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[bookmark: _Toc80113836][bookmark: _Toc80113930]Introduction
This report will start by defining values, organisations, and organisational values before looking deeper into the sources and origins of organisational values, as well as their impact on organisational practises and policies. The relevant management theories such as the Taylor Scientific theory (1911), human relation theory by Elton Mayo (Bruce and Nyland, 2011)and contingency theory by Burns and Stalker (1961) cited in Contingency Theory: Science Or Technology? (Betts, 2011) and also critical thinking models such as  RED model (Wulandari and Hindrayani, 2021) and DE BONO’S 6 thinking hats method (The de Bono Group, 2019), will be assessed as a base for understanding how the company Tesco organisation behaviour is impacted and also how the company has faced the challenges during the covid pandemic and how the pandemic has made the business more resilient for the future.

[bookmark: _Toc80113837][bookmark: _Toc80113931]Tesco background 

Tesco.PLC  is an international well-known retailers with history starting in United Kingdom becoming one of the largest food stores of the world. Tesco was founded in 1919 by Jack Cohen when he started selling groceries from a stand in London and in 1924 Jack Cohen the name of Tesco born by purchasing a cargo of tea from T.E Stockwell. Tesco belief was always shown as a fair treatment for all classes of people, therefore when the World War two outbreak he initiated the rationing before the government treating the poor and rich the same (Tesco PLC, 2021).
In the next years Jack Cohen will expand his business becoming a strong leading grocery retailer in united kingdom with a share of over twenty five percent and being classed along the “big four” supermarkets as Asda, Sainsbury’s and Morrisons. Tesco offers a variety of services, insurance, travel agencies, telecommunications, financial and also they are involved in the petrol retailing industry, Food and beverages being the most important, apparel, household appliances services are all part of the product portfolio. The corporation is based in Hertfordshire, United Kingdom, and employs over 420,000 people worldwide. Tesco has around 5,000 outlets all over the world (Blázquez, 2021)

Moreover, Tesco was founded on a simple mission: to be the customer's advocate. Customers desire high-quality products at a reasonable price that they can obtain quickly. Tesco's main goal is to "serve shoppers a little better every day." Our values provide guidance on how to put this into action. Tesco's principles are about how we work together as a team and how we put customers first in all we do. It enables us to take the necessary steps to re-establish trust and transparency in our company (Tesco, 2021).

[bookmark: _Toc80113838][bookmark: _Toc80113932]Tesco organisational behaviour ( core values, beliefs and attitudes)

The chief executive Dave Lewis made a clear statement about Tesco's values, saying that they are a central part of the company's culture because it helps to put their core purpose into practise, so the main key of core values is that all employees work together as a team and the customers are the centre of the purpose, employees are the core of the organisation to understand the customers.

Tesco has  a list of the principles by which it operates in order to deliver better service to customers, workers, and communities on a daily basis. On the list is making a positive contribution to the communities in which we operate. It also illustrates how the smallest actions we do may have a huge influence on the issues that people care about.
Furthermore, at the core of Tesco is the significance of knowing people, customers, colleagues, communities, and what matters to them, and then striving to improve on those things. It is about listening to people and communicating to them using all of the tools we have at our disposal from Clubcard data to social media and then responding by changing and innovating to fit their needs (Tesco, 2021).
Tesco values are based on people, and people will be treated with trust and respect, as well as listen, support, and share knowledge and experience. As a result, the company's attitude toward their employees is to feel recognised and rewarded for their work and refer them to further development (Tesco, 2021)

[bookmark: _Toc80113839][bookmark: _Toc80113933]The importance of Critical Thinking

Critical thinking is defined by the foundation of critical thinking as the method of thinking about any subject, material, or situation in which the thinker enhances the quality of his or her thinking by carefully evaluating, assessing, and rebuilding it. Critical thinking is self-directed, self-disciplined, self-monitored, and self-corrective (Haber, 2020, pp.103–105).
Critical thinking considered a soft skill it cannot be measured, this skill it a key component of any organisation, the platform Indeed classifies soft skills as being empathy, creativity and impartiality, hard skills are specific skills (Kramer, 2011).
The value of the critical thinking in the workplace is crucial and it helps in  estimates of a the demand for a product or service based on the industry statistics and trends, it also helps in estimating how well a company will achieve his business objectives and also critical thinking can be a tool for effective planning.
The valuable assets of critical thinking is that it gives a positive attitude towards learning and  this  can develop the ability of understanding the knowledge received and been able to use it in the critical thinking process by creating logical arguments that are objectively made.

