Part 1: Critical analysis of management theories relevant to Tesco and their impact.

In the modern global economy, productivity depends less on what industries a nation’s firms compete in than on how they compete (Harrison and Huntington, 2000)[footnoteRef:2]. [2:  Harrison, L.E. and Huntington, S. P. (2000) Culture Matters, How Values Shape Human Progress, Basic Books, New York, p.16
] 


Management Theories help to interpret the rapid change within today’s work environments. This involves taking responsibility and actions to motivate people to contribute to the organisational goals. It’s all about planning, staffing, leading and problem-solving, in order to implement motivation, leadership and change within the workplace.

The four major well-known schools are:

1. The Scientific Management Theory comprising the works of Frederick Taylor, with the promotion of maximising productivity. This Theory is not applied by Tesco, as it does not believe in dehumanisation of workers, although it stands for teamwork, flexibility and creativity. In the Tesco 2018 Strategic Report[footnoteRef:3], the organisation has shown its open-mindfulness by stating “Inclusivity and creating a culture where everyone has equal opportunity remains integral to our business. In January 2018 we pledged support to the UN standards promoting the rights of Lesbian, Gay, Bisexual, Transgender and Intersex (LGBTI) people. More recently we signed up to the 30% Club, demonstrating our commitment to having strong female representation within our senior leadership team by 2020.”  [3:  Tesco plc. (2018) Tesco 2018 Strategic Report, p.20, available at https://www.tescoplc.com/media/476557/tesco_2018_strategic_report.pdf  (Accessed: 05 December 2020).
] 


The positive points of this theory are:
· Time efficiency, meaning that all activities have to be timed,
· Managers need higher training,
· Tasks must be reduced into smaller manageable bits,
· Profit sharing,
· Clear expectation of employees.

Speak of the negatives, this theory is criticised to be task orientated, which leads to dehumanisation, which is not implemented by Tesco. 

2. The Classical Organisational Theory comprising the works of Henri Fayol’s views on administration is applied by Tesco with work organisation and employee effective administration and management, as Tesco used to plan, organise, coordinate and control its employees in the limits of their rights. This is demonstrated in the Tesco 2018 Strategic Report[footnoteRef:4] that states “The 440,000 colleagues who work for us around the world are at the forefront of serving our shoppers better every day. We want to give them a great experience of working at Tesco and be a place where everyone can get on, whatever their ambitions. To do this, we are investing in training so colleagues are supported to develop their careers and to build skills for their future. We are committed to building an inclusive culture and ensuring these opportunities are available to all colleagues. We are also trialling a number of innovative solutions that will offer colleagues greater flexibility over their own work schedules.” [4:  Tesco plc. (2018) Tesco 2018 Strategic Report, p.16, available at https://www.tescoplc.com/media/476557/tesco_2018_strategic_report.pdf  (Accessed: 05 December 2020).
] 


The positive points of this theory are:
· Better working culture,
· Produces standards,
· Separating personal life from professional.

Speak of the negatives, this theory is criticised of not creating additional competencies. Only managers have authority (sort of dictatorship). This theory weakness is that it’s selecting best employees for selective training.

In crossing the positive general points of these two theories, we find out that they both promote improving productivity as well as teaching newer employees. They also stand for fair pay.

On the general negative points, these two theories seem to be more robotic and individualist, which Tesco does not support. They promote no focus on mental health. They don’t support employee promotion and they present a lack of personal touch.

This analysis clearly shows that Tesco cannot totally implement the ideas of these two theories, as this organisation is human-orientated. This is shown by how it looks after the vulnerable ones and the community in general. Tesco is commissioned to play a role in supporting communities across the UK. This was effectively demonstrated in 2004, when Tesco decided to use plastic carrier bags containing additives which can make the plastic material degrade more quickly. Measuring its contribution helps to understand what more Tesco can do to serve its customers a little better (Tesco plc, 2019)[footnoteRef:5].  [5:  Tesco plc (2019) Socio-economic Report, available at https://se-report.tescoplc.com/se-report (Accessed: 08 December 2020).
] 


