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[bookmark: _heading=h.30j0zll]Part 1: Report
1.0. [bookmark: _heading=h.1fob9te]Introduction
Tesco PLC is a British company that sells food and other items on a global scale. Tesco's corporate office is in Welwyn Garden City, England. Depending on its sales, Tesco had been the third largest in the world in the retailer’s list, while according to revenue, it was the 9th largest. Tesco has outlets in Slovakia, the Czech Republic, Hungary, the United Kingdom, and the Republic of Ireland. As the market leader in groceries, Tesco holds a market share of roughly 28.4% in the UK (Chen, J.J., 2022). After opening its first gas station in 1974, Tesco started expanding into other markets. Other retail shops and stores were opened for furniture, toys, petroleum, internet services, financial services, telecom, toys and software services, etc. Tesco began by introducing apparel and home goods under the Delamare brand to the variety of products it offered for sale in the 1960s. Tesco has obtained high values, beliefs, and attitude systems by observing high standard workplace ethics. The customers are the priority of Tesco (Ma, Y. et al., , 2010).  Every day, TESCO is striving to serve its customers, communities, and the environment a little bit better while maintaining a commitment to its core values of putting its customers first and upholding social responsibility. Although on the one hand, Tesco benefited from COVID-19 thanks to an increase in sales and the ability to provide groceries and other services online at home. However, the organizational structure and working methods underwent a significant change. How business organizations relate to space and one another has been fundamentally changed by COVID-19 (Monte, A., 2021). Tesco always upholds the concept of helping, to be efficient for its customers. It tries its best to fulfill the needs of the customers and is very helpful to its employees and their communities. Tesco manages every little thing which is helpful for the staff, customers, and the communities occupied by its workers. In this way, it makes a substantial impact on the lives of customers, staff, and communities. The behavioral and cultural environment of the TESCO is largely covering every small activity to the large international projects in which the TESCO is involved. Workplace behavior is defined by its values, beliefs, and attitudes. If the culture and workplace environment is good and positive, then it will lead to more positive performance. These in turn are defined by its beliefs, values, and attitudes (Neuman, J. et al., , 2011). COVID-19 led to changes its workplace ethics by distancing both workers and customers. The direct connection between employees and beneficiaries was broken which led to a severe disturbance in the workplace environment and culture. The company adopted distance working and the workplace culture was shifted. The employees not being in direct contact during COVID-19 suffered from distant crises and problems (Martin-Neuningera, 2020). 

2.0. [bookmark: _heading=h.3znysh7]Key Management Theories:
Employee behavior refers to their feelings about that organization. To understand people’s behaviors, the gap in attitudes must be fulfilled and understood. Attitudes toward different perspectives are defined by one’s opinions, beliefs, and sentiments. The organizational culture of the company affects how employees behave at work since it establishes the right attitudes and behaviors for the various jobs within the company (Hogan, S.J. and Coote, L.V., 2014). Organizational culture is a significant component in determining how effectively and efficiently people carry out their responsibilities. The phrase "organizational culture/workplace behavior" refers to the beliefs and values as well as the perspectives of its employees in the organization and the expected value of their work, all of which will influence their attitudes and behavior. To achieve the organization's objective, leadership styles are altered, and the happiness of the employees is also affected. It is necessary to maintain a direct relationship between leadership style, organizational culture, and job satisfaction (Belias, D. et al., , 2014). 
Many different theories are being used to maintain workplace behavior by upholding ethics, beliefs, and values in all types of crises.  A management theory aims to offer one or more solutions to "management" challenges. The management theory can be defined as “deciding on a goal, organizing and planning around the goal, and leading and supervising efforts to guarantee the goal is completed.” Management ideas are helpful, for organizational focus, alteration, upgradation, and communication. Leaders can focus on their main goals by applying management theory in the workplace. Additionally, management theory enables businesses to keep and put into practice their views, values, and workplace ethics, which in turn increases the productivity of their work. By using fundamental management theories, and adopting goals and styles, time-saving, and daily interactions and meetings can be managed (Ireland, 1999).
The motivating theory, sometimes known as the central theory of Tesco, is this. To support its success, any firm needs personnel that is motivated, flexible, trained, and conscious of the needs of its consumers. In return, the company offers assistance to the staff in a range of positions, including those of office and logistics specialists, retail clerks, department supervisors, and warehouse workers. The theory of organizational beliefs, values, and practices is referred to as a corporate cultural theory. Corporate culture is a significant factor in determining firm performance. Employees at companies create products in-house by agreed norms, beliefs, and ideals that are all derived from a common culture. Companies exist because corporate culture sometimes fulfills output more effectively than would explicit contracts. Administrative management theory and human relations theory will also be discussed to understand the effect of values, beliefs, and organizational attitudes on workplace behavior (Van Wart, M., 2013). 

