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Executive summary   
In this work, a major discussion has been made on organizational beliefs, values, and workplace attitudes. Values are more deeply rooted in the organizational wall compared to the belief system and attitude. In this piece of work, the chosen organization is Tesco PLC. This is a reputed multinational company of retail and merchandise in the UK. The organization focuses on human relations theory and its utilization in its managerial approach. McGregor's Theory X and Theory Y also are utilized in the organization to some extent. However, the key management theories have been discussed in this work. For example scientific management theory, 14 principles of management by Fayol, systematic management theory, etc. In the covid-19 pandemic situation how Tesco can adopt resilient business operations and management also has been proposed in this piece of report. This report has developed an effective understanding based on true research and work. For example, it has critically evaluated McGregor's management and motivation theory from a different perspective with different values, attitudes, and beliefs. 
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[bookmark: _Toc77790989]1.0 Introduction 
A workplace in any organization is referred to as the place of employment where different people work on their different job roles. An organization develops its workplace with various necessary elements; without considering those elements no workplace will be able to give productive outcomes. In terms of elements, the organizational values, attitudes, beliefs, ethics all are regulated and implemented on behalf of the organizational leader and management. The management theories in this respect are vital parts of any organization. Moreover, a workplace can be mobile and many people can work from various places on different days. Technological growth and innovation also have impacted corporate values, behaviors, ethics, beliefs, and attitudes. In this work, the discussion will be made on an organization's values, works, and attitudes concerning the management theories. However, in terms of management theories, the critical assessment will be done on an organizational management theory, and how this is interpreted by an individual’s perspective with different values and beliefs. Further, a discussion on the present working scenario will be developed under the recommendation section. This is an important section in this work because it will focus on the post-Covid-19 mindsets and how the business functions further can be sustained, what changes can be brought in the workplace etc. 
 In this report, the chosen organization is Tesco PLC. This is a British multinational retail and merchandise organization and very much well-known for its quality services for the consumers. The company has a wider variety of products and its work culture is popular across the globe, that is why this organization has been chosen to understand their values, ethics, attitudes, management practices, etc. The workplace values and other things of that organization now will be further discussed. 
[bookmark: _Toc77790990]1.1 Difference among beliefs, values, and attitudes from a workplace context 
Any organization has its own terms of beliefs, values, and attitudes for reaching its aims. For example: in Tesco PLC, the values are higher-level commitment to consumer safety and satisfaction; constant innovation and introduction of appropriate technology and modernized services, good quality sales, striving for leading the business sector, etc. The organizational values are the strength of the workforce and organizational leaders (Nikooravesh et al 2016, p.387). Tesco’s organizational values give it the power to bring innovation in its service and then lead the retail market efficiently. The values help an organization to design its services and business best (Yuan et al 2017, p.437). Moreover, the beliefs are referred to as the assumptions as well as convictions that are held by working people and organizations on the ground of real-time experiences. For example, Tesco believes that people in their workplace are the main resource; without which the organization will be valueless and non-competitive in terms of its services within the retail business sector (Buheji and Buheji, 2020, p.33). It is needless to say that despite the fine contrast between these two elements: organizational values and organizational belief system; the integration of both creates the workplace attitude towards a positive direction. Workplace attitudes indicate how the values and organizational belief system have encouraged the people to give their best to the Company (Val Núñez et al 2020, p.20). In simple words, values are referred to as worthy concepts or ideas on the ground of people, things, and current scenarios. Behaviors are referred to as the way these all elements are imparted with the internalized systems of an organization are interpreted and expressed; just like the chosen organization Tesco. On the other hand, attitudes are viewed as a significant construction of the internal value system, beliefs of an organization.
