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[bookmark: _Toc13708606]Introduction 
For some people work its self is interesting, others find their work as meaningless. One thing is for sure, work is important in our life (JOUBERT and DE BEER, 2011). Work gives values to an individual in the form of self-realization, personal learning, self-confidence, independence, security, can get help from people as others will respect the person because he or she works, and they will have positive attitude for that person in term of helping. As for the relationship, people who work, they will have many friends, lots of social contacts can be possible (Morin, 2004). As work important part of our life, they’re for it is logical that we should understand how to work in an organisation productively and earn all the benefits as employee along with money that provide our financial sustainability. We must understand what the organisation core value is where we work and by knowing the organisation core value, we can understand whether our value and believe matches with the organisation value. If our own value and attitude are not same as an organisation value, we will struggle to work they. In simple term we can say, we will not enjoy the job which does not consistence with our own value. Our attitude toward work will be negative and we cannot give our 100% toward organisation and organisation will not benefits us as well. What people believe can be proven or unproven but who ever believe in something, its true for them and that’s why they believe on that thing (object, miracle, God, Idea or experience. As individual we developed our own unique value and belief from our worn life experience and tradition, mainly from our parents or guardians and the society that we grow up. Some people earn or change their belief by enhancing education. 
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[bookmark: _Hlk12992763]Employees of Tesco can get a wide range of opportunities for career development. Tesco is one of the largest retailers, having their store in no less than 12 countries in the world including U.S.A, Asia, and Europe having over 440,000 colleagues and serving millions of customers every week, in-store and online. Tesco is a UK-based retailer with annual revenues of £20 (Ma, et al, 2010). Tesco’s founder is Mr Jack Cohen, work in Royal Flying Corp when he left after Great War, he was given some money, and from that money he brought the first day’s stock and from £4 sale, he made £1 profits (Tesco, 2019).  Mr Jack Cohen had valued and had the belief from the first day of his entrepreneurship, that he will stock affordable foods and he wanted to make the food available for everybody. I think having such a social value of the organisation can motivate the CEO of the organisation as well as employees. In 1924 Mr Jack Cohen sold his own brander product and he promised that the product will be unique and the product was Tesco branded tea and this is when the name Tesco was founded by Mr Jack, TE Stockwell, who was partner in tea supply and CO from Mr Jack Cohen’s surname was taken from,  so this is the name Tesco came from. The first Tesco was open in the year 1929 in Burnt Oak, Edgware, north London where Jack was selling value dry goods and first-ever own branded products which was Tesco Tea (Tesco,2019). Now Tesco sales hundreds of they are own branded products in-store and online. when Tesco opened 40,000sq feet size store in Crawley, West Sussex where they sold foods and none foods product, this is when the term superstore was used with Tesco in the year 1968. In 1970 founder of Tesco, Mr Jack Cohen passes away, however, Tesco did not forget the mission of Mr Jack Cohen and that’s why the organisation is celebrating its 100 years of existence. Now Tesco has many sectors of their company, such as clothing, traveling, money exchange, foods from around the world and many more services are provided from the Tesco store.  Tesco has a scope of innovativeness, Tesco dos this by communicating with customers, colleagues and based on social media information and Tesco want to be the first to fulfil customer’s needs. (Tesco, 2019; Ma, et al, 2010).
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· No one tries harder for customers
· We treat people how they want to be treated
· Every little help makes a big difference
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There are two sets of value and they are terminal value and instrument value, a terminal value is a self-respect, equality, etc., and instrumental value is cheerful and clean and so on (Rokeach, 1973). There is a relationship between belief, value, and attitude, what people believe, and value surely shows in their attitude (Homer and Kahle,1988). No matter how professional the person is, it will impact on their workplace behaviour. If someone doesn’t believe in teamwork and does not see the importance of team working, hypothetically that individual will not give 100% toward team working task and he will be outperforming by someone who believes and values teamwork. If the management or team leader of Tesco wants to engage their employees, they must know their employee's backgrounds.  they should know where that person came from and what is his belief and value. 
One of the employees of Tesco was Muslim he was asked to work in none halal meat counter. As Muslim faith believers, they don’t consume any none halal meat and its hard for someone to cut meat that his faith does not allow him to consume. That person came from Bangladesh, Bangladesh is Muslim majority country, they’re for people from that region has almost no contact with none halal meat product and alcohol. When that person started working in the meat counter, he was not happy and did not find it interesting plus he was not engaging with the job. They’re for he ended up as none productive employees. So, its dos matter what employees’ belief and what employees’ value. It could have turned around by simply knowing where the person is from and what is his/her belief. 