3.0. [bookmark: _heading=h.2et92p0]Application of Theories:
There are three levels of organizational behaviour: micro, mesa, and macro. By employing a certain method of workforce management designed to optimize both an individual's and a group's production, this phrase is used to describe the process of making corporate organizations more effective. Leadership, power, oversight, direction, and control of the way individuals and groups operate makeup organizational behaviour. 

3.1. [bookmark: _heading=h.tyjcwt] Motivational theory:
The TESCO is using motivational theory to maintain its values and beliefs. It’s the workers and employees who are the actual worth of the organization. The TESCO has maintained high international standards about managing the customers the way they wanted to be treated. The organization has a golden motto to keep the customers as its priority. By using behavioral management theory, the company is practicing teamwork, respect, and knowledge-sharing etiquette. These make it unique and help it to satisfy its customers and employees (Ameen, A.M. et al., , 2018). Moreover, to encourage its employees and to make them more productive the company is using motivational theory. Personal interests, such as maintaining safety, as well as external considerations, like praise and reward, can serve as sources of motivation. For employee motivation, various theories are employed. Pay is seen as one of the main motivators. As additional motivators, the organization makes use of prizes for hard work, a sense of accomplishment, empowerment, the potential for growth, a sense of challenge, and enjoyment. It respects the uniqueness and variety of lifestyles that its workers lead outside of the workplace.  

3.2. [bookmark: _heading=h.3dy6vkm] Maslow’s theory of needs:
Tesco offers flexible scheduling, cost-free or affordable health insurance, discounted gym memberships, competitive pay, staff discounts, and stock options to help employees find a balance between work and life. Tesco has understood the importance of earning people's respect and trust. People should be treated with respect, realistic goals should be set, and a fun office environment should be fostered to increase employee motivation. A motivated worker at Tesco is directed to achieve organizational goals and objectives by using teamwork (Jerome, Nyameh. , 2013). This shows that they prioritize the demands of the customer, treat everyone equally, and pay attention to getting feedback from other people. 

3.3. [bookmark: _heading=h.1t3h5sf] Behavioral management theory:
According to behavioral management theory, when workers feel valued by their employers, their productivity can rise. Behavioral management theory is applied to manage workplace ethics and sustain the organization's ideals and values. The behavioral management theory's central tenet is that through developing a deeper awareness of their workforce's human side, managers will view people as important assets to achieve goals. Employees feel that they are a part of a special group when management shows a particular interest in them. The employees will consequently become more certain and productive. Because it lays a major emphasis on the human side of work, the behavioral management theory is also known as the human relations movement. A better comprehension of the factors that affect employee behavior at work, including motivation, conflict, expectations, and group dynamics, according to behavioral theorists, has boosted productivity (Malott, R.W., 2013). Corporate cultures refer to the direct practices of management and workers with third parties and customers. Corporate culture rarely has a definite definition; instead, it usually evolves naturally over time based on the traits of the people the company hires. By applying corporate culture theory, TESCO will be able to uphold its ideals and values. Workplace behavior and organizational values and beliefs are closely connected. 
3.4. [bookmark: _heading=h.4d34og8] Cultural theory:
Any organization that has steadfast beliefs and principles and puts forth great effort to uphold them shines and is successful in attaining its goals. When values and customers are disregarded and promises and brand quality are breached, it has an impact on not just culture and workplace environment but also income and standard of living.  An organization suffers a serious decline as a result, putting it in danger of failing. People who share the same values and views make up a strong business culture. People who work in the same place but have different attitude levels cannot accomplish corporate goals (Brannen, M. et al., 2020). To promote cultural and behavioral concord among all employees, Tesco might conduct various training programs, workshops, and other events to overcome the spaces and the threats posed to organizational behavior and culture because of COVID-19. 

