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Part I

Executive summary
This work presents a conceptual explanation of organisational beliefs, attitudes, and value systems and the way they affect workplace behaviour. First, it explored the interdependence of the concepts stressed and how they are captured within the framework of contingency theory.  The concepts also constitute the internal factors that shape organisational response to customers’ needs.  The contingency connected both the internal and external factors that affect the organization. However, the theory is more concerned with internal response to external factors. The present analysis situated contingency theory to TESCO as an organisational context. It analysed why the successes of the organisation can be explained through adaptation to immediate environment. The work holds a heightened implication for managers and organisational leaders. Most importantly, it holds constant evaluation and re-evaluation as key to organisational resilience since the environment changes over time. This knowledge allows the managers to adopt strategies that may best reflect the belief and value of the organisation. 
Introduction
Every organisation is set up to achieve a goal. Beneath every goal are some elements that every organisation is built on. The importance of the triad: belief, value, and attitude to organisational success cannot be overemphasised. Organisational belief defines the manual, protocol for which it is established. They are not written but reflected in the practices of the organisation (Moise, 2014). Organisational belief can simply be likened to the vision of the organisation. This is because organisation is built on vision statement and this vision incentivizes and motivates towards long-term targets (Van der Steen, 2005, p.256).  Organisational value is an expression of quality of the reality surrounding an organisation, i.e. what it owes its customers or employees. It consists of essential qualities like altruism, service, integrity, openness etc. Value is likened to the mission statement that helps define the purpose and direction of the organisation. Both belief and value make the culture for which an organisation is known. The third, organisational attitude explains the response of the organisation to the outside world. It defines how an organisation deals with its customers. Essentially, organisation attitude can either be internal or external. The internal attitude deals with relationships within the organisation, while the external attitude deals with the staff of an organisation and the general public (Arifin, 2020; p.189). It is, therefore, safe to say that attitudes are drivers of organisational behaviour. Generally, the three elements are relational in that they help to shape organisational management approach. 

Situating the three concepts in my work experience may not be the easiest thing; however, there are indications of these elements within the organisation structure. In terms of background, I work with the Tesco PLC, a multinational grocery and general merchandise retailer. Specifically, its services are of three types: Groceries, Clubcare, and Recipes. The company has more than 4000 branches in the UK, with the headquarters located in Welwyn Garden City, England. For the number of branches, the organisation controls a hundred thousand workers. An inscription placed at the foundational building of the organisation reads “A little help makes a difference” I suppose that the organisation has a specific caveat for each of its arms. In the Recipes section where I work, a giant signboard reads ‘we aim to serve customers every day, with affordable healthy and sustainable food – to help them enjoy a better quality of life and an easier way of living. As a customer delivery driver, it is a mandate for me to be on the alert to meet customers’ at the place of order. From all indications these attributes have contributed to the growth of the organisation.  For this report, my analysis of the topic took a particular pattern: First, I reviewed the theory that contextualises organisational activities at my workplace. For this, I chose the contingency management theory. I explained how the concepts are captured within the definitive framework of the theory and finally, I provided an executive summary where suggestions and recommendations for organisational resilience were analysed. 

Contingency Theory
The exponents of this approach to management are Lawrence and Lorsch in the year 1967 (Miner, 201, p. 231). The contingency theory or situational theory is anchored on the assumption that all management is primarily situational (Vidal, Campdesuñer, Rodríguez & Vivar, 2017, p.2).  Managerial decisions are therefore predicated on contingencies of a given situation. It is important to mention that contingency theory is essentially built on the accepted element of system theory. Although contingency theory, just like system theory, acknowledges that an organization is an open system comprising of inter-connected sub-units, it adds that the behaviour of each sub-unit is dependent on internal and external environmental variables. In contrast to the traditional approach, which emphasizes one ideal technique for all situations, the theory emphasizes that diverse contexts necessitate varied behavioural practices for effectiveness. According to Furnham, (2012, p.232), managers are saddled with the task of identifying, understanding, and explaining critical contingency in every situation. Managers must possess strong diagnostic skills that enable them to adapt management styles and flexibly change styles as each situation demands. There are therefore some characteristics of contingency theory, these include:

Non-universality of management theory: This characteristic explains that there is no best way of doing things. 

Contingency – contingency characteristic explains that management decisions are made based on the circumstance.

Human Relations – It implies that managers must have adequate human relations skills to tolerate and stabilize change.

