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INTRODUCTION 

An organisation need a boost which allows it to be stimulated towards its goals and targets in the long term. This stimulation tends to cover all the significant areas of an organisation where the prime focus remains in light of its workforce (Vos et al., 2011). The employees are the core assets of an organisation which contributes and make efforts to allow a business’s activities to be carried out and lead it towards stability and profitability in future. However, the success of an organisation depends on its culture. Until an appropriate organisational culture is actively present and followed, there would be no positive efforts made from the end of the workforce. Hence the organisation would be found to compromise on its qualities (Gimenez-Espin, Jiménez-Jiménez and Martinez-Costa, 2013). Simultaneously, there have been three significant elements identified by organisational scholars, which need to be acknowledged and followed, supported with appropriate strategies which are: beliefs, attitude and values. These three elements are linked together, which further enable an organisation to be led towards its goals effectively. Based on this, referring the discussion to employee’s perspective, the management of an organisation should identify, evaluate and address the needs of its workforce (Brooks, 2009). Therefore, to well managed an organisation, it is linked with specific theories, and it is crucial to understand which approach is considering the three elements of beliefs, attitude and values. 
This report will be discussing a well-known organisation within the UK, referred to as Tesco Public limited company (Plc). A giant supermarket chain of groceries and general merchandise in England (Tesco, 2019). The discussion will be about my practical experience as per personal involvement in the activities of the organisation, enabling me to analyse my management tactics and how important they were to me as well as for the others. The report will be examining the existing human resource practice within Tesco and evaluating the management theory will be used for the stimulation of its workforce towards success. Within the following evaluation, Tesco business management would be discussed in terms of its extent towards its adherence of beliefs, attitude and values, with further recommendations to be made accordingly. The discussion will be focusing on the management theory outlined by Frederic Taylor, known as the Scientific Management Theory. The reason the following theory was chosen for the discussion is since Tesco had divided the majority of us workers into different tasks for which we received training accordingly. The organisation is quite extensive, requiring groups of individuals to perform a specific role. The report will further provide a comparison of Taylor’s Scientific Management theory with Max Weber and Elton Mayo theories. It will enable me to justify the reason l choose Taylor’s theory to be more effective at Tesco Plc. 2










3

Organisational Background and Workplace Evaluation
As discussed earlier, the following report is based on a well-known organisation of the UK involved in the tertiary (service) sector industry. The organisation is famous by the name of Tesco Plc. Which is multinational giant retailing food items and general merchandise? Tesco Plc. has been in business since the past 100 years, from the year 1919. It is amongst the top retailing companies of the UK with nearly 6,800 shops across the world, inclusive of the following countries; Thailand, Hungary, Poland, Malaysia, etc. The organisation is home to almost 450,000 individuals across the world whose efforts have enabled the entity to secure annual revenue of £63,911. 
I have been a part of Tesco Plc. Since a long time and one of the reasons for my long-term work relation with the organisation is its management. The superiors can sense the needs of the environment and further reflect the requirement with the required practices through appropriate workforce stimulation, which is a combination of moral support and positive motivation. 
If an organisation employs an extensive workforce; it is necessary to analyse the present contributions of the higher authorities, and the managers to manage the work of its employees effectively. As a well-known organisation and highly profitable, Tesco Plc. already develops an encouragement for the potential employees to seek an opportunity at the organisation that leaves the management less concerned for devising ways to improve efficiency. However, an organisation must provide appropriate training to staffs for the efficient workforce; which is inclusive of education, provided within and outside the UK. 
[bookmark: _GoBack]4