[bookmark: _Toc80113840][bookmark: _Toc80113934]BELIEFS

Beliefs are assumptions that we believe to be true. When we make decisions based on our beliefs, we are presuming that the causal linkages that lead to the belief will also apply in the future. In a fast changing world where complexity is rising by the day, utilising information from the past to make future decisions may not be the greatest method to help us achieve our requirements (Davis, 2019).Furthermore, beliefs are different of the values because they represent personal assumption, it can determine opinions and attitudes 
[bookmark: _Toc80113841][bookmark: _Toc80113935]VALUES
Values are not based on historical knowledge and are not contextual. Values are a universal concept. Values transcend settings because they are founded on what is meaningful to us: they emerge from the human experience. In addition, values are linked directly to individual’s need, what is essential for them and what they value, values cam shift the living circumstances and can evolve in the psychological development, when decisions are made based on the values hold, individuals will focus on what is important for them.
[bookmark: _Toc80113842][bookmark: _Toc80113936]Attitudes
When seen as an evaluative judgement, an attitude might differ in two significant ways. For starters, attitudes might differ in their valence or direction. Some attitudes are favourable (such as our views toward the Welsh rugby team), others are bad (such as our attitudes about liver), and yet others are neutral (like our attitudes towards eating fried foods). Second, the intensity of attitudes might vary, moreover, Attitudes may be assessed in a variety of ways. It is critical to distinguish between explicit (explicit) and implicit (implicit) measurements of attitude. Attitudes are reasonably good predictors of behaviour. (Haddock and Maio, 2011)

In the workplace, beliefs, values and attitudes can affect the employees behaviour, the beliefs that are personal assumptions which can be about how the environment in the workplace should be, therefore employees with different beliefs can sometimes create disruption within a company but it also can lead to good things, in the workplace, different beliefs must be accepted in a professional way, the employee beliefs and values can have an impact on employees attitude and therefore adopt a certain behaviour in different situations.
On the other hand, attitudes based on the beliefs and values owned by the individuals can become a manifest of the individual’ s behaviour, positive attitudes of the employees will always lead to positive result, but if the employees have a negative attitude in the workplace will lead to low motivation and low performance. Moreover the values of the employees can be sought in people’ s behaviour by the company trough trainings, meetings on the core values of the organisation that can growth in time (Sean Hale, 2014).
The similarities between the values and attitudes is that both are two major factors that influence cognitive processes and behaviour, also they are obtained from the same source, it can also be resilient and resistant to change and they have a symbiotic relationship that are used  interchangeably. The differences between attitudes and values are : attitudes are a result of the values, they are related to an individual to be keen on something or not, they can be changeable, on the other hand, values are gained from the social and moral principles, they guide the behaviour of an individual and it is related to what is right or unjust (Sean Hale, 2014).
[image: Influences on our behaviour. ]
(Immigration Advisers Authority, 2018)


In workplace context, individuals are influenced of their beliefs, attitudes and values and they can influence an organisation, on another hand, an organisation has specific beliefs, attitudes and core values that are shaping their organisation behaviour and then it is  transmitted back to his employees to create a the optimum environment for the company to achieve it’s goals.

The relevance of beliefs, values, and attitudes in workplace context as they relate to employee motivation within human resource management techniques is unquestionable. There are different management styles that may be adopted to match a specific setting and environment to improve motivation at different level of employees. Managers' job are to lead and manage various sorts of employee teams (MOISE, 2014).

The organisational behaviour it is an image of an organisation’s values, attitudes and beliefs therefore a company that values his employees and creates a positive organisational behaviour ( POB) analysed “Boosting Positivity and Performance: A Case Study of Organizational Coaching “ (Elif Baykal, 2020, pp.34–38),the author argues that there is a strong relationship between the POB and performance enhancement in organisations, the POB is identifying capacities such as optimism, self-confidence, hope and resiliency which are positive capacities(Luthans & Youssef, 2004, p. 15 cited “Boosting Positivity and Performance: A Case Study of Organizational Coaching “ (Elif Baykal, 2020, pp.34–38).
Moreover, self-efficacy refers to a person's confidence and belief in his or her ability to mobilise the mental resources, motivation, and behaviour patterns required to do a certain activity successfully within a given situation (Stajkovic & Luthans, 1998a, p. 66 cited in “Boosting Positivity and Performance: A Case Study of Organizational Coaching “ (Elif Baykal, 2020, pp.34–38) Besides, analyses by organizational scholars suggest that there is a relationship between self-confidence and improved performance levels( Elif Baykal, 2020, pp.34–38).