Diagnostics - Managers must have and continue to enhance diagnostic (research) abilities in order to foresee and prepare for changes in the environment.

Information and Communication - Managers must create a communication system that is capable of dealing with environmental changes.

It is important to mention that contingencies affect organisational structure. These contingencies can include organisational size, nature of business and technology, individual differences, and environmental uncertainty (López-Gamero, Molina-Azorín & Claver-Cortés, 2011; Silva & Fernandes, 2019, p.3). Organisational structure can be of two types: Organic and mechanistic. What characterises organic structure is the dynamism and swift adaptability to change. On the other hand, mechanistic organizations thrive in steady, straightforward conditions. Managers in this type of organisation integrate the work of clearly defined departments via official and informal channels. Generally, the contingency theory defines not only patterns of internal interaction but also suggests organization designs and management approaches that are most appropriate for specific situations. Later in the report, I will analyse how the some external factors influenced the TESCO to shift to more of an organic organisational structure. 

How will workplace changes for the post lockdown business environment tackle the new business challenges, and create more resilient businesses in future?
The ‘new-normal’ may not be a new terminology, considering its wide usage during the 2008 financial crisis, yet, the similarities shared between this period of austerity and covid-19 experience explains why adjustment means more than technical reorganisation for a firm (Raghavan, Demircioglu & Orazgaliyev, 2021). At the height of the pandemic, many business outlets were forced to develop strategies that tend to optimise their market shares and profits (Donthu & Gustafsson, 2020; p.285). For business outlets, it was indeed a call for strategic decisions for management. The severe economic condition, social constraints coupled with the psychological strains which arose as a consequential impact of the pandemic means that market may have to take a different form or at least adapt to the changes in the environment (National Research Council, 1997; p.11). Invariably, many organisations were forced to make internal changes to accommodate the external constraints. Managerial responses in this period include retrenchment, cost-cutting policies, and reorganisation, adoption of situation-based technologies among others. Moreover, workers' behaviour is altered than before. For instance, it became mandatory to accord customers the best of regard at the point of shopping. The pre-sales and after-sale services such as switch response, provision of trolleys, pre-packaging, instant payment facilities, delivery vehicles, and improvement in products which are all emblems of the organisational culture were all in the shadow of community-based welfare services. For instance, in recent times, Tesco installed ‘changing place’ toilets around the community, designed a product that is more environmentally sustainable, assistance towards people with special needs, supporting the community among others. Of course, these are all shrouded in the strategies of the organisation to shift focus to the changing peoples’ needs. The organisation impression is that the culture of organisation is better portrayed with these community-based services, at least in the light of circumstances imposed by the socio-economic conditions. 

Those lines explain the organisation belief. At least, the supposed ‘A little help makes a difference’ became clearer in light of the expanded narratives of TESCO motto which goes as:  'every little help' goes beyond just helping with your shopping. We’re also committed to helping customers, colleagues, communities, and the planet. It is simply an awareness of the changes in the environment which necessitated a renewed commitment to achieving the goal of the organisation. How then about the value and attitude of Tesco? First, it is easy to situate this in the fold of the extended services the organisation offers. Organisational value is a measure of worth or importance an organisation attaches to something. It is often a reflection of the way organisation live their lives (Moise, 2014, p.19). Here, the extension of the traditional services provided by the organisation to other needs of the community, i.e. Groceries, Club-card and recipes to services like Tesco Bank, Tesco Mobile, Tesco Magazine, Tesco photos explain the significant shift in organisational to the tune of environmental circumstance.

Finally, the organisation attitude, or a learned way to respond to the environment, is explainable in the fold of career/job arrangement. The traditional dichotomised job task, i.e. stores and distribution, and the office was redefined to include transport and management colleagues. The transport job function was included on the back of the extended need to deliver goods to customers promptly. The management colleague helps to ensure efficiency. To sustain the newly adopted attitude, the skills sourcing requirement and technique were modified away from the traditional store and distribution and office template. The organisation quest for global technology means that innovative skills are consistently sought from any would-be employees. Moreover, the company's extensions of job opportunities from its apprenticeship and coordinated training programme underscored her resolution to adapt to the socio-environmental changes. The company has therefore benefitted immensely from the strategy with moderate profit size and share of markets. 