However, the values from an organizational context are liable to describe the core principles as well as ethics that are abided by a Company, no matter about other happenings within the internal environment of an organization (Ekstedt and Flores, 2016, p.26). These values are liable to inspire employees to give their best efforts as well as constrain all organizational actions. The values must be strong and articulated clearly; the reason is valued mainly reflect on organizational aspirations for shaping the organizational attitude and workplace beliefs. All together these elements as values, beliefs, and corporate attitudes play a significant role in developing a corporate positive culture at the organization (Alessio et al 2020, p.27). The power of important knowledge regarding all those elements and aspects is important for organizing, selecting, learning, and judging the beliefs and values as much as an organization develops its business functions. There can be found a logical link among the values, organizational beliefs, and attitudes (Hamouche, 2020, p.2).  For example, every organization has its definite values such as valuing an individual's contribution and involvement. This value is reflected in trust, communication in and many more areas. This is the way values come first then it motivates the belief system and then attitudes (Ho, 2018, p.748). For example, steady growth has resulted if the values and belief system together increase the team spirit. Moreover, values when creating an impact on the belief system reduces the risk of inappropriate organizational attitudes, then an ethical work culture is likely to develop.  
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Figure 1: Organizational values, beliefs, and attitudes together form a culture and impact the workforce behavior
(Source: 100ventures.com, 2016)
[bookmark: _Toc77790991]2.0 Key theories in management 
Management theories can be referred to as a collection of concepts and ideas that can recommend general regulations for management processing; management processing of an organization and business management (Wong et al 2020, p.45). Management theories are liable to address the way an organizational supervisor can implement effective strategies for accomplishing organizational goals. Moreover, how those aspects can motivate the employees to perform at their high-level capability. Typically, organizational leaders apply those management concepts and theories from various theoretical viewpoints that may suit the working employees and the firm. It builds effective company culture as well. Although theories of management were generated centuries ago, they still serve as many beneficial models for leading efficient teams within the workplace and managing businesses today. 
There have been seven essential management theories: 
1. Theories of scientific management 
2.  Administrative theory in management 
3. Human relations theory 
4. Bureaucratic theory of management 
5. Theory and X and Y 
6. Contingency management theory 
7. System theory of management 
1. Scientific management theory: This theory has been developed by Fredrick Taylor. Taylor was the first person who has studied scientific work performance. Taylor has recommended some principles related to scientific management (Kauhik, 2020, p.234). These scientific principles should be subjected ethically in an organization to perform vital tasks in an organizational workplace.  
2. Administrative theory of management: Fayol has developed this administrative theory based on 14 management principles. This includes “unity of direction”, “initiative”, “equity”, “Scalar chain”, “work division”, “discipline”, “responsibility and authority”, “order”, “centralization”, “esprit de corps”, “stability of tenure”, “unity of command”, “subordination of individual interest to general interest”. 
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Figure 2: Approaches of administrative management theory according to Fayol 
(Source: investorsbook.net, 2018)
3. Bureaucratic management theory: Max Weber has developed this management theory that focuses on hierarchical organizational management. Certain rules of governance follow hierarchical management based on principles that are effective in creating the system which includes clear division, chain of command, separation of assets, strict as well as consistent regulations and rules, documentation, and meticulous record-keeping (Siponen et al 2017, p.141). Promotion and selection of employees grounded on their qualifications and performance are also included.
4. Human relations theory: That theory has been developed by Elton Mayo, who had conducted experiments designed to progress productivity that laid a strong foundation for the “human relations movement” (Kim and Kim, 2017, p.56). The theorist’s focus was on changing conditions of the workplace like break times, lighting, and the length of the working day.
[image: ] 
Figure 3: Mayo’s motivation theory on the basis of human relations
(Source: expertprogtammangement.com, 2019)
 5. Theory X and Theory Y Theory: McGregor was the social psychologist in America, who introduced the X and Y theory. He has said two different management styles are guided by all his perceptions of motivations; motivations of team members. Managers are responsible for assuming employees whether are apathetic or disliking their job roles can be referred to as theory X (Antonakis et al 2021, p.63). This is also known as authoritarian. Theory Y can be used by organizational managers who believe staff is accountable, self-motivated, and committed. This is also known as the “participative style of management”. Theory X means micromanaging. 
