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[bookmark: _Toc142670445]Part 1 – Report 
[bookmark: _Toc142670446]Introduction 
This report considers the role of leadership and management in the workplace by considering the case of Tesco. Research findings demonstrate the application of human relations management in the workplace and its role for coping with the effects of the pandemic in a flexible manner. 
[bookmark: _Toc142670447]Introduction of the company
The organisation of interest is Tesco. This is the market leader in the UK’s grocery retail sector, as suggested by the 27% market share and 355,000 employees (Bedford, 2023; Tesco, 2023a). Tesco is also considerably large in terms of market capitalisation - £18.7 billion – as well as annual revenue of £65.8 billion (Reuters, 2023). In the UK alone, the company operates with approximately 2,800 physical stores and online sales channels (Tesco, 2023a). 
The considerable size of Tesco, its leadership market position and exposure to customers require effective management, so that the complex company can sustain its competitiveness in a changing environment. The report continues with a discussion of the management theories and practices of Tesco in a post-pandemic environment. 
[bookmark: _Toc142670448]Theoretical discussion
Two models are discussed in the report. First, the competing values model by Cameron and Quinn (2011) is introduced to better understand the organisational culture and values of Tesco. The theory suggests the existence of four main types of organisational culture – adhocracy, clan, hierarchy and market-oriented – depending on the internal or external orientation of an organisation and core values (Cameron and Quinn, 2011). As shown below, each organisational culture has specific priorities based on its orientation and specifics (Cameron and Quinn, 2011). 







Figure 1 – Major types of organisational culture
[image: Cameron and Quinn's Competing Values Framework]
Source: Cameron and Quinn (2011)
Tesco has a competitive culture which is supported by several pieces of evidence. First of all, this is the market leader with 27% market share, indicating the ability of Tesco to respond in a fast manner (do things fast) to a variety of external changes (Bedford, 2023). Second, the organisational values, as reported by the company’s website, focus primarily on delivering continuous improvements to customers, as well as excellent customer service (Tesco, 2023b). Thus, the company’s purpose is driven by the changing requirements and needs of customers. Respectively, the actions of Tesco must be focused on meeting customers’ preferences in the best possible way. This is evidence of a competitive, market-oriented organisational culture which is altered according to external changes. 
Given the discussion of organisational culture and values of Tesco with the support of the competing values model, the discussion proceeds with the second model under consideration – human relations management. As shown below, management theories have evolved over time and the branch of human relations management is still applicable in the contemporary environment (MA, 2014). There are different contributors to human relations management, such as Mayo, Maslow and McGregor, but the current report considers only the theoretical contributions of Maslow and his Hierarchy of Needs model (MA, 2014). 


[bookmark: _Toc118910738]Figure 2 – Chronological overview of management theories 
[image: A diagram of a group of people

Description automatically generated]
Source: MA (2014)
The model emphasises the satisfaction of five distinct groups of human needs which are organised as a pyramid based on their importance and sequence of addressing (Maslow, 1943). Since employees are also humans, the Hierarchy of Needs is applicable in work-related context, as shown below (Mintz, 2017). Respectively, managers and leaders must consistently and orderly address physiological, safety, belonging, esteem and self-actualisation needs to achieve the best levels of employee satisfaction, motivation and retention (Badubi et al., 2017). 
Physiological needs focus on necessities, such as food, water, time for rest and others (Maslow, 1943). Safety needs in work-related context refer to good pay level, security of employment, effective organisational policies, safe working conditions and others (Mintz, 2017). Belonging needs focus on developing a coherent work environment, strong teamwork, common vision, as well as support by leaders if necessary (Hook and Jenkins, 2019). Esteem needs are met by delivering individual and group-based rewards which recognise the efforts and contribution of every employee (Mintz, 2017). Theoretically, self-actualisation needs are suggested to deliver the maximum level of motivation (Maslow, 1943). These needs in work-related context refer to professional growth, training and development, promotional opportunities, effective job design changes, challenges and others (Hook and Jenkins, 2019). 