4.0. [bookmark: _heading=h.2s8eyo1]Critical Evaluation of Theories:
Critical evaluation of theories of beliefs and values is important and helps us to analyze the performance and organizational culture. Analyzing how someone with different views and values might interpret the theories by them is made easier by this critical review. The theories are interpreted differently depending on the beliefs, values, and attitudes of the person. If according to one organization the beliefs, values, and attitudes are not taken seriously or if one organization never upholds its values and beliefs over profit, then these theories may not go in their favor and may be interpreted wrongly. According to behavioral or cultural theory, behavior and customers are more important but for profit-interested companies, this may go in the opposite direction (Macnamara, J. et al. , 2018). As compared to this the organizations whose more interest is in customers. values and quality will take these and interpret these theories positively.   
The mission statement and result evaluation of an organization frequently include critical thinking. In the current environment of understaffing, cost-cutting, and high expectations for the quality of care delivered, critical thinking skills are crucial. Inadequate care, a high accident rate, low client satisfaction, grievances from clients and their families, and a company's tarnished credibility or reputation could come from failing to address organizational and systemic issues. To successfully handle growing demands and more accountability, managers inside the firm should be skilled in higher-level reasoning and thinking abilities. A manager with critical thinking skills can adjust to changing situations with ease and is aware of the presumptions and logical reasoning that guide their tasks and judgments. They are better able to initiate and embrace change and innovation, which is more crucial for firms nowadays. The variations in views, attitudes, and values that one considers about the company and evaluate critically influence customer behavior. They frequently influence the way one thinks, perceives, and feels about the world around them. Everyone has a unique collection of preconceived notions, dispositions, and values that shape who they are and how they see the world. As a manager, one must be aware of and ready to accept professional ideals and refrain from imposing personal opinions on personnel or clients who have different beliefs, attitudes, and values (Corey, G. et al., 2014). Beliefs are the presumptions one holds about themselves, about other people, and about how the world will turn out. The clients have their own beliefs that have an impact on many facets of their everyday life, such as how they dress, which can be impacted by social or cultural norms as well as religious convictions. People do not always share the same values and ideas, but one should take into consideration that this is how they were brought up by their forefathers, thus one must respect their beliefs. Experience or solid evidence can also support one’s opinions and ideals. Even if one cannot please everyone, the positive attitude one has shown will reflect on one positively. Because of the varying opinions and values, there can occasionally be conflict among coworkers even when everyone has a pleasant attitude. This depicts that even if there are disagreements, one can try to work them out because handling these kinds of situations quickly will result in a good result. 

5.0. [bookmark: _heading=h.17dp8vu]Recommendations for COVID-19:
COVID-19 has badly impacted the beliefs, values, workplace ethics, and culture. The distant learning has put the working situation of Tesco in great danger and vulnerable. Although the company is still upholding its values and beliefs, the workplace ethics and culture have been destroyed badly. This has not only affected the culture but also productivity and income. The loss of teamwork, beliefs, and other positive learning on the field has been replaced by online communication. These online communications are just for professional purposes and the workers are unable to maintain a balance between home and work.  Many companies are getting ready to use a cutting-edge hybrid virtual model where some employees work on-site, and others do so from home as the epidemic begins to slow down (Carnevale, J. et al. , 2020). The new model promises better working conditions, more access to talent, increased individual and team productivity, lower costs, and more personal flexibility. Additionally, it runs the risk of dividing a company into two separate cultures, one controlled by the physically present management and employees who continue to benefit from co-location and in-person collaboration, and the other where the culture and social cohesiveness of the virtual workforce erode. Because of unintentional acts performed by a company that fails to build a cogent model of, and abilities for, both virtual and in-person work, remote workers may quickly start to feel alone, devalued, and unsatisfied. When this occurs, this may occur. People lack the sense of identity, belonging, or purpose that drives them to exert all of their efforts. Performance inside the company suffers as a result. Tesco can close the organizational behavior gap caused by COVID-19 by implementing management and corporate cultural theories. Tesco will be able to promote cooperation once more while upholding its ideals and values and putting them above personal gain. This will help it establish its brand and outperform its competitors (Thakur, R. and Hale, D., 2022).

6.0. [bookmark: _heading=h.3rdcrjn]Conclusion
The values, beliefs, and attitudes of an organization are the key identifiers of the organization’s culture. If attitudes and values are positive and are upholders, this leads to a positive cultural environment which results in more production. The organization suffering from the lack of values and not achieving its goals may be because of its poor work environment and culture. COVID-19 disturbed the workplace environment badly and allowed everyone to work from their own space. But on the other hand, it disturbed workplace behaviors and values. Post-COVID-19 work was disturbed by it badly due to poor performance in such conditions. The TESCO and all other organizations tried to uphold their values and beliefs by arranging various workshops and seminars. This gap can be filled by practicing various useful strategies, arranging meetups, and growing harmony among the staff members. The values and beliefs can be explained by meetings and other efficient ways. This will increase harmony and a productive environment. 