[bookmark: _Toc80113843][bookmark: _Toc80113937]Tesco context – the impact of the values, beliefs and attitudes during the pandemic on the organisational behaviour

Supermarkets, were one of the business sector that were opened and fully operational during the Covid-19, therefore a great impact had occurred as consumers changed their buying behaviour and also employees have affected their health, wellness, and organisational behaviour needed to change in order familiarise to new challenges.
The danger of COVID-19 exposure has prompted and demanded a new level of personal safety awareness. Supportive aspects in the workplace can maintain a sense of safety and enable individuals to make appropriate decisions for their own needs. The health and well-being of employees has never been more important. Despite the physical distance, COVID-19 has demonstrated the durability of community and personal connection. People will no longer regard flexibility as a perk, but as a requirement in their professions in the future(Cerutti and Grodoski, 2020).

Tesco at the start of the pandemic they have input safety measures in place in stores and warehouse distribution centre that covered the customers and employees request and ensure that customers will be in a safe atmosphere when they use their services, moreover changes on the hours of operation for selected stores, offered more quadrupled the number of home delivery of groceries. In addition, they also implemented some temporary actions like shopping sessions available, giving priority slots for vulnerable clients and providing a ‘quieter hour’ for people that prefer it (Tesco, 2021a).

The company Tesco value system is” safety for everyone” , which means that customers and colleagues safety will remain our absolute priority as we update the measures and restrictions we have in store, implemented system ‘one-in, one-out’ to limit number of people in stores, traffic lights system, signages for distancing and offering hand sanitiser at all the time available for both customers and employees (Tesco, 2021a).

The United Kingdom, CEO Jason Tarry and group CCO Alessandra Bellini – about Tesco's journey to recovery from 2014 to now, and its strong performance during Covid-19, argued that their main focus has been the customer, focusing on the customer and reorienting the brand around has helped with the turnaround, explaining also that there have been consequences and implications for the entire company not just on the customer (Gilliland, 2020).
Tesco has also adjusted its communication regarding value and pricing, emphasising on food and sharing that with consumers; moreover, the brand is the experience, not its marketing, proving that at least 30% of that impression is generated in-store; it has nothing to do with advertising. It has something to do with the inherent quality of our goods. There was a chasm between Tesco as a brand and Tesco as a shopping experience (Gilliland, 2020).
The workplace behaviour has been affected during the pandemic, as many changes has occurred, the value system of the company needed to focus more on safety for the customers and employees and taking care also of mental health of employees to ensure a positive attitude within the workplace.

On the other hand, during the Covid-19 pandemic, many of colleagues who caught the virus, were force to self-isolate in order to not spread the virus, affecting even more colleagues, therefore, stores and warehouse distribution centre faced a higher employee absences that lead for the other colleagues to work more hours.
The pandemic also faced a shortage of products, the food retailer was not able to cover the requirements, as there was a crisis in goods delivery from the main distributors and also people were panic-buying, therefore many times the stores were experiencing empty shelves.

The pandemic has made the company Tesco to be more resilient for the future through the use of valuing the belief that employees and customers are in the centre of the organisation, therefore in the article “Leading change in response of Covid-19”  Amis and Janz (2020) concluded that organisations with a people-centred approach that is based on the trust will create an environment that people will be open-minded, share ideas and adapt to new “normal”, new situation, therefore will lead to successful and resilient organisation.

[bookmark: _Toc80113844][bookmark: _Toc80113938]Taylor Scientific Theory (1911) in the context of Tesco
The scientific management theory developed by F.W. Taylor has at the base four principles called as Principles of Taylor, these principles refers to the use of scientific approaches to identify and standardise the optimal way to perform a task. A clear separation of duties and responsibilities. Employees that do well are rewarded accordingly.
According to Taylor, the primary goal of management should be to provide the maximum well-being of all employees and, as a result, the maximum welfare of the employer. Taylor stated that managers must bear some duties and fulfil objectives to which they are not used in order to fully grasp and implement the scientific method, this scientific management theory it have made a significant contribution to the modern management.

In the company context, Tesco.PLC, The theory of Taylor(1911) “one that is motivated works purely for money”, Tesco uses a similar employee reward scheme which offers financial rewards to motivate workers, Tesco has an employee award programme that provides financial incentives to engage its employees.
Moreover , Tesco also encourages the various lifestyles of each individual who works with them by providing significant perks. Tesco is a large corporation that invests in employee training and development. This allows individuals to expand their knowledge, skills, and sense of job satisfaction (Studies, 2019).