Figure 3 – Hierarchy of Needs model
[image: ]
Source: Mintz (2017)
Taken together, both theories are of essential importance in understanding the managerial priorities and decisions of Tesco amid a changing external environment. 
[bookmark: _Toc142670449]Answer to the question
The article by Cerruti and Godoski (2020) discusses some of the contemporary changes in the workplace environment caused by the pandemic. The main trends recognise the importance of enhanced flexibility, safety at work, maintenance of social connection with co-workers amid remote working conditions, as well as physical and mental health perseverance (Cerruti and Godoski, 2020). While some of the above-mentioned changes have been gradually evolving over time, the pandemic caused a sense of urgency and immediate change by organisations (Cerruti and Godoski, 2020). Therefore, it is important to analyse the response of Tesco given the prevailing organisational values, beliefs and attitudes and the major requirements for change caused by the external event – the pandemic. 
According to Rollinson (2019), organisational culture has a key role in explaining the actual behaviour of all organisational members. Culture is based on beliefs and values which in turn shape specific attitudes and behavioural norms – key factors explaining the behaviour of employees and decision-makers at an organisation (Rollinson, 2019). Therefore, the organisational culture of Tesco can explain the response of the company to the above-mentioned key workplace changes caused by the pandemic. 
As discussed, Tesco has a market-oriented competitive culture according to the competing values model by Cameron and Quinn (2011). Therefore, the company is suggested to be quite fast in responding to external changes and implementing the necessary workplace modifications based on the pandemic requirements. 
This proposition is supported by several pieces of evidence from Tesco. First, Tesco initiated flexible working schemes to protect its employees from the virus and meet the overall needs of more flexible working (Tesco, 2023c). Office employees typically spend 40%-60% of their working time outside of the office; thereby, being engaged in remote working mode (Tesco, 2023c). Moreover, store employees, who cannot work remotely, enjoy a set of opportunities for a more flexible working process, such as lifestyle break, part-time working, shorter working weeks and others (Tesco, 2023c). The above-mentioned job modifications are extensive and quickly introduced after the outbreak of the pandemic; thereby, showing the appropriateness of Tesco’s organisational culture for delivering fast changes in the workplace. 
Second, Tesco has also strengthened its health and wellbeing policies and practices. The company provides not only health checks to its employees, but also face-to-face consultations with mental health professionals, supporting team activities and others (Tesco, 2023d). Moreover, Tesco provided at the early stages of the pandemic free 12-month access to digital wellness tools, such as Headspace and SilverCloud, to support mental wellbeing of 300,000 workforce members (SilverCloud, 2020). The digital tools have been effective for stress and anxiety management (SilverCloud, 2020). 
Third, profound safety changes also took place. During the most severe episodes of the pandemic, Tesco also implemented a strict safety protocol focused on ensuring mask protection, enhanced cleaning/hygiene standards, avoidance of unnecessary contacts among employees, precautionary measures and others (Tesco, 2021). The risk management processes included an appropriate risk assessment, identification of affected stakeholder groups, as well as specific measures for control and management (Tesco, 2021). The comprehensive and detailed policies in the field clearly demonstrate the ability of Tesco to effectively respond to pandemic related health challenges by sustaining its business operations. 
The above-mentioned three key changes show the fast response of Tesco to adapt workforce changes in alignment with the propositions from the article by Cerruti and Godoski (2020). It can be suggested that the market-oriented organisational culture contributed to the fast adaptation to external changes. Based on the human relations theory, organisational culture has a key role in establishing unity of an organisation and maintaining elevated employee morale. These key goals are achieved by emphasising training and development programs, fostering open communication, and encouraging participative decision-making (Linnenluecke and Griffiths, 2010). Considering this, there is a theoretically suggested connection between human relations model and organisational culture. Hence, it is also necessary to analyse the workplace transformation process through the prism of Maslow’s model, as the latter is a key theory in the field of human relations management. 
· Physiological needs: The mental wellbeing of employees became the centre of attention for Tesco. The combination of flexible work, remote work for office employees, as well as the variety of measures intended to support mental wellbeing could be considered as effective measures to meet the basic physiological needs of employees (Tesco, 2023c, d). 
