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Executive Summary
In a market that is always changing, this study looks at how Tesco Supermarket handles change. The present state of Tesco, its new efforts to make changes, and its responses to the outside world are all looked at. It looks at leadership style and talks about how to evaluate change management methods and how organizational culture affects change. A suggested change management plan lays out strategies for future success, with a focus on developing staff, communicating clearly, and using strong review tools. Tesco's dedication to putting the customer first, coming up with new ideas, and giving employees the power to make decisions sets it up for continued growth and change in the retail industry.
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Introduction
Tesco Supermarket is one of the largest retailers in the world and one of the biggest stores in the UK. Every week, millions of people shop there and use their services. Tesco has been around for a long time and has changed over the years to meet the changing needs of its customers and the ever-changing retail business. In this study, the aspects of change management at Tesco Supermarket are looked at. Today, business is marked by ongoing change. Firms like Tesco need to know how to handle many inside and outside factors to stay strong and competitive (Ajibola, 2022). 
Purpose of this report
This report was to inspect fruitful execution of changes by Tesco, a main retail organization. A thorough examination will be led utilizing essential and optional exploration, including reviews, meetings, and information investigation. This report has three sections in all, in first section, provide an overview of Tesco Supermarket, a PESTLE analysis of Tesco, what type of change and what type of Leadership style was used to implement the change.  In the second section evaluate Lewin and Kotter’s models, Finally in Section 3, A step by Step guidance to implement the change, Expectation of change of culture, Recommendation, and conclusion. What this study does is look at how important change leadership can be to the success of an organization (Alexander, 2015). It then looks at how Tesco has been able to adapt and do extremely well in an economic environment that is always changing. People who study leadership and organizational management can learn a lot from Tesco's experiences and ways of dealing with change. These lessons can be employed both in class and in real life.
Why I have chosen Tesco and my connection.
I have chosen Tesco because I have worked for them for 7 years starting at the frontline and then in the management role, and I still I have friends still working there working at various positions including senior management.





Expected outcome of this report
Although the suggested change would be challenging to implement, Tesco and society would profit more in the long run than it would cost. Tesco's fundamental strengths would be revolutionized by these strategies, which also demonstrate social responsibility. Giving up on the present engagement would be a waste of money. Tesco is wise enough to aim for greater success.  Tesco has the power to bring about change on a worldwide scale. Tesco would take delight in and stand out from the adjustments described. The Lewin model gives change management a specific objective. It guarantees that changes are successfully enacted and reinforced. Lewin model offers objectives in a particular sequence to help managers address issues and figure out why a change isn't lasting. The model helps in determining what needs to change. Improvement and tackling market difficulties require change. The organizational environment and current culture play a major role in influencing the success of change. The management of Tesco thinks that to increase market share and quality, transformation is essential.













Section 1,
[bookmark: _Toc160726864]Brief Review of Tesco Supermarket's Current State
Tesco Supermarket is a well-known store in the UK and around the world that have been around for a long time. Tesco began as a small market stall in 1919 by Jack Cohen. It has since grown into a global retail company with over 6,800 stores, including supermarkets, hypermarkets, and grocery stores and online shopping. With £60 billion in sales every year, Tesco is not only the biggest grocery store chain in the UK, but also one of the biggest shops in the world.
When it comes to market shares, Tesco occupies a much bigger piece of the UK food market than Sainsbury's, Asda, and Morrisons. A lot of shops, with competitive prices, and a lot of different goods make Britain a best place to buy food (Alo, 2017). Tesco's expansion into non-food areas like electronics, clothes, and banking services has given it more ways to make money and made it powerful in the market. Tesco has an advantageous position in the market, but in today's business world, it faces both obstacles and opportunities. Because of the rise of cheap stores like Aldi and Lidl and the growing threat of online players like Amazon Fresh, It is becoming very competition in the food market, which is a big problem (Anderson, 2019). These rival companies are making it hard for Tesco to keep its market share and make money, so the company must come up with new ideas and change its tactics to stay ahead.
Tesco also must deal with the effects of economic instability, which have been made worse by events like Brexit and the COVID-19 pandemic. Changes in the economy, changes in customer confidence, and problems in the supply chain all these factors make it hard for Tesco to run its business. To reduce risks and take advantage of new possibilities, the company needs to be able to respond quickly and strategically (Attwood, 2003). Despite these problems, Tesco also has chances to grow and expand. Tesco can make more money by improving its digital services and skills to getting a bigger share of the e-commerce market, because it appears that more and more people want to buy groceries online now. Tesco's focus on sustainability and corporate social responsibility is also in line with rising customer preferences for products that are good for the environment and businesses that do the right thing (Awadari & Kanwal, 2019). This makes the company look good to people who care about social issues.