He could have done better if he was working on something good at rather than indirectly forcing someone to do something, they’re not good at or has no same value as organisation value. One another incidence one of the Muslim faith believers’ employees was told to work in the halal meat counter. He was half the motivated only because his job role dos not contradict his personal belief and if a person is motivated and has a positive attitude toward the job role, tremendous career achievement follow-up with that. He was enjoying every moment of his job, never absence and excellent job engagement, halal meat counter sale went up and the manager was so happy, he was promoted as the team leader.
As employees of such a great place like Tesco comes with great responsibility. Tesco always cares for its customers and the pride of their customer service (Tesco, 2019). Working in Tesco need great people skills where individual developed from life experience and education. Education can sometimes change the belief and values of the person. If true is shown, a false belief most likely to change to the true one. As a human being, it is important to smile to someone to appreciate their presence. Common way to show appreciation is to smile at someone. 

Employees of Tesco must smile at customers and say Thank you to customers and colleagues (Tesco,2019). Some employees of the organisation do not smile at customers and do not give a helping hand to a colleague who can be reported to management. Their value probably is different than someone who is respecting organisation core value and their values do affect other employees who have the same value as an organisation.  Internal happiness does matter. As human beings, we should do what is meaningful and what match with individual beliefs and values. Someone with different beliefs and values then the organisation will not perform well and that employees will not be happy working in the organisation. Someone with different beliefs and values from the organisation will have various difficulties connected to the task. Tesco’s ‘Every Little Helps, philosophy put customers, community and employees at everything they do in the organisation (Tesco,2019). Employees feel safe and secure as they have a confidential helpline where employees can share comments or complain about unfair practice in the workplace (Tesco,2019). If someone is not doing their jobs according to company rules and values, employees’ energy will be spending in the wrong direction and their for-organisation goal will not archived.
Some of the employees do not follow Tesco’s core values. One of the core values of Tesco is understanding people and find out what they need and then find a solution for them (Tesco,2019). When Tesco said people, they mean to say, customers, colleagues, and community. When it comes to customers, employees must communicate with customers and find out their needs or help the customer in every possible manner.  Some of the employee’s dos do not communicate with customers, and they will carry on doing shelving or other given tasks and forgetting or ignoring the most important value of the company is our customers. 
Employees must help customers and meet their needs first rather than what they’re doing. it is vital that employees meet customer's need first (Tesco,2019). If someone does the extra miles for the organisation, they will notice today or tomorrow by someone with higher authority and they will recognise their hard work and perhaps promotion for the employees who have performed well. If employees don’t pride in what they do and believe in organisation belief, the organisation will not stay in the competition for longer. Giving good customer service is vital, if customers don’t get good customer service, they will go to another supermarket, the customer will go somewhere they get better service and if there are no customers coming in, the company will close and end up losing the job. 

It is important to guide newcomers and remind existing employees about organisation belief and value (Black and Loewenstein, 1989). If this is not done, the working environment will be like “Nobody Care”. In present existing employees don’t care about the organisation, the worse thing can happen is that when new employees start with passion, dedication and motivated to do well, they will end up doing the same. Because when they put their energies toward organisation success and see other employees don’t care and they’re for, they will end up joining existing employees who are in a team of “Nobody Care”. Working in a “Nobody Care” environment, a task that performs by employees will not be productive and a product that produced will not be in good quality. So, the quality and quantity will be poor no one will enjoy their work, if employees don’t enjoy what they do, team bonding will be at risk, and more employees will be absent from work and most likely leaving the job at the end. 
If people leave a job, the organisation will have to hire new people to recruit and that will be challenging for them to do so because they will be roomers. People will give negative comments about the company and hardly anybody will join the organisation. Having newcomers mean organisation must spend lots of money on training new employees when they could have spent the money on another sector where the organisation could have made more revenue by spending money on marketing. Being employed is more valuable for people then unemployed. A person who is employed is more respect from families, friends and from the community they belong to. Following organisation value is important for employees to keep working. In Tesco, some of the employees don’t believe in teamwork, where team working is the core value of the organisation (Tesco,2019).