6. Contingency management theory: Fred Fiedler has developed the theory. This theory primarily focuses on whether a management approach is effective for a firm or not. According to him, basically, there is no particular management approach that can work for all organizations (Iavicoli et al 2021, p.105). Fiedler has suggested that the trait of a leader is directly linked with the process; how a team is led. Moreover, Fiedler asserts that there have been traits in leadership that are subjected to apply in different organizational situations (Liu et al 2016, p.189). That is why a leader must be flexible in adapting to a new or changed atmosphere. 
7. System theory of management: System theory is referred to as a conceptual framework that is based on management components along with certain principles. Different principles are subjected to apply in different sizes and types of organizations. System theory basically carries a definite purpose to impact the organizational culture (Turner and Maylor, 2017, p.56). It is believed that proper systematic arrangement and leadership are the important factors that can produce effective outcomes for an organization. Hence, the system theory can be understood best in an organizational context; in which the focus must be made on relationships or types of connection with each other in a firm and with other organizational management, hierarchical, or other structural systems. Isolated work with each other is not imparted with this system theory of management.  
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Figure 4: Key management, and theories, and their theorists 
(Source: technofunc.com, 2019)
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Figure 5: Overview of the key management theories 
(Source: Business.net, 2017)

It has been critically been analyzed that classical theory of management and human relations theory are likely to represent two definite views of organizational management on the point of opposite ends of that entire spectrum (Ahluwalia and Merhi, 2019, p.37). One view is likely to focus on watching workers with a sole hearted mind; this is as a means for getting all the work done by leading the workers. On the other side, the focus is made on developing a firm and motivations along with the behaviors of the employees. 
[bookmark: _Toc77790992]2.1 Belief, value system, attitudes of the organization with reference to management theory
At Tesco it can be seen as being a multinational organization, which needs to work on a large scale in different regions; a lot of people work for the company to run the business. Each year the Company generates and designs new business projects of merchandise and other things that is why they need to lead their people effectively in various segments (Zarei-Ghanavati et al 2020, p.400). The management approach is quite flexible in the organization so that it can adjust to every changing point in completing the tasks. In contingency management, it has been stated that an organizational leader must be flexible in its tasks for encouraging people in ever-changing environments as well. That is why it can be said that the values and attitudes, beliefs of this organization are reflective accounts of combined management theories and principles. Hence, the most valued principles and management approaches here will be figured out in relation to their values, beliefs, and working attitudes. This is part of their internal organizational culture, for this reason, a brief discussion on their organizational culture is also important. At Tesco, the “Human relations theory” and motivation approach by Mayo is seen widely. 
Hence, throughout all organizational functions, Mayo’s management approaches and beliefs are reflected in their attitudes. In terms of human relations in the organization, the communication approach is considered by the managers and leaders of Tesco as an extremely essential factor in order to motivate the employees. This might be via 1-to-1 meaningful discussion with departmental managers through a newsletter, company internet, or via more formal pathways and structures, for example, appraisals. Apart from management approaches it is also necessary to state what kind of leadership approaches have been combined with human relations management theory within Tesco's workplace. That is, however, “the democratic style” of leadership. It is also referred to as the participant leadership approach whereby the voices of staff are heard during the making of any important decisions. There has been a meaningful connection between Mayo’s management theory’s implementation with participant leadership approach. Additionally, an effective balance between the leadership and management styles is likely to motivate the employees in such a way that Tesco has become a successful retail business leader in the multinational business sectors. The values, beliefs, and attitudes of this company are based on these effective theories that generate good services. Moreover, Theory X and Theory Y management approaches also are seen in the company’s workplace environment. 
