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Introduction 

In this report the researcher will be critically analysing the management theories of Tesco.
By critically assessing the impact of theories on the beliefs, attitudes and values.
The researcher will be looking at the importance of aligning the values of its employees.
The researcher will critically evaluate how someone with different values and beliefs might interrupt the different theories and how a modern theory can make the organisation even better. Finally, the researcher will be aligning their own personal values, attitudes and beliefs with Tesco’s management theories.








































History of Tesco and examples

Tesco was founded in 1919 by Jack Cohen, starting as a group of market stalls in Hackney, London. Tesco is now one of the leading retailers within the UK industry.
Known to be one of the largest found retailers in the world, Tesco started the company as a grocery store but has expanded into the market with a wider variety of retail. Tesco enhanced the store to a greater range of services, to name a few, banking, travel agency and pharmaceutical services. Tesco's Value is their code of conduct, in which Tesco work and strive to do business on a whole. Tesco’s three values that drive their business are, “no one tries harder for customers”, we treat people how they want to be treated.” and “we believe every little help can make a big difference”. The key to Tesco’s success is the customer focused culture that pervaded the company. 

The management theory that is relevant to Tesco is Fredrick Taylors motivational theory. Taylors motivational theory Attempts to find the most efficient way of performing any job. Taylor believed that there were universal laws which governed efficiency and that the laws were independent of human judgment. The goal of scientific management was to find his “one best way” of doing things as efficiently as possible. (Expert programme management 2018 ). 
The theory to motivation shows that Taylor said, “One that is motivated works purely for money”. Tesco has a similar connection to Taylors theory, by motivating its employees they use a reward programme by offering financial reward packages. On the other hand, there are more factors which provide motivation, they are simply personal and working lives. Tesco better Taylors Theory, they do more than pay increments, they support the various lifestyles of every employee who works on their behalf by using important benefits. For example, personnel may urge to serve people or enhance their basic understanding and skills.
Taylor’s management theory argued that most employees do not naturally enjoy work and so need close supervision and control. Therefor, he said managers should break down production into a series of small tasks. All employees should then be given relevant training and tools so they can work as efficiently as possible on the one task. Workers are then paid suitability to the number of products they produce in a set period of time-piece-rate-pay. As a result of Taylors management theory employees are encouraged to work hard and maximise their productivity. 
Tesco uses a work force planning table; Tesco seeks to fill many vacancies from within the company. It recognises the importance of motivating its staff to progress their careers with the company. Tesco practises what it calls ‘talent planning’. This encourages people to work their way through and up the organisation. Through an annual appraisal scheme, individuals can apply for ‘bigger’ jobs. Employees identify roles in which they would like to develop their careers with Tesco. Their manager sets out the technical skills, competencies and behaviours necessary for these roles. What training this will require and how long it will take the person to be ready to do the job. This helps Tesco to achieve its business objectives and employees to achieve their personal and career objectives
Employees at Tesco who supervise others have an important responsibility to lead by example and to always keep up the high standards of behaviour. While they are supervising others, they must create an environment where employees understand their responsibilities, working as efficiently as they can and feel comfortable raising issues and concerns. All supervisors should take prompt action to address concerns and correct problems that arise. All supervisors must ensure that employees understand that business performance is never more important than ethical business conduct. ( Tesco coporation.2021. )
Dave Lewis Tesco CEO believes that Tesco employees are working to achieve a “turn around bonus” worth up to 5% of their salaries if they hit goals sales and targets for that year. ( Tesco’s turnover bonus.2021 ). 

However, employees soon came to dislike Taylors management approach. They felt they were only given boring, repetitive tasks to carry out, the organisation could also afford to lay off workers as productivity levels increased. This led to as increase in strikes and other forms of industrial action by dissatisfied worker. (tutor2u.net2021). 
Competent and well-motivated the main objectives of the employee reward system, according to Armstrong are through for attaining ensuring that the existing workforce are committed the organisations strategic goals. In terms of setting strategic reward based upon dynamic nature of changing business and employee demand challenges may come in return. ( Armstrong.2009 ).

Wise step (2016) Say that a good example system of classical and scientific management theory can apply is in factories where repeated tasks are achieved.

Advantages of Taylors Theory.

Some advantages of the theory include. Ability to control, where managers can have good control over production.
Employees become professionals at their job by doing the same task repeatedly, making it easier for managers to have control over employees. 
Decrease inaccuracy as better planning, improved decision making, and good skill achieved.
Cost of production reduced as large-scale production grows. 
The "work for pay" system motivates employees as payment is monitored based on piecework, employees will receive an increase in wages if productivity is higher. This way, the standards of living of employees made better. Worker instructions with the aid of Taylors theory, complete guidance and instructions provided to workers to carry on with work as planned.
 
Disadvantages of Taylors Theory

Disadvantages are that the theory requires an investment of huge funds and is considered as a costly system. It is a disadvantage that the managers take complete responsibility relating to the discipline and planning of the workplace activities. Employees lack creativity since managers take control. Employees repeatedly doing the same tasks day in day out will also demotivate them. Though the ability to plan is an advantage, the disadvantage of planning is that it makes work stubborn (not flexible ) and may lead to errors being made and disappointment felt. This directed to less working well and getting a lot done. With the use of the scientific approach of management, the workers focused on how well they perform their job and their statistics and results produced along with a time frame. With this result, the workers may feel undervalued and feel abandoned/irritated which may direct them to attending seminars or events.

Competent and well-motivated the main objectives of the employee reward system according to Armstrong are through for attaining ensuring that the existing workforce is committed to the organisations strategic goals. In terms of setting strategic reward based upon dynamic nature of changing business and employee demand challenges may come in return.