· Safety needs: Tesco avoided layoffs during the pandemic; instead, it hired an additional 16,000 full-time employees (Butler, 2020). Thus, the disrupted economic processes did not affect the work safety of employees. Moreover, Tesco implemented a strict protocol for health and safety at work, as discussed (Tesco, 2021). The measure maximised the efforts to reduce the spread of the virus in the workplace. In addition, employees received free-of-charge support to digital tools for self-help by Tesco (SilverCloud, 2020). 
· Belonging needs: The organisational culture emphasised on safety and belonging during the pandemic, as suggested by the following key principle of Tesco: "Nothing is more important than the safety of our customers and colleagues” (Tesco, 2021; p. 1). This guidance supported the development of a coherent environment where all organisational members – managers, store and office employees, etc. – act together for the achievement of the best performance and health protection during the pandemic. The creation of a team-based response is performance has also been supported by the leading values of Tesco promoting trust and mutual respect, teamwork, shared decision making and experience (Tesco, 2023b). Moreover, the sense of belonging was strengthened by keeping good communication at all levels of the organisation. Active communication in face-to-face and team-based formats was maintained based on online platforms for communication during the pandemic (CareersHelp, 2021). 
· Esteem needs: Tesco demonstrated flexibility in terms of rewards, as well. The company provided additional 10% bonuses to all full-time employees in 2020 – a collective reward policy designed to recognise the commitment of workforce members during the pandemic (Pratt, 2020). Moreover, Tesco extended the discount to 20% when employees purchase products from Tesco’s stores (Pratt, 2020). This financial reward is also a way of recognising employee contribution. It is also worth noting that Tesco maintained the existing reward and recognition policies regardless of the pandemic disruptions, as shown below (CareersHelp, 2021). Hence, the above-mentioned rewards are additions to the already existing reward policy (Pratt, 2020). 
Figure 4 – Existing key rewards at Tesco
[image: A close-up of a sign
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Source: CareersHelp (2021)
· Self-actualisation needs: Tesco has not interrupted its extensive training and development efforts regardless of the pandemic. Instead, some considerable improvements were completed during the pandemic period. The My Tesco application was introduced during the pandemic. The application facilitates collaboration among employees by allowing them to enhance one's skill set and acquire additional hours of availability. More than 40% of Tesco's employees use the application on a weekly basis (Tesco, 2023e). In addition, Tesco has been quite focused on young professionals, as over 50,000 were aided in enhancing their employability skills in 2022 (Tesco, 2023e). The initiative aims to enhance professional skills and initiate future professional trajectories, in conjunction with the Prince's Trust and Institute of Grocery Distribution. 
Taken together, the above-mentioned pieces of evidence demonstrate extensive efforts by Tesco to meet all levels of human needs according to the Hierarchy of Needs theory. Thus, the company has effectively applied the human relations model in managing its workforce and workplace during the pandemic by effectively responding to the urgent and considerable need for change. 
[bookmark: _Toc142670450]Critical evaluation of the theory
The Hierarchy of Needs model belongs to the group of content models of employee motivation (Ramlall, 2004). This means that the model provides clear determinants to be followed by managers and there is little room for ambiguity regarding the most effective human resource management policies – a key advantage over the group of process models of employee motivation (Ramlall, 2004). 
Nevertheless, the model may be subject to different interpretations depending on the prevailing values, beliefs and attitudes in an organisation. In this relation, the work by Hofstede (2001) is quite important. Based on a large-scale survey among IBM employees, Hofstede (2001) identified six cultural dimensions which are unique for every country – risk tolerance, indulgence, level of masculinity, power distance, time orientation, as well as collectivism/individualism. It is important to mention that the predominant cultural specifics of a given nation are often translated in the organisations operating in the specific country (Hofstede, 2001). This is quite relevant for critically analysing the Maslow’s model, as well. For example, if a nation has a low tolerance to risk, risk-averse values can be quite common; thereby, shaping attitudes and behaviours focused on stability, predictability, avoidance of uncertainty and others (Hofstede, 2011). Thus, security needs could be quite important according to Maslow’s model. And the vice versa – risk-seeking national culture may promote organisational values, attitudes and behaviours which make security needs less relevant for employees (Hofstede, 2011). 
