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Executive Summary

This report analyses how beliefs, attitudes and values influence on workplace behaviour. The main body commences with identifying values attitudes and beliefs; management practises of Tesco plc, and how those practises impact on organisational success. Employee’s behaviour and stakeholder’s satisfaction. To implement critical evaluation researcher used Pearson’s R.E.D. Model and Toulmans Model the one of critical thinking models.
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Introduction
This report summarises and identifies values, beliefs and attitudes and how values, beliefs and attitudes impact on the work environment. It will be looking at the Tesco organisation, and the report will analyse management theories and critically assess beliefs, attitudes and values of its employees. Jack Cohen, who found Tesco. Cohen was a British businessman and entrepreneur and had opened his first store in London 1929. Tesco plc is recognised grocery and general product retail chain. At present, it is the largest supermarket. Tesco has the highest private sector of employers in the United Kingdom (Tesco, annual report,2009) in 2009, and it had over 320,000 employees over the world. Tesco expanded internationally across Asia and European countries. 
Main Findings
Values, attitude and beliefs impact workplace behaviour
Values, attitudes and beliefs are essential to organisational performance and employees. This can improve individual behaviour and can contribute to business success. Tesco will set values so the employers can contribute. The organisation will have an idea, a vision of how they would like to improve the business and set goals to how will they achieve this in a specified time frame. Values are those things we hold dearly and usually take the form of principles or beliefs that guide the action. Values will drive them towards a vision. Value are a strong influence on behaviours. Employers and employees will need to establish “what is important” and how to act upon this. These are all questions employers will identify, look to use to shape a vision for the organisation, and will explore a simplistic approach such as  “mission statement”. However, mission statements don’t always transfer into a real connection and do not always manage to influence people. Values are an essential part of leadership; they are also a crucial part of what motivates people. If staff are not committed to a set of particular value, there will be no drive forward, no direction and no effective teamwork. Whereas if they do have a set of value, the staff will be a more efficient team and better productive working environment. 
Fig 1 
The diagram below illustrates Personal beliefs, values, attitudes and behaviour


Fig 1 Beliefs are important to an individual, and for someone working in a workplace, e.g. Tesco and organisations have their own belief, which they hold to be true. Such as company policies because they have been told is right by people who they trust. A person can base a belief upon certainties e.g. faith, education, experience and culture once someone accepts the belief, they will defend it. Values are long-lasting “what is important” to a person, they become standard by which people order their lives and make their choices. Schwartz (1992) described value as desirable, transitional goals. A belief will develop into a value when commitment grows and when making their choices, values can relate to happiness, wealth success or family. Attitude are how an individual feel and act upon a current situation before making a decision that results in behaviour. 
A lack of self-awareness can lead to negative behaviour and result in not achieving a goal.
Fig 2 Pearson R.E.D model critically analyses, Tesco core values and Management theories



The model critically analyses statements, that implies to be accurate and evaluate arguments to conclude from the available evidence and also considering Toulmans model fig 7. To evaluate Tesco values and beliefs and attitude critically.
Max Weber (1964-1920) Management Theory  
According to Max Weber(1864-1920).The term ‘bureaucracy’ was used to describe a synthetic form of organisation, he found that people would abide by those in authority and which today practically every business follows. Weber found three powers traditional, charamistic and rational-legal body. Tesco follows bureaucracy method; this includes:
An organisation obliged by rules 
A structured arrangement of jobs
Practices, decisions and actions are recorded 
Specialise each individual at each level
Weber found this implemented high-level efficiency; this theory supports large scale organisations. Tesco has also adopted this method. Tesco continues to grow, it creates new jobs and specialisation increase in the job levels, and authority and discipline have to be regulated.
Tesco started off selling food since then have expanded selling clothing, electronics, financial services etc. Tesco UK stores have expanded stores which are extra, superstore, metro and express to meet customer needs. Tesco make sure they employ staff who are motivated, flexible and well trained and have knowledge of customer needs. Tesco employees’ range of roles from customer assistant to department manager and warehouse. Tesco values understanding people, customers and colleague and to continue growth.
Vroom(1988) expectancy theory Fig 3 related to how a person perceives the relationship between three things effort, performance and rewards vroom focus on these three factors:
Vrooms expectancy theory fig 3 