Evaluating Beliefs, Attitudes and Values at Work Place 
Within the everyday life of an individual in a specific society, they must follow the right teachings of beliefs, attitudes and values, through their speech and actions. Similarly, beliefs, attitude and values are equally important at the workplace as well. 
Beliefs
Beliefs reflect the experience regarding a specific context. Beliefs have greater importance within an organisation as it demonstrates the trust of individuals over another on their experience. It is either stated on their resume or through their previous achievements within the organisation. Without beliefs, there would be no delegation of work and the higher authorities would be having increased workload and stress leading towards mismanagement and compromise on the final satisfaction of its customers (Manetje and Martins, 2009). 
Similarly, the absence of belief upon the workforce would demotivate them within their work roles which would affect their productivity, leading towards high labour turnover for an organisation. During my job role at Tesco Plc. I had acknowledged the element of belief through my education and experience I held, was respected by my superiors who had been effective in handling over critical responsibilities on me. I further adopted this practice within myself as well, where some of the work I had been assigning to my subordinates with the belief that they have potential. It enabled me to have a sense of motivation within the other individual and encouraged them to work effectively and efficiently. 
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Attitude
Similarly, another significant element within the following discussion is the attitude. Attitude refers to the behavior an individual or a group holds within their surrounding and how they represent themselves to the others. Attitude matters a lot within the workplace. A positive attitude reflects the positivity within the organisation and stimulates everyone towards their assigned targets and responsibilities and allows the organisation to obtain beneficial outcomes (Jaramillo, Mulki and Boles, 2011). However, a negative attitude results in gradual organisational destruction where no encouragement towards active working is witnessed and hence drives the potential consumers away. Attitude is a reflect from the actions of the higher authorities which need to be accurate, appropriate and positive for better organisational achievements. At Tesco Plc. The individual workers and the higher authorities had been equipped to pose with a positive attitude towards their work. I had been ready to accept challenges which further stimulated my learning and enhanced my experience levels. As a multinational chain, the learning has increased, and every other individual worker had desired it. The higher management had also focused in terms of developing an efficient team where they had been keen to transfer responsibilities, yet they managed and controlled through continuous monitoring. 
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Values
Values are another significant factor of consideration when it comes to the management within an organisation. Organisational values are a mixture of the attitude and behaviour of the workforce towards their organisational beliefs and the role they are responsible for; allowing them to have respect for the work they do and remain committed and determined towards success. Organisational values tend to provide for encouragement within the workplace, where valuing the work of others is equally important. Both higher authorities and the workforces need to understand, acknowledge and respect the values of everyone within the organisation. During my employment at Tesco Plc. I had witnessed an organisational culture regarding its core values highly, which stimulated my perceptions positively as well. Everyone had a respect for their employment role, and they had been doing it with maximum devotion and commitment, seeking advice from the managers to ensure hassle-free working. A similar attitude has been adopted to enables me to enhance my productivity toward my job role in Tesco plc.  I had been satisfied with the task, as it reflected my dignity and respect, which also enable me to facilitate others.  
The three factors discussed above provide a brief introduction to what image these elements have within an organisation. However, these elements need to be managed effectively within the workplace, which can further be addressed through the different management theories developed by business scholars from the past. There have been several different theories, yet the following report would be evaluating the findings of Frederick Taylor’s Scientific Management Theory. A full evaluation will be provided along with the theory’s acceptance and following of the factors of organisational beliefs, attitudes and values, with a further comparison with other possible management theories to justify its application within an organisation.7


Frederick Taylor’s Scientific Management Theory
Earlier in the year 1911, a known organisational scholar, Frederick Winslow Taylor, was reported to have published his findings by the name of ‘The Principles of Scientific Management’. In the following publication of Taylor, he was useful in explaining the approaches of management scientifically in an attempt to allow an organisation to enhance its productivity and manage the workforce effectively (Shafritz, Ott and Jang, 2015). Taylor had been looking forward to identifying ‘one best way’ to improve the actions of the workforce and train them towards their goals effectively. The idea that Taylor found it necessary to compile the findings of scientific management was because previously the skilled individuals had been prepared for longer terms to carry out tasks collectively and were their bosses in terms of deciding what work to perform (Koontz, 2010). Apart from the productivity goals, this specific approach tended to restrict the element of efficiency within the workforce. Thus, the perceptions of Taylor suggested that those who were unskilled can be trained accordingly to carry out parts of a significant role, hence achieving the organisational goal of efficiency. During Taylor’s work role at the steel, the manufacturing organisation has inclined towards researching different ways that could enable an organisation to improve the overall efficiency and effectiveness of a workforce (Taneja, Pryor and Toombs, 2011). 
Soldiering was one of the significant factors which encouraged Taylor to come ahead with his theory. The soldiering effect was efficient at the steel manufacturing organisation, which had specific attributes that needed change (Simha and Lemak, 2010). These attributes tended to restrict on improving the efficiency of the workforce. The main qualities included;8