PESTEL Analysis:
Political: (see appendix table below for full PESTEL analysis)
The United Kingdom and probably global supermarket markets are going through a complicated phase since the governments are becoming more conscious about environmental and global warming, and they are imposing regulations on firms that have built up pollution. Regarding the fact that Tesco is one of the most reputed retailers in the United Kingdom, it would be gravely affected by the increased in rules and regulations which are designed to protect the environment, seeing that it is currently actively involved in recycling activities and pollution reduction activities. This situation is however also an opportunity if taken in a positive way, because being environment friendly can increase brand awareness of firm and can prove to turn more profits. Another important factor during this economic downturn is taxation changes. These can affect Tesco, because the changes can either prevent or allow consumers to spend more on items, which in turn would affect Tesco revenues.  Tesco hopes to double its business in five years and provide shareholders with higher earnings per share by improving efficiency and expanding their competitive advantage. Serving all stakeholders and adapting to the changing world are their goals.

Identification of Drivers for Change
By contrasting current issues with future goals, change objectives are established. Determine the goals of each team or department, as well as those of the organization, as potential drivers of change. The internal and external factors that drive change are the primary focus of driver identification. Tesco's center reason and values were acknowledged through authority conduct and installing values all through the association. As a result, there was a sense of belonging and a common direction, and the significance of values was raised. The underlying switches for change were not arranged however arisen during the time of progress and given a decent stage to different switches.
Sustainability:
The goal of Tesco is to meet the needs of current and attract new customers. Achievements so far will help secure the future. 'Stakeholder Value Added' (SVA) sustains change by creating initiatives that add value and identifying their impact. 'Change Curriculum' develops employees through coaching, resources, and on-the-job training. This helps retain employees and saves time on individual training. Tesco aims to create a culture of continuous learning. The model is a continuous circle with no fixed start point. It starts with unfreezing old behavior, then moves on to introducing new practices. Experimentation leads to instrumental changes. The final stage solidifies change in culture. The model is only half successful in structurally refreezing. Overall, it helps track progress and make necessary adjustments.
Social Change:
Efforts to incite social change through arranged change mediations are apparent in the authoritative stage. The largest grocery store in the United Kingdom, Tesco, has recognized the negative effects of selling alcoholic beverages on employee performance and well-being.  As a result, they have decided not to hire workers to replace retiring employees in this department and have stopped selling alcoholic beverages in convenience stores. This addresses a significant social change drive by Tesco, focusing on representative government assistance over transient financial misfortune. Cultural norms, novel ideas, alterations to one's material possessions, and shifts in one's community are all methods of social change. Various models of progress, like oversaw change and social change, have been used by Tesco over now is the right time to adjust and succeed.

Style of change
The style of change was participated one, where the management consulted with every employee all way throughout every stage of the change, asking for views and feedback from everyone in relation the change.
Managing Emotional Journey of resistance:
There comes a point when emotional journey and resistance certain employees has to be managed, at this point, there had to be solid leadership along with straightforward direction to get past the emotional Journey of resistance.  The emotional journey of many employees suffer begins with feelings,  denial that there will be no change required, Fear that they may lose jobs or earnings, Anger that there is no need for this change, resistance and then finally acceptance, it is very important at this stage to listen to people and acknowledge their pain and perceived losses, it is also important to explain what is at stake here and being honest and truthful.  Tell them about possible growth opportunity for the company and development for the staff.

Leadership Style
Transformational: 
Tools for managing change are important, but Tesco's way of leading has also been very helpful in taking projects forward. Transformational leadership traits such as vision, charm, drive, and freedom have been very helpful in getting people to support the business, bringing partners together, and making everyone feel like they have a common goal and are committed to change (Morrison & Phelps, 1999). The people in charge at Tesco have shown that they are ready to question the way things are, listen to new ideas, and lead by example. This has made workers more willing to accept new facts, be open to change, and take advantage of chances for growth and development. The leaders at Tesco have set the tone for change in the company by showing others how to act and what principles they should have (Noor-Ilander, 2021). This has made Tesco's culture strong, flexible, and always growing, which helps them do well in a business world that changes quickly.
Transactional:
Transactional change is easier to manage than discontinuous change and can be managed using project management methodologies. It provides clear and measurable results at each stage, making it suitable for performance improvement. A formal contract outlines the terms and conditions of the change and guides the entire process. The focus is on making day-to-day improvements based on the assumption that there is a right way to do things. Involving leaders and employees fosters creativity and helps solve complex problems. Tesco has experienced different leadership styles during its change process. Change can be transformational or incremental, and Tesco must effectively manage all changes to stay competitive.
Situational Leadership:
The former leadership model by Blanchard and Hersey has generated interest among organizational leaders. The model differentiated leadership into four styles based on task and follower readiness. There is potential to adapt this model to leadership during change. Limited research is available on leadership during major change. Some argue for a contingency approach based on situational variables, while others argue for a consistent leadership style. Tesco has experienced various changes and learning experiences. Change episodes at Tesco can be viewed as a study of the organization in transition. Change in the supermarket industry has implications for competitors, suppliers, and consumers. Company success is not solely dependent on strategic decisions, but a consolidated set of tactics. Tesco aimed to become more competitive internationally and underwent a cultural change. Terry Leahy's appointment as CEO kick-started transformation to be the number one food retailer. This involved focusing on the core grocery market and streamlining the supply chain.

