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Executive Summary

The purpose of this report is to analyse the beliefs and values of Tesco and how different motivational theories can be used to run the business such as Herzberg’s two factor theory and Fredrick Taylor’s theory. By applying these theories to Tesco, the company can motivate their employees and it increases productivity within the workplace. It allows managers to reward and apprehend their workers and set targets for the workplace to follow. 
The report is also analysing the personal values of the researcher and how these relate to Tesco’s values. It also looks at whether these personal values the researcher has will allow them to work in a place such as Tesco.
As well as this the values that Tesco follow are also seen and how Tesco implement these values into the workforce. Tesco believe strongly that these values are what will keep the business together and will represent what they as a company stand for. These values also help the local communities gain trust and loyalty towards them.
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Introduction

The company Tesco was founded by a grocery vendor from a stall in London named Jack Cohen in 1919. According to Business Case Studies (2019), Business Teacher (2019) and Tesco PLC (2019) originally, the Tesco brand first appeared after bringing a tea shipment from T.E Stockwell and opening the first Tesco store in 1929. It commenced off as selling the standard foods and drink merchandise however on account that then accelerated into areas supplying alternative items and services such as, online shopping, banking and insurance. 
Furthermore, Tesco uses many management theories such as Fredrick Taylor’s Scientific theory and Herzberg’s two factor theory. According to Business Case Studies (2019), Business Teacher (2019) and Tesco PLC (2019) they apply these theories to manage the company’s employees to motivate the staff and improve employee satisfaction. In order to benefit Tesco in growth, the company implements these theories to keep employees motivated, correctly trained and achieve their goals.
Moreover, personal values are strong stable beliefs about what is essential for a person. Kumar (2018), Kotelnikov (2019), Ministry of Business innovation and Employment (2018) and Wellington (2017) states that they grow into standards through which people are ordering their lives and making their choices. When the commitment of the person to it increases and they see it as indispensable, a belief will turn into a value. Categorising beliefs into different types of values is possible, such as values related to career success, wealth, family and happiness. In order to make a responsible, rational, consistent and clear decisions, a person must be able to articulate their values. Attitudes are people's intellectual inclinations toward others and the present situation before making decisions that lead to behaviour. People form their attitudes primarily from the values and beliefs that underlie them.
In addition, core values are intrinsic in shaping the organization's vision that is presenting outside the organization to the world. Heathfield (2019) and NACE (2019) states in order to attract and retain the best, most contributing employees, core values are fundamental. The core values outline and appeal to the employees and the outside world what the company believes and how the organisation resonates. The core values need to be so built-in with the staffs and their belief structures and movements that customers, clients and companies see the values in action.









Main Findings

Management Theories applied at Tesco
One of the earliest motivational theories was developed by engineer Frederick Taylor in 1911. According to Taylor's theory people were working purely for the money. Wellington (2017), The Chartered Management Institute (2014), Gill (2015) and Young (2017) states that Work on a production line was based on quantity production in the early years of the automotive assembly industry and was repetitive. Workers have been paid 'piece rate,' for example, paid for each item produced.
In addition, this approach to paying outcomes to workers was good for the business. CMI (2014), Gill (2015), Armstrong (2014) and Wellington (2017) suggests that the result was more output, but it gave employees little opportunity, encouragement or time to think for themselves or be creative in what they did. This limited the development of individuals within the company and their use.  
The Employee Reward Program of Tesco has a comparable link to the theory of Taylor that provide financial reward packages to motivate its employees. In addition, there are factors that motivate people other than money is personal and working lives. According to Business Case Studies (2019), Business Teacher (2019) and Tesco PLC (2019) Tesco goes a ways past Taylor’s theory and provides more than simple increases in pay. It supports numerous lifestyles for individual employees by delivering suitable and targeted benefits. Various nonfinancial elements inspire workers to enhance their performance. One such element that Tesco employee might desire to serve individuals; others might also be to improve or promote personal competencies. 
Bassot (2016), Wise Step (2016), Gill (2015) and Wellington (2017) states that the disadvantage of Taylor’s strategy is the quality of the products may not be as good, due to the employees just pushing themselves to make as many as they can to earn more money. Rather than focusing on the quality. However, according to Business Teacher (2019) and Tesco PLC (2019) Tesco do not use this strategy in the sense of each employee gets paid for how much they make sell because there are thousand of employee and its just not profitable. Also, it is not each employee working for themselves like in the steel company but the whole of Tesco working as a team to beat the competitors such as Asda.
