to adapt to market changes. In contrast, Aldi operates a strict low-price business model that tends to perform strongly during economic downturns as cost-conscious consumers increasingly shift towards discount retailers. However, Aldi also faces profit pressures driven by rising labour costs and increased competition in the discount sector (Panmore, 2024). These economic forces reinforce Aldi’s deeply embedded cost-conscious and efficiency-oriented culture, where disciplined work practices, productivity, and streamlined processes are prioritised to sustain low price points. Overall, the economic environment pushes Tesco towards innovation and continuous improvement, while it pushes Aldi towards intensified operational discipline and cost efficiency, highlighting how different market responses shape distinct organisational cultures.

[bookmark: _Toc214808796]Social Factors
Consumers now expect healthier products, sustainability, ethical sourcing, and inclusive workplaces. Tesco responds through community programmes and diversity initiatives (Tesco PLC, 2024). Aldi focuses on affordability and simple product ranges (UKEssays, 2021).
[bookmark: _Toc214808797]Influence on culture:
· Tesco:  a customer-centric, inclusive culture valuing diversity and service quality.
· Aldi: Develops a practical, straightforward culture based on providing essential products at low prices.
Social factors—including changing lifestyles, consumer expectations of ethical sourcing, and growing emphasis on inclusivity—play a significant role in shaping organisational behaviour. Tesco responds to social trends by investing in diversity initiatives, community engagement, and sustainable sourcing to meet consumer expectations for ethical and responsible retailing (Tesco PLC, 2024). Aldi, however, focuses primarily on affordability and simplicity, aligning its product offering with the needs of cost-driven shoppers who prioritise value over variety (UKEssays, 2021). These social dynamics shape organisational culture in diverse ways. Tesco’s response cultivates a customer-centric and inclusive culture that values diversity, service quality and social responsibility. In contrast, Aldi’s emphasis on practicality fosters a straightforward and efficiency-oriented culture grounded in providing essential products at consistently low prices.

[bookmark: _Toc214808798]Technological Factors
Tesco invests heavily in data analytics, automation, and online shopping (15Writers, 2024). Aldi adopts technology more selectively, focusing on operational improvements (Panmore, 2024).
Technology continues to influence retail operations by enabling data-driven decision-making, automation, and the expansion of online shopping. Tesco has invested extensively in analytics, digital platforms, and innovation technologies to improve customer experience and operational efficiency (15Writers, 2024). Aldi takes a more selective approach by focusing on technologies that enhance operational efficiency, such as supply chain optimisation and store-level process improvements (Panmore, 2024). These technological choices impact organisational culture by shaping behaviours and expectations. Tesco’s broader technological adoption supports a digitally driven and collaborative culture that prioritises innovation, data literacy, and cross-functional teamwork. In contrast, Aldi’s selective use of technology reinforces its established efficiency-first culture, where improvements centre on speed, simplicity, and streamlined operations.

[bookmark: _Toc214808799]Influence on culture:
· Tesco: Builds a digitally driven, collaborative culture reliant on innovation and analytics.
· Aldi: Emphasises a technology-supported, efficiency-first culture.

 Environmental Factors
Climate change pressures require both companies to adopt sustainability practices. Tesco has major carbon reduction commitments (MarketingTutor, n.d.). Aldi also prioritises waste reduction and sustainable sourcing (Panmore, 2024).
[bookmark: _Toc214808801]Influence on culture:
· Tesco: Creates a culture of corporate responsibility and stakeholder consciousness.
· Aldi: Develops a pragmatic sustainability culture integrated with cost-saving.

[bookmark: _Toc214808802]Legal Factors
Both retailers must comply with GDPR, employment law, health and safety standards, and food regulation.
[bookmark: _Toc214808803]Influence on culture:
· Tesco: Reinforces a structured, ethical, policy-driven culture.
· Aldi: Enforces a standardised, accountability-based culture.
Both Tesco and Aldi operate under strict legal requirements relating to employment law, food standards, health and safety, and data protection (GDPR). These regulations play a crucial role in shaping internal organisational behaviour and workplace expectations. For Tesco, compliance with legal frameworks reinforces a structured, ethical, and policy-driven culture where transparency, training and adherence to standards are central. Aldi similarly complies with legal requirements but incorporates them into a highly standardised accountability-based culture in which employees are expected to meet clear operational benchmarks and maintain consistent performance across stores. In both organisations, legal requirements function as cultural stabilisers that promote consistency, accountability and ethical conduct, though the behavioural expectations differ according to each firm’s business model and management approach.


[bookmark: _Toc214808804]McKinsey 7-S Analysis 
Using the McKinsey 7-S model helps to understand how internal organisational elements influence culture. (Waterman, Peters, & Phillips, 1980; Gupta & Mehta, 2018). In Tesco, the strategy focuses on broad differentiation, digital innovation, and customer loyalty, whereas Aldi’s strategy is centred on strict cost leadership and simplicity. Tesco’s structure is multi-layered and hierarchical, with management levels across stores and corporate functions, while Aldi operates with a much flatter and leaner structure designed to minimise overheads and speed up decision-making. Tesco’s systems include advanced HR processes, performance management frameworks, and heavy use of data analytics, while Aldi relies on highly standardised operating procedures aimed at maximising efficiency. The shared values of each company also differ: Tesco prioritises inclusivity, customer focus, and responsibility, while Aldi’s values highlight efficiency, discipline, and value for money. In terms of leadership style, Tesco adopts a more participative and collaborative approach that encourages employee input and empowerment, while Aldi supports a directive, performance-focused leadership style that emphasises accountability and speed. The nature of staff further reinforces these cultures, with Tesco managing a large, diverse workforce supported by extensive training programmes, while Aldi employs smaller teams of multi-skilled staff expected to work at a consistently high pace. Finally, the skills within each organisation differ, with Tesco focusing on digital capability, customer service, and innovation, while Aldi’s skills revolve around operational efficiency, productivity, and multitasking. Together, these differences show how the internal alignment of each organisation shapes a distinct culture: Tesco’s system supports a collaborative, innovative environment, while Aldi’s 7-S alignment reinforces a disciplined, cost-driven culture.