Leadership Approach
The change in leadership styles leads to higher effectiveness. Transformational leaders increase self-efficacy and motivation. Data suggests that transformational leadership affects individual and group performance. Transactional leadership focuses on specific performance. Tesco aims to increase motivation and performance with both transactional and transformational leaders. These leaders are success factors in organizational change. Tesco uses transactional leadership at store level and aims for transformational leadership at higher levels. CEO Terry Leahy plays a key role in change management. Tesco involves leaders from all parts of the company in the change process. The company invests in cross-cultural leadership to increase global market shares. There was a failed attempt to improve customer experience through product substitution. The need to change was caused by the China crisis. EFAs resulted in financial loss for Tesco. Dissatisfaction and debt are important issues that need to be addressed. Lewin's three steps change model at Tesco: Unfreezing, Development of dissatisfaction, and creating need to change.

Democratic
Tesco adopted a democratic decision-making style, with a focus on group-based decision thinking. They relate strategic decisions to stakeholder and employee ideas, aiming for employee involvement and organizational objectives. Tesco's global growth strategy involves expanding into Central Europe, the Americas, and Asia. Cultural issues, lack of awareness or commitment to the international strategy, and unclear desired state can pose challenges. Tesco introduced strategy changes to capture new markets, build customer loyalty, improve productivity, and achieve long-term growth. Challenges include cultural contrasts, bureaucratic problems, and resistance to change. The main changes are implementing a global growth strategy, operational excellence, retailing services, and differentiation.


Autocratic
The autocratic management style involves managers making decisions without consulting their team. This can lead to fast decision-making but may not always be liked by employees. Tesco used this style successfully in the past, leading to its growth as an international retail company. Tesco has evolved its management style over the years and implemented change strategies to sustain a competitive advantage. Incremental change has been seen at all levels of the business, including efforts to recover from the horse meat scandal. Steps have been taken to improve customer product quality and regain a leading position in the marketplace.

Laissez-Faire
Leadership and Change Management: This chapter discusses different types of leadership in the change process, specifically focusing on the laissez-faire style. The author emphasizes the importance of leaders understanding the implications of their leadership style on implementing effective change. Resistance to change is explored, with the importance of communicating the benefits of change to individuals and countering opposition. The author argues that choosing the right leadership style is crucial during times of uncertainty and highlights democratic leadership as effective in involving staff in decision-making. A case study on Tesco's leadership and management approach is presented as an example of successful change implementation. The chapter concludes by emphasizing the significance of effective change management for Tesco's continued success and survival.