Another example from the Hofstede’s model stems from the preferences for rewards. If a nation is more individualistic, esteem needs may be of disproportionally high priority for employees (Hofstede, 2011). This puts pressure to prioritise esteem needs when devising human resource management policies. These examples indicate that the predominant national culture may lead to an unequal treatment of the five human needs by prioritising some or ignoring others. 
Another critical remark refers to the ability of organisations to systematically address all human needs from the model. Employees in each organisation may have different cultural backgrounds and preferences – a situation of importance for international companies. As a result, employees can be quite diverse and require different focus along the pyramid of human needs. This poses a challenge to implement the Maslow’s model, as there is need for a customised approach and focus on the specific needs of every employee. Hence, the theory of Hierarchy of Needs is just a general model which is more valid for coherent organisations with strong and mutually accepted values. 
[bookmark: _Toc142670451]Recommendations 
The critical discussion of the theory and the case of Tesco leads to several key recommendations for improved performance and resilience in the future. 
First, Tesco must constantly monitor the external environment and changes related to the macroeconomic situation, the industry of operations, customers and key stakeholders. Awareness regarding the external changes is highly necessary to promote quick modifications of the workplace in alignment with the existing market-oriented organisational culture.
Second, the critical analysis of the Maslow’s model also shows the challenges of operating with a culturally diverse workforce. To promote effective human resource management policies and practices, Tesco must establish a high level of organisational coherence and mutual understanding – a challenging task requiring consensus around several key organisational values, norms and behavioural codes. If commonly accepted by all employees regardless of their cultural and ethical background, these features of the organisational culture can help Tesco in making relevant changes and progress in the future. 
Third, Tesco is also advised to implement extensive and objectives measures of performance. This is suggested with the idea of measuring the effectiveness of promoted change and the possible areas for improvement. The company must also strengthen its communicational process and active involvement of employees, as the latter can be a key source for relevant changes in terms of organisational culture and response to different situations. Moreover, the inclusion of employees can improve the quality of decision-making process and the level of employee motivation (Uzohue et al., 2016). Thus, preferences for democratic (consultative) leadership are also appropriate in a changing environment.
[bookmark: _Toc142670452]Conclusion
To sum up, research findings demonstrate the key role of organisational culture in guiding the response to different situations and episodes of crisis. Tesco’s example is quite indicative for the value of market-oriented culture and the wide range of policies which address all levels of the Maslow’s model. Regardless of the stated imperfections of the human relations theory, it appears to be a relevant managerial framework of value for Tesco in the future. A greater integration of employees and their inclusion in many internal processes, including decision-making, can be a key to a more resilient performance in the future. 



[bookmark: _Toc142670453]Part 2 – Reflective journal 
[bookmark: _Toc142670454]Introduction
This is a reflective report based on my performance in the following module: Developing workplace critical thinking. The reflective learning journal covers the learning sessions from week 1 to week 9 by exploring personal experiences and insights regarding the studied materials and exercises. 
[bookmark: _Toc142670455]Choice of model
The process of reflection is suggested to be cyclical in nature and enriched by new experiences over time (Atkinson and Murrel, 1988). Reflective is important to identify key experiences and critically analyse the performance and directions for future development in the future (Wain, 2017). Thus, reflection supports continuous improvement – a key factor for success as a professional.
It is also important to note that the reflection process is systematic (Wain, 2017). There are different models guiding the reflection process, such as the popular frameworks developed by Kolb and Gibbs (Atkinson and Murrel, 1988; Gibbs, 1988). The current reflective report applies the latter, as shown below. 
Figure 1 – Gibbs reflective cycle 
[image: A diagram of a diagram
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Source: Wain (2017)
The reflection process consists of six distinct stages, as suggested by the Gibbs’s model, which are systematically employed in the current analysis, as well (Wain, 2017). This approach ensures that all important aspects of the learning experience are reflected in an objective manner; thereby, being able to identify relevant directions for future learning and progress.
[bookmark: _Toc142670456]Reflection of the learning experience
The reflection process considers the specific learning experience in each of the nine weeks.