1.   The belief that being efficient and highly productive in a specific role would eliminate the need of other workers to work hence compiling increased work for them
2.   The belief and attitude stimulated in terms of the non-incentive pay system and further evaluated the perception that increasing productivity would enable the higher authorities to set it as new standards other than praising the employees and rewarding them. Hence, slow-paced productivity is rather feasible under a non-rewarding system of working. 
3.   The increase in overall resource wastage by workers due to their belief on the rule-of-thumb, putting in minimum efforts to search new and effective ways towards working. 
Taylor proposed his scientific management theory to overcome the soldiering effect and benefit an organisation through continuous and efficient efforts of the workforce. I am referring back to the example of Tesco Plc. Where I was employed, the organisation was found to be following the approach of Taylor’s Scientific Management that was an effort of the higher authorities who felt that involving the workforce in regular decision making is a practical approach. This approach allowed the organisation to stimulate its workforce favorably, acknowledging them of the current demand of Tesco in the consumer environment and how the increased profitability could affect the success and the future opportunities of the workers (Alexander, 2015).
Team members had the opportunity of pieces of training within my work role and to mitigate the unnecessary costs and enhance the overall efficiency. The focus of the management had involved us workers within the tactics of controlling costs, with allotting us a benchmark associated with the reduction to reach a percentage increase in the wage/salary as a bonus reward. The idea had encouraged every worker to search for ways in which the extra costs are eliminated to minimum expenditure (Singh, et al., 2010). This specific situation also contributed towards disregarding the rule-of-thumb, where I had been inclined towards representing my efforts within the organisation by being innovative. This approach had been followed by the rest of the employees as well, hence benefiting the organisation and encouraging the management to maintain a good and effective relationship with its workforce.9

Rewarding had been acknowledged and followed effectively by the management of Tesco. I had been rewarded several times based on achieving my regular targets, bringing down costs within my field to the lowest possible extent, and being able to keep a significant number of customers of Tesco; satisfied through replying and addressing their queries promptly and effectively. 
Taylor’s scientific management theory in light of managing the organisation has optimally allowed the beliefs, attitudes and values within Tesco Plc. to be stimulated positively. I had developed a firm understanding in the assistance of the higher authorities that their experience would allow me to work effectively, devise appropriate strategies with their support and further enabled me to develop confidence and trust within the organisational culture (Chang, 2016).  The training provided for the team has developed and encouraged every team member including me putting a maximum effort that could be acknowledged and recognised, giving everyone in the team equal chance and opportunity to lead the group towards a specific target. 10

I had massive support and motivation from the higher authorities of Tesco Plc. I was able to equip the element of being innovative and contributed towards the activities with new and efficient strategies which allowed the company to focus altogether on minimising the costs of operations, rewarding the employees a part of the benefit obtained. This attitude benefited Tesco Plc. through a positive change in the view of its employees, enabling them to remain committed and determined, reflected from their standpoint of maximum attendance, reaching their monthly targets, etc. (Mollah, 2014). 
Similarly, the values of the organisation were protected by adherence to the theory of Taylor’s scientific management. Contrasting my role of operations manager at the organisation, with the training, support and recognition which I achieved, I was able to develop a respect and indulgence within my responsibilities and reached the level of self-actualisation effectively. I looked ahead for more significant responsibilities within my specific role and was inclined towards enhancing my capabilities. 
Taylor’s scientific management theory is an element that contributes significantly to sensing the human relationship management incentives and further assists the factors accordingly. However, there are undoubtedly essential elements needed to be considered from within the higher authorities, regardless of the theory being approached with, which are the following to be discussed in the subsequent headings.
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Communication 
 Where the management needs to enhance their communication skills with the managers and their subordinates which allow an efficient flow of required information related to the tasks that need to be performed (Ruck and Welch, 2012). The communication at Tesco Plc. is indeed well-designed with appropriate channels, where critical communication is initiated through meetings while regular tasks are updated through the line managers regularly.
 
Stress Management 
Probably one of the most critical considerations of the following discussion is stress management. The management is required to be aware of the existing workforce environment, and any stress which occurs must be managed (DeFrank and Cooper, 2013). These can be done through the provision of leisure activities, keeping the employees motivated and relieved from stress. 

Conflict Resolution 
 To maintain the behaviour, attitude and the overall organisational environment, it is significant for the management to mitigate any conflicts that arise within the organisation (Rahim, 2017). They must be continuously involved with the workforce and assess all aspects of a specific battle and control it strategically. 
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Comparison of Taylor’s Theory with the Theories of other Theorists
As far as the human relations concept is concerned, it roots back from the year 1920, when the industrial revolution erupted, and the focus of the organisations and management remained in terms of enhancing productivity to increase overall profitability. However, this was not appropriate as a universal approach, and the human relations theory differed according to the industries. There have been various theorists stepping ahead with their theories, which will further be compared with Taylor’s Scientific Management Theory, as below;