3. The Behavioural Management Theory comprising the works of Elton Mayo and his associates relies on the notion that managers will better understand the human aspect to workers and treat employees as important assets to achieve goals. Management taking a special interest in workers makes them feel like part of a special group (Hilaris, 2018)[footnoteRef:6]. This theory is well implemented by Tesco with its vision on employee diversity and inclusion. This is demonstrated in the following lines: “At Tesco, inclusion means that Everyone’s Welcome. Everyone is treated fairly and with respect; by valuing individuality and uniqueness we create a sense of belonging. Diversity and inclusion has always been at the heart of Tesco. It is embedded in our values: we treat people how they want to be treated. We always want our colleagues to feel they can be themselves at work and we are committed to helping them be at their best. Across the Tesco group we are building an inclusive workplace, a place to actively celebrate the cultures, personalities and preferences of our colleagues – who in turn help to build the success of our business and reflect the diversity of the communities we serve” (Tesco plc, 2020)[footnoteRef:7]. [6:  Hilaris Team (2018) Arabian Journal of Business and Management Review, available at https://www.hilarispublisher.com/scholarly/behavioral-management-theory-journals-articles-ppts-list-1639.html (Accessed: 09 December 2020).]  [7:  Tesco plc (2020) Inclusion and Diversity, available at https://www.tescoplc.com/sustainability/people/inclusion-diversity/ (Accessed: 10 December 2020).
] 



4. The Max Weber’s Modern Management Theory by idealized bureaucracy as a large machine for attaining its goals in the most efficient manner possible is actually uses by many organisations such as Tesco to have more control over the employees with clear rules and regulations and the centralisation of the system allows Tesco to monitor all the decisions. 

Applied to the theories of beliefs, attitudes and values, dehumanising employees is a selfish and dictatorship attitude. That’s why Gilbreth (1914) raised the motion to say that each worker should be involved in doing their own work. This means that people’s beliefs are respected. Tesco tries its best to apply this motion and allow a gap for flexible working. The following lines will enlighten our argumentation. “We aim to employ people who reflect the diverse nature of society and we value the contribution made by every colleague, irrespective of age, sex, disability, sexual orientation, race, colour, religion, ethnic origin or political belief. At our stores, in our distribution centres and in our offices, we make employment decisions solely on the basis of job-related skills, achievements and performance, using clearly defined and fair criteria. We also try and make sure everyone can work in a way that suits their circumstances. We support flexible working (Tesco plc, 2018)[footnoteRef:8].    [8:  Tesco plc. (2018) Our Code of Business Conduct: Equal opportunity, inclusion & diversity, p.24 
] 

Applying Gilbreth’s motion to personal beliefs and values, we believe that no one must be forced to manipulate alcohol if they don’t believe in being in contact with alcohol. The same applies for testing products/medicines/drugs on animals. That’s why, during the recruitment interview at Tesco, the interviewer asks the job applicant about their beliefs when it comes to work in a certain sector or department, such as being in contact with non-halal meat or products or pork for a Muslim. 
We are a global company and interact with millions of people around the world every day. We have a responsibility to respect the human rights of our colleagues, our customers, those who work throughout the supply chain and people in the communities of which we are part. We aim to work to the highest international standards. We were a founding member of the Ethical Trading Initiative and also fully support the UN’s Declaration of Human Rights and the Core Conventions of the International Labour Organisation (Tesco, 2018)[footnoteRef:9].   [9:  Tesco plc. (2018) Our Code of Business Conduct: Human Rights, p.28
] 

Both the above-mentioned management theories and the old-manner theory are suitable towards Tesco for its employees’ development and performance. 