Trust is important when it comes to working in Tesco. If trust is not stablishing in an organisation, it will be difficult to work. They will not be any effective communication where information will be true as there will be fear of breaking trust and they’re for the information transferred via communication will not be effective. Organisation as big as Tesco promotes trust and its responsibility of employees in implementing it in their daily working. It can be difficult sometimes when it comes to working with someone different to someone else. it is deferring person to person, how people trust each other. Some people trust people easily and for some people it's hard and the process of trusting some of can be time-consuming. Someone from the war zone will take more time to trust someone then none war zone. People who have a bad experience with other people from work or personal life also can take more time to trust someone because their trust was broken before. They will not trust only because they believe their trust will be broken again.

One of the Tesco employees came from the war zone and their people of the country we're living in poverty. There were not many people they could trust, because people were not too keen on keeping promises. While working in Tesco he was opening with other colleagues slowly and probably realise that being in the UK is not the same as being where he came from. Gradually he was trusting other colleagues and of course, he saw that his colleagues will not do something that will make his life miserable as they were giving him best advice to him where he can benefit from and the advice, they were giving him was for their benefits. 
After realising his colleagues’ approach to him was positive he begun to trust them, he was sharing ideas and asking things that he doesn’t know, and his colleagues will also ask him when they need any suggestions toward work or in personal life. The result of trusting each other was they had to respect each other. Working as a team is essential in Tesco, team working is one of the most important core value in Tesco as a successful organisation. Working as a team is considered as having joint and integrative responsibility toward a task, the process of doing the task is by reward after completing the task (Solansky, 2011). Good teamwork means unity of people and considered as the mental attachment of individual (Bektas, C. and Sohrabifard, N., 2013). 
When a team has put together amazing things can happen, individuals can be rewarded, as for the organisation, they will most likely have less staff turnover. Good team working environment also means the staff is having fun and they’re for everyone will try to stay in the same organisation. Soo my other benefits in working as a team and some disadvantage as well, for example, working as a team can difficult as everyone has some difference in individual value and belief and they’re for, their attitude a be according to their value and belief.
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Frederick Winslow Taylor
Taylorism is a prominent management theory. Taylor was born in 1856 and passed away in 1917. The father of Scientific Management theory or Taylorism is Frederick Winslow Taylor (Kanigel, 2005). Taylor was born in American and he was mechanical engineer, efficiency expert, who study and try to find the best and efficient way of doing a single task, and he was management consultant so he was training the managerial level worker on how they can make their work more efficient and productive by using scientific management theory. In 1911 he published his influential method of effective management work, The Principles of Scientific Management, in his publication, he had shown the process of how scientific method of working can increase organisation efficiency by increasing productivity from workers. Frederick W. Taylor has explored a wide range of management aspect in the 20th century, he has included, task specialization, where he has focused on how to train someone in specialist position like  mechanic and so on, assembly-line production practices, work design is to design task in most efficiency and productive manner, job analysis, person-job fit is who is fit for the task, incentive schemes, and production quotas and control. Impact of Scientific’s management theory as known as Taylorism was recognise by scholars who were in management and Hay’s (1977) study saw Taylor was at the top among the theorist in America who was doing the same thing as Taylor which is management. Heames & Breland’s (2010) when they study on management theorist, Taylor was on top of their list and that’s mean he was ranked as number one on their study.  Frederick W. Taylors The Principles of Scientific Management book was tops Bedeian and Wren’s (2001, p. 222) it was among 25 most influential management books of the 20th century plus they have said the management book publish by Frederick W. Taylor was the most influential ever publish.  






[bookmark: _Toc13708611]One right way, breaking down in small task 
Frederick Winslow Taylors Scientifics management theories is an autocratic approach.  Workers are treated as a machine. Taylor management theory purely based on employee’s productivity and efficiency by continuously monitoring employee’s performance.  Many manufacturing organisations do practice Taylor management approach in today's date. Taylor Scientific's management theory forecast is on each task individually and tries to find the best way of performing the task. Frederick Taylor will experiment on a task and try to do it differently until he found the best way of doing the task. Taylor believes in “one best way” of production is a solution to productivity (Brown & Ashton, 2010). to productivity (Brown & Ashton, 2010). autocratic approach Frederick Winslow Taylors Scientifics management theories are an
 After he has identified the best way of doing the task then he will implement the best way on employees so that the employee will have only one way of performing each task rather than having a different way of doing a task. Frederick Winslow Taylors Scientific's management theory helped Industries on the productivity and efficiency of its employees. Frederick Winslow Taylors Have giving many principles to guide managers toward productivity of employees, he has shown many ways that employer can make the workers more productive and officiants shops Only are given the task, Some of the principles of Scientific’s management theory as such (Tesco,2019).