[bookmark: _heading=h.26in1rg]Part 2: Reflective Journal

1.0. Difference between beliefs, values, and attitudes at a workplace
It has been argued that attitudes are made-up expressions of someone's likes to a particular idea. An attitude is an evaluation of the "attitude object" (a person, place, task, event, skill, etc.). Observations of attitudes may be favorable, unfavorable, or neutral. Attitudes are the result of an internal framework of values and beliefs that have developed over time (Gable, R. et al., 2012). Attitudes are developed by our actions, feelings, thoughts, and talks.  The values of different world-class objects are defined by our beliefs. Values including equality, honesty, education, perseverance, loyalty, faithfulness, environmental protection, and a variety of other concepts are the fundamental possessing of an individual or organization.  Values are essentially moral precepts or standards of conduct. As a result, values frequently serve as a society’s or a person's code of moral conduct. In a nutshell, values are what are regarded as a person's standards of behavior. Thus, they are the core convictions that direct or inspire a person's attitudes and behavior. Studies in ethics put a focus on values. Additionally, values are greatly influenced by family, religion, culture, and moral role models in society. Values, therefore, act as a person's guiding principles in life. Similarly, values can vary from one individual to the next, from one culture to the next, and from one location to another. However, some values are shared by all people, such as honesty, kindness, love, compassion, justice, equality, modesty, and freedom. Additionally, a code of conduct for the workplace. These are referred to as workplace values, cooperation values, etc. Having an attitude is having a conclusion, a point of view, or an opinion about something or someone. These stances or ideas are developed by that person's ideals and feelings. In a nutshell, attitudes are a person's subjective reactions based on their preferences. Values act as the foundation for a person's ideals and views. Moral standards, therefore, serve as the cornerstone around which one bases their opinions. Both have an impact on a person's cognitive process, and a person's values, attitudes, and social experiences all have the potential to change. Values are the moral tenets, moral norms, or standards of conduct. In contrast, attitudes are viewpoints or positions about a certain topic or individual (Mashlah, S.A.M.E.R., 2015).


2.0. Impact of beliefs, values, and attitudes on workplace behaviors. 
The set of beliefs, values, and attitudes that are upheld at work define the cultures and behaviors there. Positive workplace behavior will result in a more productive and healthier environment if any organization has positive ideals and norms. Values can be seen as internalized depictions of moral convictions that serve as a foundation for people's behavior (Cemalcilar, Secinti, and Sumer 2018). Most typically, a person's attitudes are indicative of personal ideas and are connected to a specific issue or situation. According to research, values, and attitudes are closely related, and they are produced by the individual in response to societal, institutional, and personal influences. Therefore, values and attitudes about labor are influenced by interpersonal connections, social norms, and experiences in both the personal and professional domains. They generally speak of objectives that people would like to accomplish through working. Extrinsic, intrinsic, and/or work values, as well as work centrality, are all considered to be the primary dependent or independent aspects of work attitudes in all contributions to this problem.  Theoretical conclusions imply that individuals may have varied labor values because they live in various social contexts. As a result, every contribution emphasizes how social environment factors will influence and condition how work values are transmitted. This may refer to the origins of individuals' families, the education they received, the places of employment they held as well as the nation in which they currently reside.  By selecting specific target populations and developing policy actions to affect those target groups, public policy aims to transform the environments in which people live (Tosun and Treib 2018). People learn the cultural norms and values of their immediate surroundings as they grow up in society through enculturation. Consequently, this volume's concentration on country comparisons is a distinctive essential characteristic. 