The values have been developed based on their core purposes. Tesco’s business was practically built with a very simple aim and mission- to be a leader and champion for their costumes, it is helpful for the customers to enjoy a quality and better living with the help of their services and the products (Karaeminogullari et al 2018, p.181). This mission has not been changed yet; rather the number of customers has increased, customers now want more amazing products at great service value. In that way, customers can easily buy their desirable products. Tesco believes that it's their responsibility to lead their people and manage the business actions in such a way that their consumers can be served in the right way. 
The values and beliefs of Tesco help them to realize how to put the organizational values into their practice:
According to them, no one thinks much about serving better than ever, so that the level of customer satisfaction can increase more. This gives a trial attitude to the employees so that they can give their best. The other values are: 
1. Understanding the people in their organization
2. After understanding them, the diverse needs are analyzed
3. Leaders and managers act accountable for their communities 

Understanding people means colleagues, communities, and customers. Moreover, they are the main stakeholders that matter most for them in terms of their values and attitudes. The organization tries to make things better for its community. This is their core value at the Tesco PLC’s heart. The management approach enables the employees to listen to people. According to these values, the Company has developed a team mindset for the employees. Everyone in the organization is bound to respect each other. “Listening, supporting, and saying thanks” is their cultural value and attitude within the organization. Moreover, the leadership and management approaches motivate employees to share their experience and knowledge as well. Colleagues feel rewarded and recognized for their teamwork (Nguyen and Padan, 2020, p.489). This brings a positive attitude among the employees and feels motivated to give their best performance with responsibility. Tesco believes in providing opportunities to employees for their best role play, in this way a supportive attitude forms between the leaders and employees. Moreover, the organization also believes that every little sort of help makes a huge difference.  	
[bookmark: _Toc77790993]2.2 organizations own beliefs, attitudes, and value systems and their impact on workplace behavior
Organizational values and their own belief system are liable to represent an essential force in shaping the organizational workforce behavior. There are several factors in beliefs and values that create a significant impact on the organizational performance and employees’ behavior. In fact, there have been at least three organizational purposes that are fulfilled by the organization’s personal values’ existence: 1) Tesco’s values are liable to serve the standard behavioral practices that determine a correct series of actions and operations in terms of workplace behavior; 2) the organization’s values design its standard of belief system. The belief system along with values serves as meaningful guidelines for conflict resolution and decision-making in terms of workplace behaviors, and 3) values are responsible for driving the employees’ motivation (Paillé and Raineri, 2016, p.129). There are various functions of these attitudes, values, and beliefs in the context of an organizational environment.  
Standards of codes and behaviors come first as an important area of workplace behavior, the own belief system, and values, attitudes help Tesco to determine appropriate behavioral standards. They are liable to place restrictions on employees’ behaviors both outside and inside of the organization (Solms and Safa, 2016, p.442). In such situations, an ethical framework is formed in an organization and employees become motivated to practice ethical behaviors. Employees in the organization at all levels can make effective decisions concerning what is wrong and what is right, proper and improper. For example decisions regarding information processing about a product that is hazardous for consumers. Employees can give their own useful opinions to make a decision that can address the issue. To a great extent, ethical management practice is also influenced by communal organizational values.  
The belief system of Tesco leads to standard behaviors. The attitudes and belief systems are believed to create a substantial influence on the behavioral responses of all individuals. Therefore, the most important value is to present an effective management system that can seek to conduct its planning, leading, controlling, and organizing functions (Fayol, 1930). The belief system of Tesco leads organizational leaders to use various consequences that can shape both employees’ beliefs and behaviors within the workplace. It also can point out meaningful consequences that can be either negative or positive as well for the organizational workplace behavior development towards a positive direction. It produces a pathway for the organization to mitigate service-related issues, which might not be possible with only organizational aims and operational strategic plans (Von Solms et al 2016, p.70). Moreover, it is unfortunate that the belief system and values shape the attitude on one side but, on the other side, it cannot focus on the consequences at all times for changing behavioral patterns. That means sometimes the values, belief systems do not focus on the negative consequences then, the leaders become failures in bringing effective changes in the organizational environment; in simple words, it does affect the flexibility in the business approaches. The policies of Tesco that are made in relation to the values, and belief system and also which motivates employees to sustain their positive attitude within human relations; are not all time sufficient to bring changes in their teamwork (Sharif and Shah, 2017, p.366). Although,  it is not always necessary to bring changes in their values, belief systems, and attitudes unless Tesco faces pressurized forces from the external bodies. However, the entire system is responsible to transform the organizational culture if necessary; unless a steady growth mindset is generated within the behavior of the workplace as a positive result. 