[bookmark: _Toc142670457]Week 1 
Week 1 was introductory. The module content was discussed, as well as general aspects of the contemporary workplace changes and management theories. Special attention was placed on reasoning and the logic of thinking by investigating both – inductive and deductive reasoning. I felt motivated to understand the basics of the module. The starting content was quite relevant, as it paved the way for the process of critical thinking, especially in terms of applied reasoning. I consider the first week as a good starting point, as set the foundation for the rest of the module and stimulated my motivation in the subject. Therefore, it can be concluded that the experience was quite important for identifying the main directions of the module and the expectations for the future themes, included in the studied material. 
[bookmark: _Toc142670458]Week 2
The following week (week 2) included a brief recap of the content from the first one, as well as an investigation of key definitions and terms. Special attention was placed on clarifying the concepts of values, beliefs and attitudes – key pillars of organisational culture. I felt excited to start learning the core content of the module. I also found the information quite important for proceeding with the rest of the module content. Thus, the studied material in week 2 could be considered as the foundation due to its high importance in the fields of critical thinking and organisational culture. Based on the experience in week 2, I gained extra motivation and a conceptual understanding regarding the key terms and directions of the module. Moreover, it was possible to expand my ability to apply critical thinking and recognise the significance of values, beliefs and attitudes as determinants of organisational performance. 
[bookmark: _Toc142670459]Week 3
After a recap of the content from week 2, week 3 focused on explaining the importance of critical thinking. More importantly, management theories were introduced with an emphasis on human relations approach. The new learning content was quite important for understanding contemporary management policies and practices; however, I could not understand the actual application of the human relations management approach. I was initially confused. Then, the discussion of two case studies – JIT and Scanlon Plan – helped me better understand the application of management theories in practice. It was important, as it expanded the discussion beyond the theory and included important practical insights. As a result, I am better aware of the role and importance of applying management theories. I am also more confident regarding the main goals and aspects of the human relations model. I also applied the model in the first part of the assignment when investigating the case of Tesco. This can be seen in the critical analysis of Tesco’s performance and the role of human relations model for achieving a better performance, despite the challenges imposed by the pandemic. Considering this experience, I can conclude that my understanding and confidence are high enough to use the human relations model in practical tasks. 
[bookmark: _Toc142670460]Week 4
Week 4 expanded the studying of management theories by focusing on one of the first models – scientific management theory. The analysis of scientific management was important to realise the initial efforts of practitioners to apply management principles in practice based on a specific model of actions. Week 4 also included an analysis of the skills, which are necessary for critical thinking and decision-making, especially given the challenging business environment. The content in week 4 was quite extensive in terms of volume. There were many new things in relation to management theories and discussion points. I had difficulties in memorising and understanding all new content. The provided case study regarding critical thinking helped me in addressing some learning gaps and applying the new concepts with more confidence. I consider the learning experience in week 4 as quite important given the relevant theories and practical examples. As a result of the learning experience, I am better able to understand the differences between scientific management and human relations models. I also have a roadmap showing to me all key skills necessary to perform critical thinking and decision-making. Therefore, the gained knowledge is suggested to be of high important for future practice as professional and decision maker. 
[bookmark: _Toc142670461]Week 5
Week 5 covered some conceptual tools to enhance critical thinking, especially 6 Bono’s thinking hats. The content of the learning also focused on bureaucratic management. It was presented and critically discussed. I felt motivated to expend my knowledge regarding the theories of management. Moreover, the 6 Bono’s thinking hats was quite interesting to me, as it was possible to get a specific framework for critical thinking. Considering this, the content in week 5 is highly evaluated due to its practical application as a future professional. Therefore, I see this week as a particularly important for the module. It expanded the theoretical understanding of management theories and contributed to practicing critical thinking. I can conclude that the learning content is quite engaging after the experience in week 5. After several weeks of being a part of the developing workplace critical thinking module, I can see the general concept of the module and better appreciate its importance in the future professional development. This in turn further improves my level of motivation with the module. 