[bookmark: _heading=h.lnxbz9]Organization’s beliefs, attitudes, and value systems and how they impact workplace behavior.
Organizational ethics or organizational culture are terms that can be used to describe corporate values (Donaldson, T. et al., 2016).  Thus, according to the literature, they are a set of core principles that spring from a set of shared views and values and that provide the philosophy and framework for thinking about an organization's activities Corporate values, in any way, dictate how an organization behaves.  The social responsibility practices employed by the corporation have a considerable impact on both corporate behavior and employee behavior at work. According to Vitell and Ramos-(2006) Hidalgo's analysis of the influence of corporate culture and its ethical code on people's moral behavior and decision-making, employees are more likely to identify with the behavior at work if the company places a high priority on ethics and socially responsible behavior. The acceptance of the organization's regulations and an individual's identification with them will vary depending on the person's job satisfaction levels and their capacity to decide whether to follow the advised behavior or not (Fisk, G. et al., 2012). It is not apparent, however, if this identification simply influences the employee's behavior at work or if it also affects the employee's behavior outside of work. The interviews with the company president and its quality control manager provided the first indication that there might be a link between corporate ideals and employee behavior. They made mention of the growing adherence of all employees to the corporate values framework, which was also seen in how they behaved both within and outside of the workplace. Environmental considerations and enduring ties with suppliers were also used as the reference to test this hypothesis. It is important to remember that the impact of corporate values on people's value systems takes time to take hold and that employees may need convincing before accepting specific principles as true. For instance, there can be initial resistance in the workplace to implementing the entire corporate values framework. But in any situation, likely, a company's organizational structure, hiring process, training programs, and reward/penalty scheme are all influenced by its corporate values system (O’Grady, W. et al., , 2016). Though more research is required to ascertain whether an imposed system can engender greater resistance, it is less likely to spread to the worker's environment outside of the workplace unless the worker can see the advantages of the imposed values. Regarding the size of the firm, it's extremely likely that interactions between shareholders, managers, and employees are considerably more intimate and close-knit in smaller businesses or family-run enterprises. As a result, there is a greater likelihood that an individual may identify with the company's ideals, this may be more challenging in larger organizations where there is a greater gap between management and employees and more impersonal, nameless ties.

3.0. [bookmark: _heading=h.35nkun2]Assessment of the influence of one’s beliefs, attitudes, and values on theory:
Our beliefs, values, and attitudes regularly come into contact with our fellows, acquaintances, family, and clients in our varied roles. Unconsciously, we seem to "like" people who share our underlying values and worldview. It is obvious that a good connection, whether it be personal or professional, requires that our value systems mesh. Clear thinking is crucial for successful management. The right values and belief systems are a component of good thinking, which is a combination of critical and creative thinking skills. These beliefs and values in turn influence motivation, intention, and involvement with a particular task. To be motivated and involved in an activity, a good attitude is also necessary. To make the team more productive, this task management philosophy is required (Luthans, F. , 2018). However, it teaches managers more than simply how to motivate their employees to work harder; it also demonstrates how to be effective leaders. Their ability to handle problems while still maintaining a constant or rising level of production is crucial. I concurred with behavioral theorists that the understanding of human behavior at work, such as inspiration, will increase productivity. If we look at the places to work in the UK, we find that employee engagement and business values are their top priorities. Only 36% of respondents to a survey by a personal development organization, European Leaders reported working to their fullest capacity, and low motivation is the reason that employees want to give more to their job, but the lack of communication between the management and all the other staff prevents them from feeling motivated to do so. With better incentives, they could or would operate much more effectively (Gerhart, B. at al., 2015).

4.0. [bookmark: _heading=h.1ksv4uv]Interpretation of theory by different people:
For a manager managing a diverse staff with various ideas, attitudes, values, etc., cultural differences can be a significant difficulty. A tiny detail can be misconstrued. Most of the staff one manages will not share their way of thinking because they come in all different shapes and sizes. The realization that there is always a solution to every problem is crucial for successful managers. Some managers, on the other hand, exhibit distinct styles and never offer even a word of appreciation, encouragement, or credit for a team member who performed exceptionally well. To motivate employees, a good manager must take the time to thank and recognize their team members for their contributions. The most effective approach to achieving the aim of great leadership may be to treat the workforce with true respect and compassion. Behavioral theory concentrates on the actions of leaders. Leaders can involve the team in decision-making.  this will inspire, encourage, and motivate their team members (Naile, I. et al., 2014).
Managers can be a variety of types including the ones who make choices without discussing them with their teams and do not give attention or care whether their employees are content in their positions; instead, they want their people to succeed. To get a successful outcome, one should involve employees in decision-making. In short, everyone interprets the theory in his way depending upon his or her beliefs, values, and attitudes. In addition, the 6 thinking hat helps to increase productivity, it consists of different colours which represent different elements. For example, yellow meaning positivity, green meaning creativity, red indicating emotions, white suggesting knowledge, black meaning caution and negatively and lastly, blue indicating thinking. These help to process thinking and guide a person to a positive thinking outcome. 
[bookmark: _heading=h.44sinio]
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