Taylors Motivation theory at Tesco

With Tesco implementing Taylors theory to every working day the company benefits from taking care of their employees in a unique way. This resulting with happy employees and work being completed at a faster rate. Little factors influence not only the employees but also the customers, leading to Tesco growing much quicker than other organisations that do not provide such benefit to employees.
Following Taylors management theory Tesco managed to become one of the world’s largest retail organisations, in a short time and with nearly half a million of workers Tesco became very successful.
Tesco’s pay and reward scheme not just benefits its employees but is especially successful as employees are happier in their roles. Many employees are eligible for annual bonus by focusing on the employee’s performance, sales and profits.
Taylors theory enhances Tesco as it is an important part of Tesco’s values by offering every employee, not just managers to become stakeholders. Promising their value of “we treat people how they want to be treated” so all employees see it as being fair. Again, Taylors theory comes into effect as Tesco’s employees are motivated by financial rewards, every employee is motivated to go towards the reward. All employees will work hard and more efficiently at their work at the sight of the reward that will come. 
Taylors theory also enhances Tesco’s value and culture by looking after its co-employees in a culture of trust and respect, this is essential to the success of Tesco where colleges feel rewarded and recognised for the work they do. All employees get the opportunity to get on and where they are helped in their development as they progress in the organisation, in turn they try their hardest for the customers.

McGregor’s X and Y Theory

Tesco is already a successful organisation, but a new theory could make it even more successful. By introducing McGregor motivation theory X and Y, this could benefit the organisation by improving planning, objectives, managing resources, and employee satisfaction while employees can enjoy their roles. Theory X and Y were first found by Douglas McGregor and refers to two styles of management, authoritarian (theory X) and participative (theory Y). McGregor did not imply that workers would be one type or the other, Instead, he saw the two theories as two opposites with a variety of possible behaviours in between.
While the researcher has seen that most employees at Tesco may have become to dislike their work as it can become repetitive which then becomes boring and leads to little motivation. However, managers tend to take a pessimistic view of their employees and suppose that they are naturally unmotivated and dislike their work. As a result of this managers feel that employees need to be promoted, rewarded or even punished in result of the job not being done the best of ability. Employees at Tesco that are managed this way can be repetitive and individuals are often motivated with a “carrot and stick” approach. McGregor says that organisations with a Theory X approach tend to have several levels of managers and supervisors to oversee and direct workers. However, Theory Y managers have a positive, cheerful opinion of their employees and use a separated, active management style. This encourages a more collective, trust-based relationship between managers and the team members. By introducing Theory Y to an organisation like Tesco people have greater responsibility and managers motivate their employees to develop their skill and guide to improvements. Appraisals are regular but, unlike, in Theory X at Tesco, they are used to stimulate open communication rather that control workers. With the Theory Y implemented in an organisation like Tesco, it will not just help make the job less repeatedly and boring, but will give employees frequent opportunities for promotions, making employees happy to work on their own, initiative, having them more involved in decision making, giving them a sense of importance and belonging and self-motivated to complete their tasks.  


Barrett’s model and own values, beliefs and attitudes

When one aligns with one’s own personal values, attitudes and beliefs based on Barrett’s model can help to understand one’s personal values in several different ways. The Barrett model is the development work of Richard Barrett, the model identifies the seven areas that comprise human motivations. Basic survival being at one end, to service and concern for future generations being at the other end. 
The model provides a proven and exceedingly useful plan for understanding the values of their employees, leaders and stakeholders. This plan creating a means for designing more support and productive relationships between each other and a deeper sighting of people across the organisation. 

The seven levels of consciousness are-
· - Service
· - Making a difference 
· - Internal cohesion
· - Transformation
· - Self-esteem
· - Relationship
· - Survival

Stages of development are- 
· - Serving
· - Integrating
· - Self-actualisation
· - Differentiating
· - Conforming 
· - Survival

Barrett’s Model has helped the researcher to understand who one is, what the person holds dear and what underlies a person’s decisions. Looking at one’s own values, attitudes and beliefs she feels that having a good life balance (home-work) is important. Family is also very important and having financial stability when one has children and other bills that must be paid. Well-being must be first In line, looking after yourself and being treated with respect at home and at work contributes to work and life success. Fairness and independence are all very important values, attitudes and beliefs to one’s own personal life. 
The researcher would like to work for an organisation like Tesco as one feels that they are fair and respectful to all employees. Having flexible shift patterns giving the right work-life balance. They pay well and the rewards and bonuses are a great motivator.









































Conclusion

In this report the researcher has looked at different management theories, classical and modern. What theories are used at Tesco and how well the theory works for the organisation, whilst critically assessing the impact of the theory on the values, beliefs and attitudes of Tesco. The management theory in which the researcher found most relevant to Tesco was Fredrick Taylor motivational theory. Taylors motivation theory attempts to find the most efficient way of performing any job. There are examples in this report of where Taylors motivation theory has been implemented in the organisation, as well as other authors opinions on the theory. The researcher looked at the advantages and disadvantages of using Taylors theory and whether Tesco obey to its values, beliefs and attitudes. 
The researcher then looked to see if there may be a gap for improvement. Even though Tesco are a very successful organisation, implementing a more modern theory to the organisation may make it even more successful. By introducing McGregor’s motivation theory X and Y, this could benefit Tesco by improving planning, objectives, managing resources and employee satisfaction while employees enjoy their roles. Lastly the researcher looked at their own values, beliefs and attitudes using Barrett’s model and concluded that Tesco would be a place where she would like to work as their values, beliefs and attitudes are aligned with a lot of her own. Being a fair and respectful company with good reward schemes and bonuses which can be a good motivator.
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