Part 2: Values, Beliefs and Attitudes
Schwartz (1994)[footnoteRef:10] defines values as “desirable trans-situational goals, varying in importance that serves as guiding principles in the life of a person or other social entity”. [10:  Schwartz, S.H. (1994) Are there universal aspects in the structure and contents of human values?
Journal of Social Issues, pp. 19-45
] 

Values can also be defined as our own set of principles as for family, career goals, wealth, happiness, etc.
Beliefs are ideas, assumptions and convictions we hold to be true based on past experiences, as for religion, faith, culture, morale, education, experience, etc.
Attitudes are defined by how we think, feel or act based on our values and beliefs. It’s a mental disposition towards others as on convenience, respect, peer pressure, being professional, and so on. It’s our mental state (disposition) towards others. 
In our case, we based our study on Tesco, which we believe is one of the largest retailers in the United Kingdom. The company has more than 34,000 stores in the UK with approximately 300,000 colleagues working for it. The management of the company is making its best efforts to strengthen its foundation each day so that it can offer improved quality, wider product portfolio, better services and sharper prices to its consumers (Tesco plc, 2019)[footnoteRef:11].  [11:  Tesco plc. (2019). Tesco in the UK, available at https://www.tescoplc.com/about-us/our-businesses/tesco-uk/tesco-in-the-uk/ (Accessed: 05 December 2020).
] 

The impact of Tesco’s values and beliefs are clearly displayed on its employees in the way they carry out their role and in the way they treat customers. 
The core purpose of the organization is “Serving shoppers a little better every day”, which boils down to Tesco being a champion for its customers by assisting them in having an easier life. On average, the stores serve 66 shoppers every second, making Tesco adopt a consumer-centric approach of business and marketing (Tesco plc, 2019)[footnoteRef:12]. [12:  Tesco plc. (2019). Core Purpose and Values, available at https://www.tescoplc.com/about-us/core-purpose-and-values/ (Accessed: 05 December 2020).
] 

The effectiveness of the human resource strategies and techniques used by Tesco can be judged by aligning and analyzing the theories of motivation and diversity management along with the practices of the organization. Maslow had stated that five essentials needs that motivate an individual to deliver the best performance. He demonstrated those five needs in the form of a pyramid, which came to be known as the hierarchy of needs. Basic needs such as food, shelter and clothing formed the base of the pyramid that could be met by providing proper pay and remuneration. This is followed by safety and security needs, which includes – health and safety requirements at the workplace and conducive working conditions (Taormina & Gao, 2013)[footnoteRef:13]. [13:  Taormina, R. J., & Gao, J. H. (2013). Maslow and the motivation hierarchy: Measuring satisfaction of the needs. The American journal of psychology, pp.126, 155-177.] 

Every organisation is known and identified by the values it stands for. And as many other organisations, the Tesco three values that drive its business every day are known as:
· No one tries harder for customers
· We treat people how they want to be treated
· We believe every little help can make a big difference

Applying the above-mentioned values, Tesco has proven to be a fair organisation due to its objectiveness, reliability, discipline, equitability, responsibility and understanding. This is known of all through its partnership with Cancer Research UK, British Heart Foundation, and Diabetes UK to make a real difference to the health of the nation, especially during this extraordinary time. As with Walmart, Tesco also publishes its social media guidelines online.  It asks staff to ‘live the values’, ‘be authentic’ and respect other people’s copyright, as well as warning that the media and competitors are always watching. Tesco also offers a useful ‘Here to help’ tab that includes contact details for all its customer care channels and a ‘real food’ app that gives information on seasonal recipes (Moth, 2013)[footnoteRef:14]. [14:  Moth, D. (2013) How Tesco uses Facebook, Twitter, Pinterest and Google+, available at: https://econsultancy.com/how-tesco-uses-facebook-twitter-pinterest-and-google/ (Accessed: 08 December 2020).] 


Based on the elements developed in this report, someone with different values and beliefs might interpret these theories based on their job-related experience at the workplace by applying resilience. 