The Two - Factor Motivation Theory was developed by Frederick Herzberg in 1959. In accordance to Herzberg’s theory There are two elements that play an indispensable position in improving an employee's satisfaction within the workplace. According to Gill (2015), Adair (2014), Armstrong (2014) and Wellington (2017) they are regarded as the hygiene and motivation factor. Hygiene factors are components that prevent unpleasantness whilst working, however satisfaction not guarantee. In the meantime, motivation factors will lead to both personal growth and job satisfaction.
According to Tesco PLC (2019), Business Case Studies (2019) and Business Teacher (2019) Tesco is one company that uses elements of Herzberg’s theory to motivate their employees both by paying attention to hygiene factors and by enabling satisfiers. For example, they motivate and empowers their employees by using appropriate and timely communication, by delegating responsibility and involving staff in decision making. It holds forums each year in which employees will give input on pay rises. This shows recognition of the work Tesco people do and rewards them. Tesco also applying this theory conjointly by creating an annual survey known as View Point to measure its staff’s satisfaction which gives them the chance to express their views on virtually every aspect of their job. 
The other approach for employees working in Tesco to achieve job satisfaction is how they look after their employee. According to Tesco PLC (2019), Business Case Studies (2019) and Daoudi (2019) this makes their employees feel the job is safe and they are looked after by the company and hence it makes them create high quality work. By implementing the two - factor theory of Herzberg that outlines the two main hygiene factors and the satisfiers are additionally comprehend as motivators.
In Tesco, hygiene factors are put in place to avoid workplace unpleasantness. If the employees think these factors are insufficient, this would mean they are dissatisfied with working there. Daoudi (2019), Tesco PLC (2019) and Business Teacher (2019) suggests that motivating factors are dynamically creating job satisfaction for individuals for their personal growth and the motivating side. If the employee is productive, then the individual can be motivated to achieve an above average performance and effort. In addition, Herzberg states that in order to genuinely encourage a worker, a business enterprise needs to create conditions that make its worker feel satisfied in the workplace. For instance, hygiene factors such as pay may cause an employee at Tesco to be dissatisfied as this will indicate that the employee is being paid a price that has not increased since working at Tesco.
In Tesco, motivators such as opportunities for promotion will fulfil the worker as they move up to department level and not stay in one department from the starting point. According to Tesco PLC (2019) this will recognize how well they work for the business.
According to Wellington (2019), Bassot (2016), Armstrong (2014) and Parikh (2017) the key advantage of Herzberg’s theory of motivation is that it lays emphasis on motivation coming from within the employees themselves rather than focusing on other external factors. Therefore, by putting this theory in practice at Tesco it will ensures that on the part of the company it can improve its working environment and conditions so that employees feel motivated to work hard which in the long term will benefit the company.
According to Bassot (2016) and Wellington (2017) another benefit is that money is treated as secondary because factors like the job promotion, recognition, relationships between employees are considered to be motivating factors rather than money. This can also be an advantage for Tesco as some of the employee feels that an individual can be prompted to be an expert at their job not because of the earnings but due to the fact they love their job. Herzberg theory brings a change by measuring employee satisfaction not in terms of money but through other equally important factors.
According to Parikh (2017), Armstrong (2014) and Wellington (2017) the disadvantage of Herzberg theory is that different people have different meaning when it comes to job satisfaction. For example, some people may like flexible working hours whereas for others it may not be suitable. Moreover, some people like to have more salary as against promotions and power while some give more weight to power and promotions as compared to money. Likewise, young people have different perception while old people have a different understanding when it comes to salary, additional benefit, promotion and so on.
The researcher believes that understanding these theories in concept is essential for Tesco managers as they need to recognize how to encourage their employees to work under them to get the exceptional out of them in terms of productivity. However, if managers do no longer influence then this will limit how they motivate or else no longer trusting them will minimize their motivational efficiency. This allows managers to apprehend what the worker works towards, for instance the goals and targets they set and how well they manage their time for Tesco to accomplish the work.
Moreover, it provides the manager with the opportunity to be impressed by the worker and thus the quality of the work shows which member is committed to doing well and to ensuring that the company heading in the correct direction. However, managers would like to be aware of the advantages and disadvantages of which the best way to encourage the idea via different theories is to distinguish themselves from anyone else and the quality in production and recognition it finally achieves.