Comparison of Taylor’s Theory with the Theory of Elton Mayo.
Besides the main consideration of the industrial revolution where profitability was being focused, and the main approach had been designed for the enhancing of the overall productivity, it had been proposed by a well-known scholar, Elton Mayo.
Within his theory that maintaining and improving human relationship within the work environment is not only comprised of monetary rewards but must be supported equally with relational factors such as attention, respect and recognition (Bruce and Nyland, 2011). Elton Mayo named his theory as the Hawthorne effect, which assessed the productivity of the workers depending on the higher and lower levels of working conditions. 
In comparison with Taylor’s Scientific Management theory, the Hawthorne effect developed by Elton Mayo differed in the sense of taking into consideration the non-monetary factors for both, the organisation and its workforce. Mayo concluded that an organisation is regarded to focus on enhancing its long-term relationship with the employees. This is critical as labour turnover incurs in additional costs for the organisation, such as re-hiring, training of recruits, as well as the cost of a degrading image of the organisation due to the negative perception of the labours that are demotivated and leave their jobs (O’Neill, 2017). It is vital to provide for the needs and requirements of the employees as humans, such as the provision of food, assigning breaks within work routine to improves the final perception of the employees towards the management and makes them even more devoted and committed within their roles. 13

Contrasting the example of Tesco Plc.’s standard within the theory of Elton Mayo, the management is considerate towards planning for its workforce and thinking for their betterment accordingly. There is a large workforce employed by an organisation to mitigate the burden on one employee, dividing similar work in shifts.  It encourages the workers to work hard and with full commitment within their specific work shifts. 
 

Task Specialization 
 Enabling the individual workers within an organisation to be provided work of their respective field, experience and knowledge, so that they can specialise it and improve organisational efficiency. 

Hierarchical Authority 
 Every group of the individual will be assigned a specific work role to be managed through a respective hierarchy, so that they are aware of where and whom to report, hence focusing on clear communication and overall efficiency. 14


Formal Selection 
 The recruitment process of an organisation must be managed critically and formally, including every requirement of a specific individual within the job outline and further evaluating and assessing the potential candidates accordingly. It would enable the organisation to select only those individuals that are most suitable for the role. 

Career Orientation 
 The management must look ahead for developing its employees accordingly, through training and education opportunities, developing their roles into formal careers. It would enable and encourage the employees to take an interest in their roles and can be further able to handle critical responsibilities. 
I am contrasting the example of Tesco Plc. where I had been working, the management was also witnessed to be following the bureaucratic management theory as defined by Max Weber, where the administration was keen in recruiting its employees formally through an authentic job outline followed with interviews. Moreover, I was provided with induction training where, after the completion of my probation period, I had been assigned formal training opportunities as well. My job was to work under a specific line manager whom I was responsible for reporting and who had been efficient in conveying the responsibilities and information from the higher authorities. 
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Evaluation between Scientific Management Theory and Human Relations Theory
	Scientific management theory
	Human relations theory

	Decision making are made by higher ranked officers. 
	Decision making is inclusive.

	Processes are habitually resulted in a high rate of employee turnover.
	Employee turnovers are low.

	The interest of the firm comes first.
	Employee interest are taken into consideration.

	Payments are based on individual performance.
	Incentives and benefits are used in order to keep employees motivated.



Comparative Table
	
	Evaluation
	Evidence

	Criteria 1
Hierarchy
	High
	Getting a transfer letter will takes up to three weeks due to the hierarchy operated by Tesco which requires the letter to go through four signatories or senior managers.

	Criteria 2
Formal selection
	Average
	If you are successful it takes up to three weeks for the approval.

	Criteria 3
Division of labour
	High 
	Each person or groups are allocated with different tasks to perform.



	
	Tesco
	Asda

	Criteria 1
	7/10
	9/10

	Criteria 2
	9/10
	8/10

	Criteria 3
	6/10
	9/10

	Total
	22/30
	26/30
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Recommendations
Based on the discussion provided as above, it is recommended for the organisations to follow a theoretical approach in terms of managing its organisational environment effectively. The theories of scholars are suggested to be adopted as they provide a step-by-step guide for the management. Moreover, the management and higher authorities can consider analysing the methods being used within similar organisations and assess their effectiveness after using the theories. Human relationship management is useful in the organisational environment of today as individual workers are acknowledged to know their work policies regarding their rights, which need to be provided for adequately by the administration. The managements are recommended to adopt a mixed approach, including the theories of Taylor and Mayo, keeping a balance in the monetary and non-monetary rewards.
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 Conclusion
[bookmark: _Toc16203007]Concluding the discussion provided as above, I believe that adherence towards different management theories along with having abundant knowledge related to them is necessary for the present environment. The individuals who are pursuing educational experience must be encouraged to study and follow the theories designed by scholars and be able to implement them practically within their placements. Innovation within the opinions must also be encouraged, and there must be frequent involvement of the management. In terms of coordination and interaction with the workforces to assess their needs, their behaviour and their attitudes, in order to improve them strategically and enable them to respect their core organisational values. Hence, organisational beliefs, attitudes and values are important for every organisation present within the environment today, in ensuring long term business success and maintaining a favorable organisational culture. 
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