[bookmark: bbib34][bookmark: bbib2][bookmark: bbib35][bookmark: bbib32][bookmark: bbib17]Resilience is a dynamic concept (Rutter, 2013)[footnoteRef:15]. Most definitions of resilience include the overcoming of stress or adversity or a relative resistance to environmental risk (Bowes & Jaffee, 2013)[footnoteRef:16]. The broader, systems framework definition of resilience is the capacity of a dynamic system to withstand or recover from significant challenges that threaten its stability, viability, or development (Sapienza & Masten, 2011)[footnoteRef:17]. Resilience is also used to refer to the finding that some individuals have a relatively good psychological outcome despite suffering risk experiences. Resilience, at its essence, is an interactive concept to describe the combination of serious risk experiences and a relatively positive psychological outcome despite those experiences. Resiliency can also be defined as protective or positive processes that reduce maladaptive outcomes under conditions of risk (Greenberg, 2006)[footnoteRef:18].  [15:  Rutter, M. (2013) Journal of Child Psychology and Psychiatry, pp. 474-487
]  [16:  Bowes, L. and Jaffee, S. (2013) Biology, genes, and resilience: Toward a multidisciplinary approach
Trauma, Violence, & Abuse, pp. 195-208
]  [17:  Sapienza, J. and Masten, A. (2011) Understanding and promoting resilience in children and youth
Current Opinion in Psychiatry, pp. 267-273
]  [18:  Greenberg, M. (2006) Promoting resilience in children and youth: Preventive interventions and their interface with neuroscience
Annals of New York Academy of Sciences, pp. 139-150
] 


In this matter, Tesco’s Code (2018)[footnoteRef:19] states: “Knowing your own sources of energy and keeping yourself fit for life. We understand the Code and ensure we follow it, even if it is sometimes hard to do. We speak up if we think the Code is being breached.” [19:  Tesco plc. (2018) Our Code of Business Conduct: Resilience, p.11
] 



Part 3: Aligning personal values, attitudes and beliefs with Tesco’s. 
Aligning personal values, attitudes and beliefs with Tesco’s and based on what Tesco stands for; we can confirm doubtlessly that we can work for an organisation like Tesco. This is because we firmly believe that all human beings are born free and are equal in dignity and rights. Men or women, everyone deserves the best in terms of pay, and no one can be subject to discrimination because of their race, sex, religion, beliefs, gender or sexual orientation. For employment or promotion, Tesco only makes decisions based on job-related skills, achievements and performance. Tesco never makes decisions based on age or any other non-job related characteristics.
This theory leads us to support Dunham et al. (1989)[footnoteRef:20], in relation with job crafting, who argued that one’s change attitude is composed of an affective (feelings), a cognitive (thoughts), and a behavioural component. For that sake, individuals’ attitudes to organizational change are of critical importance for change success, inferred Oreg et al., (2011)[footnoteRef:21]. We hereby argue that a job crafting intervention can provide a means to yield a more positive change attitude.  [20:  Dunham et al. (1989) The development of an attitude toward change instrument. Paper presented at Academy of Management Annual Meeting, Washington, DC.
]  [21:  Oreg, S. et al. (2011) Change recipients’ reactions to organizational change: A 60‐year review of quantitative studies. The Journal of Applied Behavioural Science, pp. 461–524.
] 

Applying R.E.D Model, we can state that the Human Resource management of Tesco is using a variety of effective strategies and techniques to keep their colleagues motivated and encouraged. However, considering the continuous change within business environment and dynamicity of the labour markets, the management of Tesco has to amalgamate its existing strategies with new policies. Tesco needs to conduct surveys among the employees to understand their future needs, job inclusion criteria, future threats to job security and decision-making needs. Additionally, the company needs to involve its employees more in the decision-making process and even impose equal pay criteria more strictly to avoid discrimination of any sorts, as the Law gives a woman the right to be paid the same as a man (and vice versa) when carrying out:
· Like work ─ two employees who are doing the same or broadly similar roles, or
· Work rated as equivalent by analytical job evaluation study ─ this could be totally different jobs which have been given the same rating as the result of an analytical job evaluation, or
· Work of equal value ─ when there are two jobs that are very different, but the employee claims that they require a similar level of skill and ability.
The right to make a claim under equal pay legislation applies to employees and to anyone with a contract to carry out any work personally (CIPD, 2020)[footnoteRef:22]. [22:  CIPD (2020) Pay fairness and pay reporting, available at:  https://www.cipd.co.uk/knowledge/strategy/reward/pay-fairness-reporting-factsheet (Accessed: 07 December 2020).] 
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