However, as per this understanding, it can be said that the values of an organization are rooted more deeply into the pillar of workplace behavior and culture compared to the belief system. For example: if Tesco’s customer services and motivational techniques are reviewed it can be seen easily how much employees' behavior is influenced by the values. Most importantly, Tesco sees its people as a very important resource in terms of their values. This motivates the people to feel positive about them and a positive mindset is developed, which generates effective organizational or effective workplace behaviors. This workplace behavior in fact can be seen as an ideal element for achieving success. However, values are also something that is stronger than attitude and belief system; it reflects in people’s minds within the workplace in such a way that they can feel their importance, they feel respected. This factor day by day improves workplace behavior and culture as well (Valencia and Tengberg, 2018, p.1867). For Example, Tesco’s meetings and discussions give the key employees equal opportunity to take part in their decision-making process. The same importance is given to employees' opinions in Tesco PLC for generating a more improved service strategy for their customers. In this way, people feel a positive drive for their career growth in the organization which reflects in the workplace behavior of Tesco significantly. At an individualistic level, organizational values, as well as belief systems, could include concepts for example; caring, empathy, and trust among many employees. At an organizational management level, examples of values, veiled systems, and attitudes may include accountability, safety, and customer service according to the Company analysis of values, attitudes, and belief’s impact on workplace behavior.        
[bookmark: _Toc77790994]3.0 Critical evaluation on a theory from the perspective of someone’s different attitude, values, and beliefs, who might interpret the theory from a different view
Theory X and Theory Y under the management theory postulated by Douglas McGregor is a popular and well-known utilized theory. Douglas McGregor used to be a student of Maslow, and he was influenced by motivational study with his various formulations and two contrast sets of meaningful assumptions. The assumptions are related to Human Nature-that is reflected in Theory X and Y. According to his management view, theory X is grounded on a pessimistic viewpoint of common human nature, which assumes the following points: 
1. Persons on average normally dislike work and try to avoid the work as much as possible. 
2. The reason behind this is people generally do not like to work, they must be regulated, directed, or threatened with odd situations and punishments to get them for making valuable efforts.
3. Persons on average prefer to stay under the direction and avoid too much responsibility. This is relatively referred to as unambiguousness, although I want safety above all these. 

Hence, theory X is regarded as an authoritarian management style. This is rigid and many managers still now follow this theory to a great extent. According to a different point of view of an individual with different values, beliefs and attitude theory X means a strict regulatory action that is required for vital tasks management under an organizational project and progression (Warrick, 2017, p.395). People work when they feel that they are important for this work and their contribution will be recognized significantly for a wider purpose. This tendency and thought process is the ultimate reason for preferring work or no work. A person with a different belief, such as if he or she thinks that management depends on the type of organization and type of aims then theory X could be seen as a strict work process management and organization's behavior. A person does not ignore responsibility rather he or she seeks the appropriate job role or role-play activity under the team. Moreover, people need to stay under a direction not for avoiding responsibility but for learning efficiency in their work from Senior members (Morgan et al 2020, p.345). Too much responsibility might be avoided as it can give excessive pressure in minds so that learning and gathering of experiences might not happen in a well-mannered process. 
Theory Y means participation in all organizational operations. According to the theorist's assumptions, the effort is an inborn instinct of a human being and that is utilized here in the workplace as natural as play and work (Beidas and Williams, 2019, p.430). According to a different perspective with different values and attitudes, it can be said that when people feel motivated and get the right opportunity they will work with their full potential. People have their own knowledge and understanding, training, experience in a particular area. In addition, when people choose the right platform they feel enthusiastic in participation and the management approach only accelerates their enthusiasm of participation in terms of theory Y. 