[bookmark: _Toc142670462]Week 6
Week 6 was also quite important, as it included relevant concepts. More specifically, week 6 prioritised the understanding of the key skills required for decision making. The critical thinking poles were utilised, as well. Another theory in the field of management was discussed – contingency management theory. Given the accumulated knowledge and experience, I felt quite confident with the new learning content. I could easily understand the skills and the theoretical knowledge behind the contingency theory in management. This was possible because of my past experience and developed routine when studying of all previous management theories. I also consider the learning content as essential for practicing critical thinking and applying management theories. This is quite important given the growing importance of decision making and the current popularity of contingency theory. The analysis of the experience in week 6 must also recognise the practical nature of the educational process. There was an exercise requiring an application of theory in practice. I consider this is a new level of studying, as it requires a deeper understanding of the learning content and an ability to apply knowledge, rather than just memorising it – a higher level of progression according to the Bloom’s Taxonomy methodology (Bloom, 1956). Thus, it can be concluded that week 6 activities strongly contributed to the actual progress in the study field. 
[bookmark: _Toc142670463]Week 7
The learning experience in week 7 expanded the knowledge related to management theories. It was focused on systems theory – another popular management framework in modern business organisations. Moreover, there was a summary of the critical thinking concept during week 7. I felt confident and motivated to learn about another management theory. I consider the experience as quite positive and valuable, as it expanded the scope of management theories covered by the module. Based on this, I can conclude that I have a wide range of theories to apply in my future practice. Week 7 also included a practical exercise requiring application of theory. I admired the practical exercise due to its relevance for understanding the implications of systems theory. Moreover, it was the second practical exercise of management theories after the one which had taken place in week 6. Already having two practical exercises was quite good for developing my practical capabilities to apply management theories and practice critical thinking. Therefore, the learning experience in week 7 was of help in upgrading my theoretical and practical skills. 
[bookmark: _Toc142670464]Week 8
Week 8 was quite different than the previous ones in terms of content. It included new concepts, such as innovation and creativity, by focusing on their management. Moreover, the role of the business environment was explored as a factor behind workplace changes. At the beginning, I could not understand the link between the above-mentioned themes and the previously studied concepts. The uncertainty created some stress and anxiety. Nevertheless, at the end of the week, I was able to understand the meaning of the concepts and their profound role for workplace management. More importantly, it was possible to appreciate the role of critical thinking in changing environment and the dynamic world in general. Thus, the content of the module was quite relevant in setting a relevant background – the context of workplace changes in 21st century. Based on my experience in week 8, I could better appreciate the impact of external changes in delivering opportunities and threats to business organisations – a concept closely linked to the propositions of the PEST model (Johnson et al., 2017). I also better understood the value of flexibility and critical thinking in decision making process. 
[bookmark: _Toc142670465]Week 9
Week 9 explores the role of values, beliefs, attitudes and behaviour. The connection between these concepts was analysed. More specifically, values were investigated due to their considerable role for shaping organisational culture and sustainable performance of businesses. I consider the learning in week 9 as quite relevant, as I better understood how organisations operate. I also recognised the role of values for achieving sustainable development. Although separate in a different topic, values, beliefs, attitudes and behaviour are quite connected with the other important topics studied in the previous weeks. Thus, the learning content in week 9 could be assessed based on a considerable contextual thinking and knowledge acquired from the previous weeks. Taken together, the study of the four elements of organisational culture contributed to the better understanding of management in general. 
[bookmark: _Toc142670466]Conclusion
To sum up, the reflective report explored the learning experience in all nine weeks. The discussion was based on the reflective stages of the Gibbs’s model; thereby, being able to recognise important reflective information in a consistent manner. Since the Gibbs’s model suggests the identification of potential future actions, it is also relevant to identify some relevant activities based on the reflection from all nine weeks. The module expanded my theoretical understanding and practical application in the field of management. Nevertheless, it is important to further expand my knowledge; hence, I plan to read a book about systems management. I also intend to complete extra cases and exercises in management. Finding a coach can also be considered as a good practice for expanding my knowledge and experience by cooperating with an experienced professional in the field. In the foreseeable future, it can also be valuable to attend an internship in an organisation, so that my practical experience is expanded based on my professional interaction with the organisational culture, as well as specific work-related issues requiring critical thinking and decision making. 
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