Critical Evaluation of the Contingency Theory and its Possible Misinterpretation 
I have explained how contingency theory leverages the managerial perception of the environment to inform or update the course of organisational actions. As much as the theory is explicit about its assumptions, it can be misinterpreted in several ways. In general, one way by which the theory is misinterpreted relates to the thinking that it suggests a particular way of managing organisation (Otenyo, 2016). This is not true. The theory allows flexibility as much as it is well diagnosed to make an informed decision for the organisation. Technically, misinterpretation does occur especially in recourse to the belief, values, and attitudes. For instance, most explanations of organisational beliefs and values that form her culture tend to define them as rigid and unchanging. This assumption is held by organisations to focus on the internal mechanism since they are controllable. However, indeed, the environment does change over time even though it can be slow and as these changes take place, human needs and aspiration change too (Panayotou, 2016, Haenn, Wilk, & Harnish,  p.197).   Scientific knowledge and technology are paving a way for a new order that organisations need to adopt for them to be relevant. For instance, in the height of covid-19 pandemic, safety became an important need among people. The fear factor imposed has persisting impact on the social activities. This also includes the sudden dynamics of economic activities that changed the pattern of households’ consumption, as well as unanticipated changes in organisational culture. Again, these changes tend to disrupt internal dynamics too. For instance, organisation requires different skills and technologies to adapt to these external changes. According to the National Research Council, (1995, p. 20), the main challenge is to find new research approaches to the successful implementation of organisational vision. The task of management is defined in this capacity. Concerning the triadic conceptualisation, it explains that beliefs and values can be updated to cater to the reality of the environment of the organisation (Ismail, Zainuddin & Sapiei, 2010; p.23). This task defines resilience in that it allows an organisation to adjust to small changes in the environment as defined by the needs and aspirations of people through goods and services. This theory has been well lauded for its applicability, especially for leadership and decision-making in organisational settings. However, this pragmatic approach has its pitfall; its success rests on a strong evaluation/measurement framework that can assist managerial decision-making. Improper diagnosis of the environment might have a significant impact on the success of the business. Another major acknowledged challenge for management is the congruency among technology, people, and organizational factors. The management of these factors has largely motivated knowledge on the best style of leadership which can optimally put these inputs to the maximum advantage for the organisation (Shala, Prebreza, & Ramosaj, 2021).   
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Part II

Journal

Week 1
In the first week of lecture, discussion focuses on management theories. It identifies reasons for adopting varying management theories as the need to improve performance and increase quality of service. The appropriateness of choice of management theory is due to workplace, workforce and purpose. These theories traditionally consist of human relations, scientific management, contingency, system, and bureaucratic management theories. These theories have something in common, though at varying degrees-a shift from a focus in authority to a focus in employees but human relations theory is specifically focused on employees’ motivation.  Contemporary theories include system, contingency and chaos theories with a specific focus on the employees’ effectiveness. In this paradigm shift, the lesson in the classroom also reveals that corporate culture matters, and that employees’ factor is central to organizational performance. 
It is very vital to note that there can be no progress without change and workplace change is due to one or more of certain factors-competition, re-organisation and a search for cost-cutting measure. Once there is imperative for workplace change, the focus is usually on workplace’s starting processes, management, organization, systems, and strategies. The lesson teaches further that doing this requires understanding and reasoning about the current situation and as a result, logic comes into play. Inductive reasoning reasons from specific instance to general conclusion while deductive reasoning uses general conclusion for a specific situation.
Week 2
The lesson in the second week of lecture begins with the discussion of the relationships among beliefs, values, attitudes and emotions. Belief is what one deems true while value is attached to something. Both belief and value are expressed through attitudes, while emotions are short-lived but are often intense. The discussion identifies critical thinking as a turning point in the discussion of belief, value, attitude and emotion.
The lesson critically analyses critical thinking by describing it as being more than logic, questioning assumptions and making one act both fast and differently.  Critical thinking is useful in personal, business and social-based relationships (government, media and so on), and the usefulness can be both civic and economic. Critical think induces civic advantage if it leads to more political participation, and it is economic if it helps overcome economic challenges. Certain features define critical thinking: Critical thinking is a productive and positive activity, a process to an outcome, a manifestation that is context-dependent, and can be due to both positive and negative events. On a general note, critical thinking challenges assumptions, challenges importance and appropriateness of context, and assesses alternatives.  The inference from the above is that critical thinking helps to arrive at reflective skeptism.
Week 3