[bookmark: _Toc160726869]Impact of Organizational Culture on Change Management at Tesco
The way Tesco's organizational culture works is an important component of how well its policy for managing change works. Culture at Tesco, which includes ideas like putting the customer first, coming up with new ideas, and giving employees a lot of freedom, has a big effect on how staff feel about shift and how well efforts to make change work.
Customer-Centric Culture:
People at Tesco really care about the customer and stress how essential it is to put them first in everything they do (Nwagbara, 2010). This way of thinking helps employees really know what customers need, want, and expect, which drives them to always give great customer service. A good example of change management is Tesco's customer-centered mindset. It makes sure that projects to bring about change are scheduled and carried through with the consumer in mind (Nwagbara, n.d.). Tesco can get workers and other important people on board with change, get their support, and ultimately make customers happier and more loyal by making sure that the changes they make are in harmony with what buyers want and expect.
Innovative Culture:
Tesco's innovative culture encourages experimentation, creativity, and improvement. Employees are urged to question the existing quo, test novel concepts, and take prudent risks to foster innovation and transformation. This innovation attitude helps Tesco manage change by encouraging employees to be open and passionate about new technology, methodologies, and ways to operate (Paglis & Green, 2002). Tesco can beat workers' resistance to change, get them to see it as a chance to learn and grow, and drive long-term business transformation by promoting a culture of innovation.
Empowering Culture:
Tesco's attitude encourages workers to be independent, work together, and be responsible. Leaders give workers at all levels the freedom to own change projects, share their thoughts and ideas, and push for continuous growth. This culture of empowerment gives workers a sense of ownership and responsibility, which makes them more committed to the success of change projects (Saberton, 2008). Tesco can use its workers' creativity, knowledge, and passion to drive good results and meet strategic goals by giving them the freedom to be agents of change.
Effects on efforts to bring about change:
The organizational culture at Tesco has a big effect on the success of change efforts because it shapes how workers think, act, and behave towards change. A culture that is focused on the customer makes sure that efforts for change are in line with what the customer wants and expects. This gets workers involved and motivated to provide great customer experiences. An innovative culture encourages people to try new things and adapt to new situations (Salman & Broten, 2017). This way of thinking helps workers see change as a chance for growth and new ideas instead of a threat to the status quo. A culture that empowers people makes them feel like they own their work and are responsible for it (Smith, 2006). This gives them the confidence and strength to take the lead, drive change, and face challenges.
Finally, Tesco's organizational culture is a key part of change management because it affects how workers feel about change and how well change projects work. Tesco can make a place where change is welcomed, honored, and used to drive growth, innovation, and a competitive edge in the fast-paced world of retail by creating a culture that is focused on the customer, open to new ideas, and supportive of employees (Spears-Jones et al., 2021).












Section 2,
[bookmark: _Toc160726868]Evaluation of Change Management Models and Leadership Styles at Tesco
It has changed how it manages change by using different models and theories, and each one has been changed to fit the wants and goals of its change projects (lal Bhardwaj, 2012). When judging these models and theories, one should think about how well they work and how well that they fit with Tesco's organizational attitude and strategic goals.
Lewin's Change Management Model:
Tesco has used Lewin's three-step model of unfreezing, changing, and refreezing as a main part of how they handle change. Through clear communication, involving partners, and getting support from leaders, Tesco has worked to make people aware of the need for change during the unfreezing stage (Lehn, 2020). Getting resources to back up the change effort, making a strong case for change, and setting clear organizational goals have all been parts of this stage. Tesco has put in place several plans and steps to help people get used to the new ways of working during the change stage. Some of these are learning and development programs, changing the way things are done, and using new technology (Lewanski, 2012). The last step is to freeze again. Tesco has tried to ensure the change last by enforcing new behaviors, norms, and standards through reward systems, performance reviews, and efforts to bring people from different countries together (London, 2001). We've talked a lot about how important it is to keep the change energy going, build it into the organization's systems and processes, and promote the idea that things can always be better and changed.
Kotter's 8-Step Change Model:
With Kotter's plan, make people believe they need to move quickly, build an alliance to help them, and give them the authority to do so. This additionally helped Tesco handle change. Mandel et al. (2014) say that Tesco has highlighted how important it is for change projects to have the support and commitment of top leaders, field workers, and outside partners. They also use a type of leadership known as "participatory leadership," which lets workers at all levels share their thoughts, take charge of change projects, and push for constant growth. This friendly and open attitude has made a culture of working together, being creative, and taking responsibility. This lets Tesco use the skills and knowledge of all its workers to handle tough issues and seize chances for expansion and transformation (Moran & Brightman, 2000).
Section 3,
[bookmark: _Toc160726870]Development of a Suitable Change Management Plan for Tesco Supermarket
As Tesco Supermarket continues to change and adapt to meet the needs of customers and the changing market, it is important to create a thorough change management plan to make sure that future change efforts are carried out successfully. This is an organized plan for how Tesco will handle change (Teh, 2014). It includes important topics like suggested changes, staff training and development, communication plans, and ways to evaluate.
Proposed Changes:
The suggested changes at Tesco will focus on making operations more efficient, encouraging new ideas, and giving customers a better experience. As a result of these changes, new technologies may be used to make the supply chain run more smoothly, online, and digital services may grow to meet the needs of more customers, and environmental protection programs may be put in place (Tidy et al., 2016). In addition, Tesco may look for ways to grow and stand out in the retail market by diversifying its business, entering new markets, and forming smart relationships.
Staff Training and Development:
Tesco will put money into thorough staff training and development programs that aim to improve employees' skills, abilities, and competencies to help the planned changes go smoothly. People who are trained will be given the information, tools, and resources they need to easily adjust to new technologies, methods, and ways of working (Vercesi & Welsh, 2023). To give workers the power to drive change and innovation across the organization, growth programs will focus on leadership development, change management skills, and working together across departments.
Communication Strategies:
It's important to communicate clearly with workers if one wants to get their support and create an environment of openness and trust. Tesco will share information, keep workers up to date, and get their opinion in several different ways and on several different platforms (Wong et al., 2019). Words will be used to talk to different user and target groups clearly, consistent, and based on their wants and interests. Tesco will also set up two-way contact channels, like town hall meetings, focus groups, and online forums, to promote dialogue, solve issues, and get feedback from all levels of workers.
Evaluation Methods:
Tesco will use both qualitative and quantitative review methods to figure out how well change efforts are working and how far they've come in reaching their goals. Changes will be tracked by setting up key performance indicators (KPIs) for things like customer happiness, employee involvement, working efficiency, and financial success. To get more in-depth information about how workers feel, what they think, and what they've experienced with change, surveys, interviews, and feedback systems will be used (Woodward & Hendry, 2004). Tesco will also regularly look back at and rate the methods it uses to accomplish change, finding areas of success, problems, and ways to make things better.
To sum up, Tesco Supermarket's suggested change management plan includes an organized way of dealing with change. It covers important issues like the changes that are being considered, how to communicate and work with staff, and how to evaluate these changes. By following this plan, Tesco will be able to handle change projects well, keep workers interested, and create long-lasting business transformation that will help it reach its strategic goals and stay at the top of the retail industry (Ajibola, 2022).











