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Impact of management on my beliefs.

Belief.
Merriam-Webster describes belief as a state or habit in which trust, or confidence is placed in some person or thing. (Merriam Webster.com accessed 2022)
Belief is what an individual holds to be right based on evidence presented to them, their observations, and their interpretation of that evidence. 
Based on the definition of Belief, it is the belief that within our business, that flexible working hours and working from home are a massive benefit within the workplace. This can be seen by referencing an article relating to Tesco and work life balance – where it states that colleagues can shape their day around their role. 
VERCIDA. (n.d.). Work Life Balance at Tesco. [online] Available at: https://www.vercida.com/uk/features/work-life-balance-at-tesco?company=482 [Accessed 23 Mar. 2022].
It can be seen as both as a help to colleagues needing to spend time with their families especially over the past two years’ difficulties with the Covid 19 pandemic, and, it has made a happier workforce as they deliver better results with more focus because of this

Having reviewed the many types of business models, that belief mentioned could be referred  to Elton Mayo, described in some articles as the leader of the human relations. Dininni, J. (2010). Management Theory of Elton Mayo

Mayo’s ( Management Theory of Elton Mayo 2010)  is that workers are motivated by social and relational forces more than financial or environmental conditions. It holds that managers can increase productivity by treating employees as unique individuals rather than interchangeable cogs in a machine.
These are the theories in the purest form, and further investigation will look a little deeper at the psychology inherit within this identified behaviour to support the belief.  As stated at the beginning of the report, Mayo stated that workers are motivated by social or relational forces – therefore by having an open dialogue with employees to see what they require to perform is the fundamental basis of the theory. Many individuals were forced during the recent Covid 19 pandemic to work from home – many chose to work from home, and, reviewing articles on job satisfaction, a positive result to these arrangements seems to be the outcome. This article sets out the positive impact of working from home.
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The article cited above also states that employees are happier, more productive, and attain more job satisfaction working from home. This is as you would expect, both a benefit to the individual and the company. Organizations have a duty of care to their employees, no matter what their size, and by treating them as human beings, greater trust will develop, and the employee
+s will want to do more. This has been demonstrated within this article.

(Pierce, M., Hope, H., Ford, T., Hatch, S., Hotopf, M., John, A., Kontopantelis, E., Webb, R., Wessely, S., McManus, S. and Abel, K.M. (2020). 

It has been shown that the main advantages were 

1. work–life balance,
2.  improved work efficiency and
3.  greater work control.




The study goes on to say that out of the nearly 600 workers that responded to the data collection globally, 55% of these had a positive view on working from home.
Similarly, Pierce et al. (2020) found in a UK study that the benefits are numerous including increased time with family, better mental health and reduced stress.
Expanding on these three advantages, it is a choice when to start work, when the home priorities have been sorted, less interruptions within an “office” environment detracting from the focus required. The belief that working from home and having a more flexible approach to work has been supported by the study cited. 
There are of course potential down sides to working from home, and this has also been studied especially since the increase of working from home since the pandemic.  It must be stated of course that not every job function can be performed away from a work environment, especially in areas such as manufacturing or retail work, where physical presence is essential.
Excluding the above reason from working at home and referring to the study “Six key advantages and disadvantages of working from home in Europe during Covid 19” (Pierce, M., Hope, H., Ford, T., Hatch, S., Hotopf, M., John, A., Kontopantelis, E., Webb, R., Wessely, S., McManus, S. and Abel, K.M. (2020). 
  are these according to the report,
4. Home office constraints
5. Work uncertainties
6. Inadequate tools.
Many people at the beginning of the pandemic forced to work from home had no home office set-up, no space to work comfortably nor correct tools, such as reliable Wi-Fi, fast enough machines or connection to all resources required to perform their function remotely. This of course immediately puts pressure and stress on an individual, especially when companies have been forced with cutting costs; after all, if a business can eliminate their most costly financial stream, i.e., wages, then they will do so to add to profit. Office constraints can make the individual less productive as the tools that are required are not available, forcing the colleague to waste time circumnavigating issues that arise.
It must also be stated that human nature for those who can get away with doing the absolute minimum will do so, especially when not under constant supervision, so individual performance will fall below what is expected of them.  McGregor stated within his X and Y theory that the managers believe that their employees do not wish to work and do require micromanaging to ensure that they are constantly directed and dictated to.
Conclusion
Based on the  belief in working from home and flexible working hours being an advantage , ultimately, there will be times when this type of employment works for some and not for others. Those who see the benefits of doing so will make it work, will have a better work-life balance and be sufficiently motivated to deliver. It is difficult to monitor these individuals as stated earlier in the report, they chose to work when they want to, but it must also be up the manager to ensure that output is monitored both in quality and volume. There are HR concerns of course, the well-being of the individual who is “out of sight” – and needing support and care.