The benefits of using theory of scientific management theory are multiple, it demonstrates that Tesco even during of the pandemic has successfully kept a positive organisational behaviour that lead to employee job satisfaction and in the end motivated employees will show a greater loyalty for the company.

[bookmark: _Toc80113845][bookmark: _Toc80113939] Human Relations Theory (Elton Mayo)
The human relations movement in industry began with the study of Elton Mayo and his collaborator in a series of studies conducted at the Western Electric Company's Hawthorne facility between 1927 and 1932. The context of the Hawthorne experiments paints a fascinating picture of the shift from scientific management to the early human relations movement (Bruce and Nyland, 2011).
Mayo demonstrated that an organisation was more than a formal structure or function arrangement. He defined an organisation as a social system comprised of cliques, grapevines, informal status systems, rituals, and a combination of rational, non-logical, and illogical behaviour (Bruce and Nyland, 2011).
Mayo performed the Hawthorne Studies, which investigated the impact of changing working circumstances on productivity. Mayo observed that providing rewards – such as rest breaks, refreshments, and altering the duration of the workday – increased employee productivity. The Human Relations method differs from scientific management in that it focuses on how employees feel in the workplace rather than how productive they can be.
Mayo has suggested that the repetitive actions can lead to a reduced motivation of the workers, he enhanced the idea that motivation can be build when employees feel important, providing them a freedom to make choices and acknowledging their social needs (Bruce and Nyland, 2011).

 Moreover, at Tesco, human relations theory can be shown throughout the operation of the company, therefore, in Tesco, communication is an significant factor for motivating workers and Tesco does that through daily meetings, acknowledging the top, Tesco also offers the opportunity for his employees to develop within the company, every Tesco employee has a Personal Development Plan, which they create using 360-degree feedback and other technologies.
In addition,  that enables Tesco management to offer considerable feedback to employees in order to aid in the growth of their personal development. As a result, it may assist them in developing their underdeveloped abilities by giving suitable trainings and seminars. It has the potential to foster positive relationships between employees and employers. It demonstrated that the employee is committed to the company's ideals.

Scientific management provides a number of advantages, including improved production as a result of employees being more competent and efficient in their fields of expertise. However, the concept has the potential to be unduly bureaucratic. This may make it difficult for a company to adapt to changes in the industry.

When the Scientific Management Model and the Human Relations Model are compared, it is clear that scientific management maximises production through structure, rules, and regulations, but human relations examines how work and home life affect productivity.

[bookmark: _Toc80113846][bookmark: _Toc80113940]Contingency theory Burns and Stalker (1961) cited in Contingency Theory: Science Or Technology? (Betts, 2011)

The difference between 'mechanistic' and 'organic' types of organisation and management was one of the earliest contributions of research employing a contingency approach, Burns and Stalker (1961),a steady environment and routine technologies were connected with the mechanistic form. The organic shape was linked to an unstable or turbulent environment as well as changing technologies. A scale was proposed, with organic and mechanical as the extremes, and each particular organisation falling somewhere in the middle. According to a following research, different forms of technology or technological systems place varied demands on an organisation (Betts, 2011).

Burns and Stalker found that organizations operating in stable environments are very different from those which have to face a changing and dynamic environment. Their findings demonstrated that mechanistic organizations, also called bureaucracies, are suited for relatively stable environmental conditions. Organic organizations are orientated towards results and have little structure in terms of process and rules. They focus on results and employees receive positive rewards for creative contributions, moreover, each method is suited for its unique set of circumstances (Betts, 2011).

This method assists management in appropriately supervising operations, which contributes to the organization's growth. Managers can discover both conditional and external variables by using this method. This technique assists the management in identifying the organization's technical needs and how to handle various circumstances by making appropriate use of given resources. According to the method, the employee's behaviour must vary depending on the scenario (Betts, 2011).
The contingency method was improved further when it was demonstrated that various components of the organisation may have different sub environments, emphasising the necessity for diverse organisational forms, the inclusion of the ideas of differentiation and integration of sub-units, the contingency method acquired interest and acceptability (Lawrence and Lorsch,1967 cited in “Contingency theory-Science or Technology”, Betts, 2011  ).
Tesco has a hierarchical organisational structure, with Ken Murphy as Group Chief Executive, which implies that roles and Tesco workers, for example, constitute the great majority at the bottom of the hierarchical hierarchy, the positions and responsibilities are separated into several pieces in this structure to guarantee that work is completed efficiently and seamlessly. The top of the corporate pyramid has the most duties and authority.