Conclusion and Recommendations
Finally, looking at how Tesco Supermarket handles change shows that they use a flexible and adaptable approach to making their business better. By looking at recent events, outside factors, and the effect of company culture, important lessons become clear that show how strong Tesco is and how determined they are to make things better. Using change management models like Lewin's and Kotter's well, along with a transformational leadership style, has helped Tesco get through tough situations and reach its strategic goals (Alam & Raut-Roy, 2019). Tesco's organizational culture is focused on the customer, open to new ideas, and supportive of employee empowerment. This culture shapes workers' attitudes and encourages a mindset of always getting better. The suggested change management plan includes a long-term road map for Tesco's future that includes better operations, training for employees, better ways to communicate, and strong ways to evaluate performance (Fullan, 2007). The plan sets Tesco up to do well in a retail world that is changing quickly by stressing how important it is to make changes that meet customer wants and encourage a culture of innovation and freedom. Going forward, Tesco should conduct workshops and training for middle-level managers and employees to provide them with a clear vision of the changes. Regular meetings should be held among employees to allow their views. Tesco should provide resources and important documentations to bottom-level staff. Regular feedback should be taken to gauge the effectiveness of changes. Internal constraints include finance, time, manpower, resistance to change, quality of goods, and customer demand. External constraints include political, globalization, environmental, social, and technological factors  will be very important for Tesco to continue building on these strengths, investing in employee growth, and using a culture that is focused on customers and new ideas. Tesco Supermarket can strengthen its place as a leader in the industry by following these suggestions (Jonah, 2018). This will help the company adapt to change and provide long-term value to customers and other partners.

Short, medium, and long goals:
After a change at Tesco, short-term goals might include ensuring smooth implementation of the new processes or systems, addressing immediate challenges, and communicating effectively with employees and customers.
Medium-term goals could involve optimizing operations, improving customer satisfaction, and refining the change strategy based on feedback and performance indicators.
Long-term goals may focus on sustaining the change, fostering a culture of continuous improvement, and achieving strategic objectives such as increased market share or profitability.
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Appendix
PESTLE analysis
	
Political
	
· Government policies and regulations affecting the retail industry.
· Trade policies and tariffs influencing international operations.
· Political stability in regions where Tesco operates.

	
Economical
	· Economic growth or recession affecting consumer spending.
· Currency exchange rates impacting import costs.
· Inflation rates influencing pricing strategies.

	
Social
	
· Changing consumer preferences and lifestyles.
· Demographic shifts such as aging populations.
· Health and wellness trends affecting food purchasing decisions.

	
Technological
	
· Advancements in e-commerce and digitalization of retail.
· Automation and artificial intelligence impacting operations.
· Data analytics for personalized marketing and supply chain optimization.

	

Legal
	
· Employment laws and regulations affecting labor practices.
· Consumer protection laws impacting product quality and safety.
· Compliance with antitrust and competition regulations.

	

Environment
	
· Sustainability initiatives and environmental regulations.
· Climate change impacting supply chain resilience.
· Waste reduction and recycling efforts.
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