•    The development of a true science for each person's work 
•    The sorry scientific section, training, and development of workers 
•    corporation with the worker to ensure work is carried out in the prescribed why 
•    the division of work and responsibility between management and the worker 
a famous study conducted by Frederick Winslow Taylors in Bethlehem street corporation, where Frederick Winslow Taylors implement his Scientific’s management theory on pig iron handling.  For doing the task Frederick Winslow Taylors 75 of the men to be part of his experiment. From the collection of data, Frederick Winslow Taylors notice magnificent changes on individual performance among the man he has selected for loading pig iron, they were loading an average of 12.5 tons of pig iron per day per man and he saw 3 men doing extremely in the group of 75 men. Frederick Winslow Taylors selected one man, his name was Schmidt and he was a Dutchman. Schmidt was loading 47.5 tons of pig iron, he was the best among the group, he was also called high pride man with repetition of high value on money.  man, of limited mental ability, by purely following detailed instructions given by Taylor as such when to work, when to rest and even when to walk fast as well as slow. Schmidt has work in the same phase for 3 years and as for Taylor theory, he was given pay rise by 60% compared to his Colleague who was doing the same task but not as productive as Schmidt. (Mullins,2007).
Only money motivate employees  
Taylor thinks money is the only way to motivate people. Employees who have highly productive and efficiencies toward task are respected and pay more in way of appreciating their work, on Other hand employees with low productivity and efficiency are paid less and perhaps fired them and replace with productive employees. People were treated is a machine not much of a living creature. For Mr. Taylor, productivity and efficiency are must and in return, employees will get paid according to dear productivity. Taylorism is based on an autocratic leadership approach when employees are working, they have no right to complete the task on their way rather than following the company giving method to complete a task. Only financial benefits cannot motivate individual, the employee must feel they are part of the organization to get motivated for greater productivity.
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[bookmark: _GoBack]The training was mandatory for a worker whoever follows Taylor Scientific’s management theory, Workers were trained in detail about the task they were going to perform. It was a management duty for worker's training. Managers must show the workers the one why off carry out the task and uh one way was no only way that workers supposed to carry out the task. workers were not allowed to use their way to carry out the task. they’re for no creativity or any innovative ideas was not encouraged to take on board instead workers had to follow strict scientific management law. If we go back to history productivity came from imposing barriers to workers through detail division of workers (Brown & Ashton, 2010).
 If the worker carries out the task on the prescribed method, and if the productivity is good, the worker should get a bonus from the organisation according to Taylor's theory. But if the worker is not productive, he or she will not get a bonus from the organisation. This method could motivate worker who Will get bonus payment, but this method will also demotivate the worker who was not productive on that day. Taylor's theory was effective in mass production but having Social factors to the workforce could have made it even better. Time and motion study had a great outcome in the industry even in today's date. Only by doing time and motion study, you can find out how many motions and how much time consuming the task take, by trying every possible way of doing the task, can come to know the best way of doing the task (Kanigel, 2005). 
They’re for scientific management theory still stand strong side by side with other management theories. Organisation and employees as well as the customer getting what they pay for or worked for.  
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Man, and machines need repairs, machine wear and tears and man grow attitude, lazy or careless (Heffer,1975). For men, need the motivation to do something and organisation can motivate employees toward tasks by paying wages and bonuses as well as training on new skills or by polishing existing knowledge. Analyse and measurement of each task in an organisation can raise the stander of production with collaboration with employees this stander can be archived by organisation (Taylor, 1911). Using time and motion study Tesco can produce the most efficient and quality product (Nicotera, 2019). Specialty in retails, marketing, food production, and much more industry can still have Taylorism to reach their organisational goal most efficiently. 
Scientific management theory is to find the best way of doing something, and when someone finds the best way of doing something, we should follow the professional respect respected way rather than use our way.  When an organisation pays someone to show the best way of doing something and employees follow or learn the best way, it will benefits employees as well as the organisation. In common both sides will benefit financially, and the customer will benefit from great low-price goods because production costs will reduce.  Taylorism has the solution for management, for finding best, the best way of doing something rather than wasting time by employees who want to do tasks their way.  











Conclusion 

Belief, value, and attitude are link together and our belief, value, and attitude do impact on our workplace behaviour. Scientific management theory is useful in today’s managerial practice, especially on how to motivate employees and recognising the high performer of the organisation, when company recognise their high performer and reward that person, other employees will follow the person and try to work like him so that they can be recognised by the organisation.
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