Additionally, it provides the manager with an opportunity to effectively communicate and understand the employee, engage in the essential skills that may have to be offered, work wisely, and how motivated it is in order to keep up with what is being asked to do. The ideal way to apprehend this is to engage with employees in order to obtain knowledge otherwise the key potency to work at a better level and to create the quality that will not occur, unless the employee communicate with the manager and also the manager communicates with the employee.
Tesco offers its managers and employees the opportunity to take a share and a greater interest in their own jobs. According to Tesco PLC (2019) and Business Teacher (2019) as each employee is an individual with different needs and aspirations, their abilities and achievements as well as potential development can be recognised through the review process and personal development plans. By providing career progression, this benefits the individual. It also benefits Tesco by ensuring that through its skilled employees the business can deliver high levels of customer service.
Personal Values, Beliefs and Attitudes 
Personal values are qualities, principles, or standards that are taken into account by an individual or group of people. These values guide people's way of living and their decisions. Kumar (2018), Kotelnikov (2019), Ministry of Business innovation and Employment (2018), Armstrong (2014) and Wellington (2017) states values can affect many of the judgments that people make and may influence their ability to critically think or make rational judgments or assessments on others. Beliefs come from real experiences but often individual forget the original experience is not the same as what is happening in life now. Beliefs are judgments about individual selves and the world around them. Beliefs can be strong entrenched or very emotional and can influence people behaviors and thoughts in a powerful way. Attitudes arise from people values and beliefs which are developed over time. Attitudes comprise of three components, emotion, behaviors and thoughts.
Barrett model was developed by Richard Barrett in 1998, and it was used for the ‘Cultural Transformation Tools’ which is used to map organisations and their leaders’ cultural values. According to Tools Hero (2018) and Barrett Values Centre (2019) the Barrett Model is made up of two aspects, the seven consciousness levels and the seven psychological development steps. Each person operates from one of the consciousness levels and then in the seven steps of psychological development grows further. It depends on their ability to meet their needs, how fast a person grows and how far they get.
Additionally, after conducting a survey on Personal Values Assessment by using the Barret model. The result shows that the researcher is a person for whom meaning is important. Barrett Values Centre (2019) suggests that they have a strong set of moral standards which are important in how the researcher treat others and how the researcher wish to be treated. Having close relationships and connections with others is important to the researcher as well as need to feel a sense of love and belonging. If these needs are threatened or not met, the researcher will experience anxiety about not being accepted or not being loved enough.
The researcher believes that these values relates to the Barrett Model as:
Level 2: Relationships
This stage covers the value of interpersonal relationships in the life of the researcher. It is made up of values such as friendship, family, decision on hostilities and respect for open communication. This stage's potentially limiting aspects result from round fears of manipulating or considering loss. Intolerance, Rivalry and love are limiting values. (Tools Hero. 2018 and Barrett Values Centre. 2019).
Level 3: Self-Esteem 
This stage deals with the requirement for recognition of the researcher. It consists of values such as ambition, best performance, reward and professional growth. This level’s potentially limiting factors are due to being out of control and low self - esteem. Status, arrogance and image are potentially limiting values. (Barrett Values Centre. 2019 and Tools Hero. 2018).
Level 4: Transformation 
At this level, the focus is on personal growth and self - actualization. It includes values like knowledge, independence, responsibility and courage. This is the stage in which people are working to overcome their fears. It requires that assumptions and beliefs be continually questioned. Additionally, it is the stage the area they start to find balance in their lives. (Tools Hero. 2018 and Barrett Values Centre. 2019).
 Level 5: Internal Cohesion 
Level 5 relates to the search for which means and community of the individual. Individuals at this level no longer think about a job or career, but about a mission. Individuals working at this stage no longer assume in phrases of a career or job, however in phrases of a mission. This stage incorporates values for instance honesty, generosity, excellence, humour/fun, enthusiasm, creativity and commitment. (Barrett Values Centre. 2019 and Tools Hero. 2018).
Level 7: Service 
Level 7 contemplate the perfect order of the connection between internal and external. It centers on each other's carrier. Individuals working with uncertainty at this stage are at ease. They exhibit forgiveness, compassion, and wisdom; they have a global outlook; they are concerned about issues like human rights, social justice, and generations to come. (Tools Hero. 2018 and Barrett Values Centre. 2019).
The researcher’s values and those of Tesco are very similar and as a result the researcher would adapt well in the working environment. Barrett Values Centre (2019) suggests that the researcher works well with others and is motivated easily which is an important value that Tesco holds. As well as this the researcher is good at keeping close relationships with others which will be useful in working with Tesco as a strong employee bond is necessary and it increases productivity. 