Attitude.
 In relation to the workplace attitude as one in which employees feel settled, have a routine to work within that makes them comfortable. This benefits the individual and the organisation. In the experience of a long management career, this attitude can be formed by excellent training, being looked after by the employers, and ultimately enjoying the job role.
If we look again at Mayo’s management theory to understand this a little better, he states that the group with high Norms and High cohesiveness have a massive positive impact on the productivity of each team member – this creates a support network, with one goal, and that is to achieve success. As described at the beginning of this section, these team members are highly trained, motivated and wish to deliver – this is achieved by a structured training programme, open communication, regular feedback, appraisals, goal settings and celebrating success. These are the fundamental principles within the authors workplace that colleagues are inducted and treated within the first few weeks of their employment. If a colleague feels confident in their role and the expectations of the employer then accordingly their attitude will be positive – and if each colleague is treated the same way, even if individual training needs are taken into consideration, then a well-balanced and cohesive team will develop. Regular feedback on performance both positive and negative is essential. Unfortunately, some management failures include only punishing poor behaviour and not recognising success, failing to identify a small issue initially, then criticising the employee because the manager has failed to coach or nurture the individual. It is also worth noting that Mayo introduced “human” into management practices.
Attitude to work is that everyone is there to perform a function to the absolute best, to have highly trained colleagues working towards a common goal. To have an open and honest business relationship with all colleagues in the workplace. Supporting, encouraging, praising, and consequently motivating each person within relevant sphere of influence – and outside of that sphere were appropriate, to be firm but fair, to have the personality that colleagues will want to approach to help resolve any issues and to give honest feedback from both colleagues and managers. 
It is with this attitude that the workplace is made to be an environment where workers can thrive as their expectations and contributions are addressed continually. 
Whilst this attitude is generally a positive and inspiring mind set, caution in the approach within a team should be recognised. Each person is completely different in personality, belief, attitude, and values. There is a danger that by treating everybody the same way could lead to alienation of those who are not on the same wavelength as a leader. If each employee is apprised the same way as everyone else, then there is a danger that those who need specific coaching because their weaknesses or edges are not identified via a “blanket approach” are missed. These then leads to mind talk, self-doubt, a feeling of not being listened to and ultimately leads to poor performance.


Conclusion
It would be imperative that regular individual one to one meetings in a casual and relaxed atmosphere should be encouraged by managers with their employees – to discover how they are feeling, and to talk to them and not at them in a general way. Not everyone thinks the same way, has a positive attitude, and styles of management need to be tailored to fit with different people.







Values
Our first Values are dictated to us by our parents. Values of an individual are incredibly personal and are created over the course of their lives – but our first sets of values are “inherited” from those who raise us. People behave in certain ways, believe in certain things, and live by those values as they interact with others. Of course, there are some values held by some people that are incorrect, non-existent, or very wrong, but that is another topic – and as human beings we can differentiate between which values are right or wrong based on our own psychology and how we affect those around us. When we begin education, we are programmed into institutionalised values although at that age we do not know it yet. These can be as simple as arriving on time to class – lateness can be seen as a sign of rudeness or lack of interest. Let’s look at Values in the workplace. With our inherent values, we develop these new values as we progress through our career. We are initially programmed with corporate values that we further develop. Within the authors workplace, the values include an open and honest and transparent management style, to share knowledge with the team, to be friendly and approachable – to be on time for meetings, to be prepared for meetings. This is not meant as a full list of the author’s Values, but as an example of behaviour and values.
Let’s look at the leadership styles as defined by Daniel Goleman.  He stated that there are six styles, and these he defined as:
· Commanding leadership style
· Visionary leadership style
· Democratic leadership style
· Coaching leadership style
· Affiliative leadership style
· Pacesetting leadership style