[image: ]
Figure 6: Theory X and Y, Management approach 
(Source: businessballs.com, 2018) 
[bookmark: _Toc77790995]4.0 Recommendation on post-covid-19 mindset for the organization in terms of attitudes, beliefs, and value systems for more organizational resilience
Since the pandemic situation hit the world due to the novel Coronavirus outbreak, a new opportunity has been blown across the business sectors. The more opportunities will be grabbed and utilized in a new approach of management and operation; the more an organization can sustain its competitiveness and efficient performance will result. Here the post covid organizational management strategy will be discussed for Tesco. The workplace management technique should be devised and programmed through effective HRM software (Francoeur et al 2018, p.379).  The software can control the performance and people, and also behavior. Post covid mindset here should be utilized as people will stay connected constantly and will meet each other through a virtual meeting platform. Latest technologies and devices should be provided to the key management persons and other important employees of various departments. More the focus will be made on promoting a safe working environment with safety policies; the more employees will develop a positive working attitude towards the organizational management practices. Moreover, Tesco PLC also can shift their attention to providing necessary services and foods to the employees who need to work from field areas. In order to ensure safety policy implementation: the organization should ensure that they will listen to people, consumers, and colleagues for meeting their necessary needs in this pandemic situation. Moreover, Tesco should continue to develop their mindsets and terms to give financial support to covid affected families of their colleagues, employees. These techniques will develop positive workplace behavior no matter from where they are needed to operate and do their job roles for Tesco.
In terms of operational resiliency for Tesco, it should also initiate contactless delivery of services for both, the company and customers. Starting the facility of sanitation in a broader spectrum will ensure maximum protection to their staff. The financial team of Tesco should play a critical role in terms of immediate response to organizational crisis; while working with team members and colleagues for supporting rapid strategy implementation vast change management in some services can take place. Hence, for this reason, the organization should focus on doubling its capacity in the online grocery stores and shopping as well as online customer communication. The employees should be trained in a new manner for enabling efficient operations through software.  
[bookmark: _Toc77790996]5.0 Conclusion
A very uncertain situation has emerged during the pandemic time, and that has impacted the organizations and their business to a great extent. Tesco PLC in any way has focused on the safety of people and consumers as much as possible. This term can be seen as their resilient thoughts under their post-covid-19 strategic management of the workplace and operations. That is why the company has shifted its focus on contactless delivery of necessary items to their colleagues and people. In terms of strategic approach, the Company has to motivate their finance teams more for sustaining their performance and management. 
However, apart from the recommendation of resilient operations in this report an in-depth analysis and discussion has been made on values, belief system, and attitude of an organization and its way of impacting the workplace behavior. The values are more deeply rooted in the pillar of organizational management and operational growth. The values are fed by organizational policies and strategies. Hence, together those policies and strategies form a belief system. This belief system is responsible for shaping the employees' attitudes. However, workplace behaviors are impacted by types of managerial approaches. For example, authoritarian management is responsible to implement strict policies and actions towards the employees. However, in order to develop a good understanding of management theories, the concepts of various theorists have been discussed in that piece of work. The discussion will help to understand how those corporate values, attitudes, and beliefs are liable to impact an entire work environment and behavior. This is because; people in any workplace tend to be motivated and influenced by workplace attitudes, beliefs along other vital elements. Therefore, an organization always puts some goals and targets amongst the employees' minds for this the organizational values, beliefs, and attitudes are developed and rooted in their minds.
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“Organizational culture can
be viewed as a system of
shared values defining
what is important, and
norms, defining appropriate
attitudes and behaviors
that guide members’
attitudes and behaviors.”

—Charles A. O'Reilly and
Jennifer A. Chatman