Tesco’s Values, Beliefs and Attitudes  
Tesco has a core vision which is seen throughout business strategies and continuously adapts with the changing world. According to Tesco PLC (2019) and Business Case Studies (2019) Tesco is made around its customers and colleagues and so this vision guides the organization with the strategic decisions it makes towards them.
There are five elements of vision which Tesco use to describe how they want the business to be. These include: (Business Case Studies. 2019. Business Teacher. 2019) and Tesco PLC. (2019))
Want and need across the world
A business growing with opportunities
Modern, full of ideas and innovative
Skills applied globally
Gaining trust and loyalty from employees and customers
The Tesco mission and vision statement are both related and state what Tesco is looking to achieve with the tactics and strategies showing how to gain them. (Tesco PLC. 2019 and Business Case Studies. 2019)
Tesco establish aims within the business which are then seen across the different apartments to make sure that the goals are achieved. Business Case Studies (2019), Business Teacher (2019) and Tesco PLC (2019) suggests that the vision that Tesco has, works to help run the business and their values are seen within the vision. 
Tesco’s vision outlines the wishes of the managers whilst the mission statement expresses the main purpose of the business. According to Business Case Studies (2019 and Tesco PLC (2019) the vision helps to motivate employees towards working harder for the company and convinces customers of the trust and loyalty the company holds towards them. 
Tesco recognise the importance its mission, vision and strategies have on their success and so use a variety of key performance indicators (KPIs) to track and analyse their performance. (Tesco PLC. 2019, Business Teacher. 2019 and Business Case Studies. 2019).
Tesco’s values are:
Always work hard for the customers.
Treat everyone how you would like to be treated
The scale is used for the companies good
Tesco is global business based on community and in the competitive world of retail, Tesco relies on its values for success. Business Teacher (2019), Business Case Studies (2019) and Tesco PLC 2019) states that in order to stand out from its rivals, Tesco work with communities using their ‘three big ambitions’. 
To allow opportunities for young people around the world.
To help tackle the obesity crisis and improve health.
To help reduce food waste globally.
Tesco carried out a seven-part strategy which was used to achieve the goal of being a highly valued and popular with customers as well as enjoying a secure long-term growth. According to Tesco PLC (2019), Business Teacher (2019) and Business Case Studies (2019) Tesco uses a variety of methods to gather data and analyses the progress made on their set targets. Alongside this they established a Clubcard scheme and an online panel of customers to evaluate the wants and needs of the customers to improve Tesco’s business.




























Conclusion 

Tesco is one of the world's biggest retailers and this success is the result of effective leadership and management. Business Case Studies 2019, Business Teacher (2019) and Tesco PLC 2019 states that setting a clear vision is central to the success of Tesco, supported by a commitment to setting and monitoring specific goals and strategies for achieving them. All business aspects are regularly monitored, and plans are adapted to ensure that targets are ultimately met when necessary. A commitment to be a responsible retailer is at the heart of everything Tesco does. This is demonstrated by its focus on its ' Three Big Ambitions ' and ' The Essentials ' to demonstrate how it makes good use of its scale. Every choice made takes these areas into account to ensure that staff, customers, suppliers and communities are treated fairly and respectfully. The values of Tesco underpin everything that Tesco does and keep customers happy with their experience of shopping and loyalty to the brand.
Furthermore, for Tesco managers, motivating employees is an important task. Taylor's early motivational theory suggested paying motivated employees to enhance production. According to Tesco PLC (2019) and Business Teacher (2019) Tesco employees are more motivated, and they feel content in their work. This is when their employer creates a good working environment where employees feel valued, generally through increased communication and being asked for their opinions. Employee motivation is also likely to be higher as the organisation invests in its staff through training and development. In turn this enhances their knowledge, skills and their sense of job satisfaction.
Additionally, understanding personal values helps individuals to understand themselves better and to understand why they can act or react in the way they do. According to Kumar (2018), Kotelnikov (2019), Ministry of Business innovation and Employment (2018), Armstrong (2014) and Wellington (2017) as well as this, organisational values help the organisation to prosper and brings the best out of employees. It keeps them motivated and brings the best out of productiveness. 
Tesco Values has become an essential part of their culture and an essential foundation for growth and success. Tesco PLC (2019) states that they make sure that every Tesco person understands what is important about how they work together as a team and how customers are at the centre of what they are doing. As Tesco has grown into new markets and new countries, they are universal values that have helped guide their people.
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