Having studied the six types of Goleman’s leadership styles, the opinion that Coaching leadership style is not only the preferred style, but one that the employer generally encourages. Goleman wrote that “Coaching Leadership is when a leader coaches team members to develop and improve over time. Coaching leadership builds engagement and focuses on improving employees to become better individuals and professionals in the long term. Coaching leadership can be difficult and time-consuming.”



Coaching however is incredibly time consuming. To quantify this be outlining the role in question. The team consists of approx. 200 colleagues all working different hours, different times of the week, and different days of the week. The manager works five days a week, different times each day, and different days a week. When a major change is fed down to the store regarding procedure and each colleague must be coached through such a radical change, the logistics involved of one-to-one communication and coaching become problematic. It is always the intent to provide quality time and coaching with each member of the team, however, whilst also working within specific timescales, this is an approach that needs careful planning. Coupled with the day to day running of the operation, the seemingly endless issues that occur dur to unforeseen impacts, this type of leadership can put massive pressure on the author.  This approach must be reviewed in circumstances such as these, and coaching leadership may not actually be the best policy.

Conclusion.
No one method of management theory or values fits every single day, every single scenario, and every individual. A good manager will adapt styles based on an ever-changing set of circumstances, and whose thinking must be as dynamic as each changing day. Whilst the inherent values described are firmly held, as positive traits of the manager, each situation must be analysed, and different thought processes evolved.
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Having studied many of the management theories that have been written over the years, it has been difficult to apply just one management theory to a job role, as has been apparent during the preceding assignment, the role is a dynamic and ever-changing situation, however, the job function can be summarised thusly:
Shift Leader for the Home shopping department within Tesco stores plc. The main job functions involve the daily running of the picking team assembling the orders for customers, these daily teams usually consisting upwards of twenty-five colleagues starting at 5.30am. The planning of delivery vans, the allocation of orders to those vans, planning the loads and drivers involved in delivering those items. Whilst there are many tools available for forecasting and planning based on historic data, and dynamic updates, it is always very difficult to plan resource required daily as customers can order up to a very tight timeframe, thus predicting actual volume daily is impossible. If the final order count is more than the resource already planned then resource from the rest of the store must be sourced, whilst trying to minimise that impact on other departments, and ultimately the customers.  This is a very brief overview of the job function, and there are many other accountabilities involved such as safe and legal checks, van maintenance, van breakdowns, colleague training and supervising, and attending planning meetings.
Referring to Mayo and Goleman several times during the first section of this report, and it is of the opinion that the theory by Daniel Goleman is the most relevant. We shall look at his six types of management style theories and draw some parallels to those that the author demonstrates within her role.
· Commanding leadership style

According to Goleman, the commanding leadership style is one that is directive, where the leader makes all the decisions.  Essentially the commanding leader issues instructions and expects them to be carried out. Whilst this approach gives total control to the manager, its negative influence can be felt by the employees as they have no emotional interest in going that bit further – however -there are certain circumstances whereby this method is useful and has been used by the author as a management style. Goleman stated that this can be good in low complexity work situations, with low skilled workers, or in times of crisis when the time to make decisions is minimal. A reactive situation occurred within the workplace when due to a major power outage which necessitated the closure of major roads surrounding the site, and the need to get all home shopping deliveries out on time, the author had to make a rapid decision on how to amend the logistics of loading several vans in a way not envisaged before. This was to manually move the multitude of stock from the store across the car park, up a ramp designed for customers to a bus stop adjacent to the said car park. Vans that were already available and unable to return the site were turned around using this method. The author took control of the situation as soon as the problem occurred and pulled all members of her team together and outlined the plan. There was some objection as this potentially could have been physically demanding, however, with no other options available, the team responded, with only a slight delay to the customers delivery time slot. 