Discussion in week 3 expands further on critical thinking. Critical thinking helps to solve problems, discover truths and communicate clearly. Employers want workers who can think critically as this is considered more important than undergraduate training, as critical thinking helps joining the world in the quest and inquiry for global truth. Certain features define critical thinkers: They are rational, curious to know the truth, information-seeking, open-minded, fair, empathetic, respect opinions of others, strong, courageous and  accept that they do not know it all. Also, critical thinkers do not reason based on sentiments.
The lesson in week 3 also focuses on Human Relations approach as management theory. Developed through Hawthorne studies 1924-1932, human relations approach shows a paradigm shift from classical approach of management to human relations approach, defined by two propositions: change in workplace affects productivity, and that social factors also affect productivity and work outcomes. According to human relations theory, it is the interactions of attention, interaction and commitment to work that helps yield increased workers’ productivity. There are, however, a few issues with human relations approach: problematic relationship between customer satisfaction and productivity, fear of misuse and manipulation of managers by the management and absence of data to support much of theoretical positions of human relations approach. Generally, teamwork and employee involvement make human relations approach a useful tool to operate more cheaply, at a faster rate, and with expectation of better result
Week 4
Week four lesson focuses on business environment, scientific management theory and implications for workers and organizational productivity. It begins with understanding that business environment changes in response to changes in innovation, rising customer demands, new technologies, and emergence of new products and services. Organisations are advised to accept changes as opportunity for re-strategising and progress. They should be willing to change and as a result devote more resources to long-term learning. The lesson also admits that adjusting to changing business environment requires critical thinking in forms of communication skills, inquisitiveness and independence. Strategies required to achieve critical thinking include brainstorming, drawing analogies and piggybacking.
An efficient critical thinker thinks around best ways to handle issues involving controversies, emerging  new ideas, problems, and other people’ disagreements with own perspectives and ideas. In addressing this, Wildebeest views of critical thinking come into play. Wildebeest advocates for use of logic which can be inductive or deductive. On the other hand, Red model talks about recognizing assumptions on issue of interest, evaluating arguments and drawing conclusions. Stages involved in critical thinking include identification of the problem, identification of alternatives/options for solving the problem, evaluation of these alternatives, and making a decision.
The lesson in Week 4 also discusses scientific management theory pioneered by Frederick Tayloy who was an efficiency expert in US Steel Industry. Taylor introduced use of new tools, stop-watch task timing, among other things. Scientific management theory uses a combination of research, management and analysis. Key features of the theory include: prescription of tasks and methods, work individualization, motivating workers through high wages, and seeing management as science (which leads to treating workers as machines). Although productivity rose and cost significantly dropped, the theory was met with reactions from workers in terms of strikes and revolt. Specifically, criticisms include the following: employer-centrism, alienation of workers to society, denial of human community, and neglect of the role of environment. Later advocates of scientific management theory brought in some modifications. For example, Henry Gantt introduced incentive wage plans, differential piece rate system, and bonus for extra work hours. In another theoretical contribution, Frank and Lillian Gilbreth advocated for regulation and work consistency as ways of improving organizational performance, and made case for the role of standardization in efficiency.  Scientific approach is task-focused, bureaucratic and authority-based while humanist approach is concerned about people, and allows for flexibility and participatory decision-making.
Week 5

It begins with De Bono 6 thinking hats. These hats depict different things that assist in thinking critically: focus on data using gaps in knowledge, focus on problem using intuition, reaction and emotion, focus on all the bad points of a decision to find out what might not work, focus on positives of impact so as to identify benefits and values, focus on creativity so as to brainstorm to generate creative solution, and focus on process control. 

Public sector operates on bureaucracy, covering activities that can’t be handled individually. In this case, government comes in through many ways such as direct provision of social amenities, intervention, equity, judicial control, and rule of law. Before bureaucracy dominated was French revolution system characterized by centralism, aristocracy, secular intervention, religious-based public services, and throne supremacy. Bureaucracy comes as a different perspective to office running. It is rules-based and hierarchical in management’s practice. Other features are: rigorous division of labour, functional authority, defined process and emphasy on documentation. Benefits of bureaucracy are many and parts of them are speed, precision, unambiguity, knowledge of files, continuity, unity, strict subordination, reduced friction, material and personnel cost. Bad sides of bureaucracy include increased complexity, inflexibility, and lack of customer orientation.