 Behaviours and Leadership Influence on Culture and Behaviour

Behaviours are influenced by values, attitudes, leadership, and work environment.
· Tesco’s culture promotes supportive behaviours, teamwork, and innovation.
· Aldi emphasises performance, speed, and accountability.

Leadership shapes culture through communication, decision-making, and behaviour modelling.
[bookmark: _Toc214808807]Tesco
· Uses values-based, participative leadership.
· Encourages open communication and empowerment.
· Invests in leadership development programmes (Lumina Learning, n.d.).
[bookmark: _Toc214808808]Aldi
· Uses directive, efficiency-driven leadership.
· Clear expectations, high accountability, task focus.
· Leadership reinforces discipline and performance.
Impact on culture and behaviour:
· Tesco’s leadership nurtures collaboration and innovation.
· Aldi’s leadership strengthens efficiency and high performance under pressure.

Leadership plays a critical role in shaping organisational culture, as leaders influence behaviour through communication, decision-making, and by modelling expectations for employees (Waterman, Peters & Phillips, 1980). At Tesco, leadership is predominantly values-based and participative, meaning leaders encourage open communication, team involvement, and shared decision-making. This approach supports a culture of trust and empowerment, where employees feel valued and motivated to contribute ideas that drive innovation. Tesco further strengthens this leadership style through structured development programmes designed to enhance collaboration and emotional intelligence across managerial levels (Lumina Learning, n.d.). Such practices help create a workplace culture that prioritises inclusivity, creativity, and joint problem-solving, ultimately influencing behaviour by encouraging cooperation and customer-focused service.
In contrast, Aldi adopts a directive and efficiency-driven leadership style, which is characterised by clear expectations, strict accountability, and strong task orientation (UKEssays, 2021). Aldi leaders emphasise speed, productivity, and consistency, ensuring that employees meet performance standards aligned with the company’s cost-leadership strategy. This leadership approach reinforces a culture of discipline and operational focus, shaping employee behaviour towards efficiency, accuracy, and resilience under pressure. As a result, Aldi’s culture encourages fast-paced decision-making and important levels of individual responsibility, which supports the organisation’s aim of keeping low costs and high productivity (Panmore, 2024).
Overall, leadership in both organisations strongly influences their cultural identity and behavioural outcomes: Tesco’s participative leadership nurtures collaboration and innovation, while Aldi’s directive leadership strengthens efficiency, discipline, and high performance. These leadership styles reflect the strategic priorities of each company and directly shape how employees think, behave, and contribute to organisational goals.



[bookmark: _Toc214808809]What Each Organisation Can Learn from the Other
[bookmark: _Toc214808810]Tesco can learn from Aldi:
· Simplify processes to reduce operational complexity.
· Improve speed of decision-making.
· Strengthen cost discipline.
[bookmark: _Toc214808811]Aldi can learn from Tesco:
· Broaden digital transformation and technology investment.
· Increase emphasis on diversity and inclusion.
· Strengthen employee development and engagement.
Tesco and Aldi can each draw valuable lessons from the other’s organisational practices, particularly in relation to operational culture, leadership, and strategic capability. Tesco can learn from Aldi’s simplicity and efficiency by streamlining processes to reduce operational complexity, enabling quicker decision-making and strengthening cost discipline-an approach aligned with Aldi’s lean structure and performance-focused culture (Panmore, 2024, UKEssays, 2021). Aldi can benefit from Tesco’s advancements in digital transformation, customer analytics, and online retail systems, which support innovation and long-term competitiveness, Tesco’s strong emphasis on diversity, inclusion, and employee engagement also presents learning opportunities for Aldi, whose directive leadership style and fast-paced culture may benefit from enhanced employee development initiatives (Tesco PLC, 2024; Gupta & Mehta, 2018). By adopting complementary practices, both organisations can strengthen their strategic alignment and organisational culture to meet evolving environmental demands.
[bookmark: _Toc214808812]Comparison of Tesco and Aldi
 Key Differences in Environment, Culture and Behaviour 
Tesco and Aldi show significantly different organisational environments, cultures, and behavioural expectations. Tesco’s culture is characterised by collaboration, customer focus, and inclusivity, creating an environment where teamwork and employee engagement are prioritised. In contrast, Aldi’s culture is driven by efficiency, discipline, and cost control, reflecting its strong emphasis on operational simplicity and value for money. Leadership approaches also differ markedly between the two organisations: Tesco adopts a participative and people-centred leadership style that encourages employee involvement and shared decision-making, while Aldi works through a more directive and performance-focused leadership approach that stresses accountability and strict adherence to targets. These cultural and leadership differences shape employee behaviour, with Tesco promoting collaborative, service-driven, and innovative behaviours, while Aldi expects fast-paced, disciplined, and highly accountable performance from its staff. The environmental pressures faced by each company further reinforce these distinctions; Tesco must respond to digital competition, innovation demands, and sustainability expectations, while Aldi is primarily influenced by cost pressures, efficiency needs, and intense pricing competition. As a result, there are valuable learning opportunities for both organisations. Tesco could receive help from adopting Aldi’s simplicity, speed, and cost-discipline methods to reduce operational complexity, while Aldi could learn from Tesco’s investments in digital innovation, employee inclusion, and broader customer engagement strategies to strengthen long-term competitiveness.
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