· Visionary leadership style

Goleman defines this method as when a leader inspires others to pursue a long-term vision. Visionary Leadership builds on participation, communication, and goal setting. A visionary leader can lose short-term focus since all efforts are focused on the vision. The author will adopt this style when a new project is pushed down corporately from the office. It is important to set the vision for the team, as many of the colleagues may not be qualified to see what the end goal is. 



· Democratic leadership style
Democratic leadership style as defined by Goleman is when an empowered team takes full part in the decision-making process. Ideas and suggestions can be brought forward by any team member, and there is a strive for consensus in decision making. In the end, the democratic leader approves or makes the decision. Democratic leadership is an effective leadership style but can sometimes be too slow when fast decisions are needed. This style is adopted by the author daily. She is never too arrogant to pretend that she knows all the answers to all the problems that arise during the performance of her role. Qualifications may be the defining factor of a manager; however, experience is another crucial factor in delivering a job function. Regardless of the “position” of an employee, experience is critical within any organisation, as many colleagues have come across situations that the manager has not been confronted with before, the good manager will listen to the opinions of those that have been in their role for a long period of time and weigh up all opinions and suggestions. The author will often ask when confronted with an unknown or difficult situation “what would you do?” This is not a sign of weakness or lack of knowledge, but merely harvesting opinions or suggestions. A good leader will be open to all suggestions and be capable of acting upon many different resources to deliver the required result.  This can of course slow down the decision-making process if time constraints are challenging, therefore the author must choose if this type of style is relevant and effective in each situation.


· Coaching leadership style

The coaching leadership style is the author’s favourite style. As explained earlier within this presentation, this style is when a leader coaches team members to develop and improve over time. Coaching leadership builds engagement and focuses on improving employees to become better individuals and professionals in the long term. The author wishes to focus on the recent changes in “pick rate” to demonstrate her belief in this tyle of management. Colleagues are tasked to pick a customer’s order by a specified number of items per hour. Due to recent advances in the provision of good data-based picking systems, the company decided to increase the number of items picked per hour by 10%. This meant that each colleague had to improve to come in line with expectations from the company. Whilst the methods of “picking” would not change, the interpretation of how the information provided to the colleague needed to be cascaded to each team member, with an ultimate end goal of bringing the entire team up to the same standard. The main changes in which the picking system was updated was the “Future” sequencing of the items or food to be picked for the customers’ orders. By being able to “interpret” this data, the pick time could be decreased for each order, thus, the number of items picked per hour could be increased. The author set herself a wish to accompany each picker within her team on specific days to pick following the new” future” sequencing system to shorten the time “walking” by following instructions given on the picking device (a type of portable data unit displaying customer order). The author was able to prove or demonstrate that the information provided by this device was correct and therefore “landed” the change successfully.


Coaching leadership can be difficult and time-consuming however, and much of the day to day running of the department and some legal checks can be missed because of this. However, the author would like to point out that this is potentially a short-term failure compared with winning the cooperation of the colleagues, and helping to deliver the bottom line in the long term.


· Affiliative leadership style

Goleman stated Affiliative leadership is completely focused on the people and relationships in an organization. The leader’s primary task is to ensure harmony and friendship in the workplace. This leads to happy employees but can at the same time lead to poor performance. The author would like to highlight that her personality is one of calmness under pressure, a friendly nature, and one that can be approached to discuss any issue that a colleague would have. Although she would like to avoid conformation in any way, as and when it does present itself, she is capable of being able to hold her own and to be able to rationally deal with said situation. Generally, the author fosters a positive and friendly environment to work in making for happy confident teamwork.


· Pacesetting leadership style

Goleman states that Pacesetting leadership is when the leader sets an example of high performance, high pace, and high quality. Team members are expected to follow suit, and the pacesetting leader values results more than anything. This leadership style can be good to reach short-term results but can be detrimental for employee engagement and motivation in the long run. This method is adopted by the author as described previously regarding the necessity to rapidly increase the pace of the colleagues when the customers’ orders far out demand the planned resource on any specific day. The author will rally the team and motivate them for a short-term spike in performance intended to deliver results.
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