Week 6

Week 6 focuses on critical thinking  poles, decision-making skills and contingency management theory. Decision making results when organization is faced with a problem that neccessitates change. Good decision making is a result of critical thinking, with the outcome of each option well forecasted. The lesson also identifies decision-making process as: defining a problem, generating various alternative solutions, evaluating cost and benefit of each option, selecting an option, implementing the chosen option, and assessing the impact of the solution. Key critical thinking skills that guide decision making are analyzing, reasoning, evaluating, problem-solving and decision-making.

Contingency theory holds that external environment affects organizational activities and as a result,  structures and management system are determined by external environment. External environment consists of legal, economics, social, political, environmental, and technological factors. Burns and Stalker explains how managers can control and organize organizational activities through mechanistic structure for use of organisations in stable environment and organic structure for those with changing environment. In further analysis by Lawrence and Lorsch, the degree of integration and differentiation determines extent of organizational success.

Week 7

It begins by revisiting the concepts of belief, value, emotion and attitudes, and also sees creative thinking as causing critical thinking. A critical thinker needs to be independent, objective and tolerant. The lecture identifies skills required for critical thinking as creativity, problem-solving, strategic thinking, openness and decision-making. Week 7 lecture also discusses systems theory.

System theory was proposed by Ludwig von Bartalanffy in the 1940s, and expanded by Ross Ashley in 1964. System refers to a set of elements interacting to achieve a specific goal. The followings define a system: goal, departments, units or facilities, clear approach to understanding organization, and seeing an organization as organism. The success of a system is believed to be an interplay of synergy, interconnectedness and interdependence. System operates to convert information and other resources to a planned outcome. And system can be closed (if fixed relationship exists) or open (if there is dynamic interaction of relationships). Key elements of a system are input, process and output. Dominant features of a system consist of: communication, subsystems and super-systems, boundaries, holistic view, interface, goal directedness, and hierarchy. The most important thing is to arrive at same end, no matter the root, called equifinality. Any system that will survive must be balanced, adaptive to change, independent and interdependent.

Six dimensions define system analysis: goals, interdependence, internal structural differentiation, vulnerability to outside pressure, time convenience and stability. Benefits of system theory are immense: system theory helps managers understand the environment, is often more effective in problem-solving and guides managers in making optimally sustainable planning. Limitations of system theory are that it doesn’t in fit in practical issues and has no analytical tools.

Week 8

The lesson emphasizes on the imperatives of innovation for successful companies. Features of successful companies include: systematic collection of impulses that lead to innovation, employees’ creativity, employees’ motivation, co-operation with external experts, continued education of employees, good teamwork, ability to manage projects, and capacity to finance innovation. Innovation potentials are high in companies with high strategy and planning, marketing, technological process, quality environment, logistics, and human resources. Each of these criteria has sub-elements that qualify each criterion. Based on the above, innovation is considered performed if introduced to market or implemented in the production process. The process of innovation involves research and development, production and marketing. Good innovation can only be achieved by avoiding being too clever, avoiding doing many things at a time, and inventing for use of today, not tomorrow. Success in innovation results in maximizing quality of product or service, minimizing cost, and developing new products.

Week 9

Lesson Week 9 focuses on the relationship between values, attitudes, and behaviours, sustainable development and future proofing. Sustainable development refers to managing the use, development and protection of natural and physical resources in a way that yields optimal result without endangering nature and without sacrificing future use. Achieving sustainable development requires decisive change in values, attitudes, behaviours so that human wants are guaranteed without tampering on nature. Major components and concerns of sustainability are environmental, economic, social and political factors. For example, environmental sustainability emphasizes re-use, re-cycling and eco-efficiency while economic sustainability is concerned about who pays, what rate and tendency to keep paying. Social sustainability is concerned about making life better and fitting social context while political sustainability includes government decisions.
Use of appropriate technology helps promote social sustainability advantages as it offers simplicity, low-capital cost, locally effective technology and hence low production cost. Following production, there is need for marketing. Markets help evaluate ability to pay, measurability, reality check, efficiency of resources allocation, and ensuring discipline. The lesson also discusses stakeholder analysis which helps address all that are affected by product. The analysis is important because some stakeholders can affect project success, and some businesses care more about developments, than profit. Finally, use of appropriate technology ensures future-proofing. Future proofing prevents decay, stimulates flexibility and adaptability, extends service life, reduces obsolescence, increases redundancy, helps diversifying, considers life-cycle benefits, and so on.
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