In correlation with the contingency theory (Burns and Stalker, 1961 and the refined theory by Lawrence and Lorsch,1967, cited in “Contingency theory-Science or Technology”, Betts, 2011), the organisation, Tesco, is seen using a mechanistic system control in the hierarchical structure, which means a clear authority, specialisation, distinction, and centralised decision-making are all part of a mechanistic management system, moreover the environment is constantly changing, the organisation should consider to alternate the mechanistic and organics system to be able to adapt to the current situation.

[bookmark: _Toc80113847][bookmark: _Toc80113941]Red Model of thinking (Pearson-Talent Lens, 2021)

Pearson created the RED Model seen below. When presented with a decision, Recognize Assumptions, Evaluate Arguments, and Draw Conclusions is a way to evaluate and apply critical thinking ideas. This approach is very useful in  critical-thinking training programmes. Critical thinking abilities may be greatly improved with concerted practise over time. By practising skill development for several months at a time, it is possible to master new abilities in the (Pearson-Talent Lens, 2021).

Organizations utilise the Watson Glaser exam to assess individuals' aptitude and fit for a job role. According to research, by utilising the proper tools, organisations can anticipate over 70% of performance. The outcomes can assist you in identifying and selecting strong team members and potential future leaders (Pearson-Talent Lens, 2021).

This tool is efficient to use in the hiring process to employee best candidates, it can be used training and development programmes for the employees of Tesco in order to increase the capacity of critical thinking, managers, leaders, can make use of this tool as facing conflicts between colleagues with different ideas, to draw conclusion objectively.

[image: ] (Pearson-Talent Lens, 2021)


[bookmark: _Toc80113848][bookmark: _Toc80113942]DE BONO’S 6 THINKING HATS METHOD (The de Bono Group, 2019)
Six Thinking Hats is a simple, effective parallel thinking technique that helps individuals be more productive, focused, and consciously involved. It has been utilised with well-defined and clear Return on Investment success in businesses worldwide. A robust tool set that, once learned, may be used right away.


Using Six Thinking Hats, you and your team will learn how to use a disciplined process to maximise productive collaboration and minimise counterproductive interaction/behavior. Use Parallel Thinking as a group or team to generate more, better ideas and solutions. Create dynamic, results-oriented meetings that entice people to participate. 

Moreover, this model is a perfect tool for any organization, where different people with different values, beliefs and attitudes, can be brought together and work efficiently by Using Six Thinking Hats®, the team can manage decisions, issues, and reduce conflict among the team members, this process will stimulate collaboration and maximise productivity of the company.

On the other hand, this tool of critical thinking, used efficiently, can create a positive organization behaviour that can comply with any issues existing,  in COVID-19 pandemic, employees were able to adapt and take different positions, every colleague was able to take different position within the company successfully without affecting the organization behaviour.

[bookmark: _Toc80113849][bookmark: _Toc80113943]Recommendation for the workplace context
This report has analysed the beliefs, attitudes and core values of Tesco and the impact that Covid-19 has made on the workplace, different changes were needed to be introduced in order to adapt to the new situation, the pandemic has forced all companies to input new changes on the daily operations , therefore, in this context, Tesco has increased the value of the centring the people at the heart of the company.
The organisation Tesco, has been challenged during the pandemic, and it is important that the company understands the requirements of the employees, understand what they value in their workplace as different behaviour of the employees will impact the achievement of the goals and the objectives of the company. 
On the other hand, Tesco’s organisational behaviour should remain focused on people, as the company will use a people centred approach, will boost job satisfaction and job performance that can make the company more resilient. The leadership in Tesco should also  focus on staff wellbeing and not just on making profit, generating bonds of trust and fitting in the organisation.

On the other hand, a great use of models of organisational behaviour discussed in the report shown valuable advantages for a company, increase of the collaboration between team members, innovating ideas, a better communication enhances job satisfaction and  also the importance that receiving positive rewards will create creative contributions.







[bookmark: _Toc80113850][bookmark: _Toc80113944]Conclusion
This report has analysed how  the company Tesco’s values, beliefs and attitudes, has affected the organisational behaviour in the light of Covid-19 and how the pandemic has created a more resilient organisation for the future, moreover, relevant organisational behaviour theories and critical thinking models has been assessed in the workplace context and also the importance of critical thinking within the workplace.
The company has been fully affected by the pandemic and the company introduced changes in the daily operations and has successfully  created a positive and safe environment for both customers and employees.
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