Expectancy – a person’s belief will produce a particular outcome 
Instrumentality- the individual perceives that effective performance will lead to desired rewards 
Valence-the strength of an individual’s thinking and behaviour that attracts rewards 
This concept is for human motivation. Vroom states these are the first steps an individual take for performance and rewards. If the staff at Tesco feel valued, the factors include appreciation of hard work, e.g. incentives, a sense of achievement, empowerment and opportunity for development. 
Tesco’s all level of employees will work hard to meet business needs so that they can reduce cost in labour, therefore create a better impact on consumers. Supported employees are more likely to focus better and are less likely to make errors and not cause problems in the workplace. This shows they are loyal and have fewer absentees. Organisation without values and beliefs will negatively impact the workplace and how professionally they carry out work.
Tesco focuses on their staff and customers to achieve skilled staff workers, the relationship among employee’s job security, personal development and high productivity. They offer rewards to employee’s staff discount, flexible working and gym membership.
Beliefs lead to behaviour, and ethical behaviour can lead to job satisfaction in a job role. (Rokeach 1973) Beliefs and attitudes and values contribute to organisational success to help the business succeed. Managers need to support staff which will improve their work performance in a job role and make them feel valued. According to Armstrong (2009), leadership influences workers to do their best. Mullins (2010) refers to the same point that leadership helps is directing people to achieve a group goal.
Fig 4 Maslow’s theory 

Maslow (1954) method show how people can achieve a better quality of life. The approach shows how to encourage employees, fig 4, starting from the basic Physiological need that people need food and sleep. The next step, safety needs such as, a stable environment, and above this love and belonging which might be when someone requires affectionate relations with others or group. The next step is esteem; this is when an individual requires self-respect. The top-level, need of self-actualisation means a person requires self-fulfilment. An individual needs to go through these steps to feel completed and satisfied. The framework states Maslow thought this would support employers and employees to be motivated in a workforce. 
Alderfer (1972) does not agree that the individual steps are the way forward.  He believes an individual may go up and down at different levels, and he also thought that the primary three bases of life were social, interpersonal and personal development needs. According to Drucker (1974), he stated that Maslow had not specified what stage an individual was happy.
McGregor(1960) Theory X and Theory Y fig 5, is quite often used by employers and which supports managers. In the workplace, if a person is satisfied with the job role, they are automatically committed to the workplace. The two theories are very similar approaches to management with a high level of needs and self-actualisation.
Fig 5 McGregor theory X and Y 


Tesco focuses on their staff and customers to achieve skilled staff workers, the relationship among employee’s job security, personal development and high productivity. They offer rewards to employee’s staff discount, flexible working and gym membership.
Tesco has a similar link to Taylor's (1911)scientific management theory, and they currently have a reward programme which offers employees financial reward packaging. Tesco goes beyond Taylor’s theory the different supporting lifestyles, pay to increase and improve training and development for staff. Tesco creates a pleasant working environment. They want their team to feel valued; this increases communication between staff. Tesco will ask for feedback from staff which helps them to develop their understanding skill and job satisfaction. By using surveys, this will capture how they feel in the job role and what improvement to consider, on the other hand in some organisation, such as smaller business will not have this process and local shops and small warehouses. The survey can help build a pleasant working environment although values are essential in all organisations. Lidl (2019) defines values like respect, recognition, responsibility and trust; therefore, all organisations have similar aspirations.
Tesco also offers employers lifestyle breaks where they can take up to 12 weeks off. Career breaks allow six months to 5 years away, and employees have the right to return. They also offer an excellent pension scheme this show that they provide good benefits to employees. They are using two factor Herzberg theory fig 6, the two factors hygiene and the satisfiers. Hygiene factors are put in place to avoid negativity in a workplace. These benefits make the staff feel that they have been cared for. If they feel unsatisfied, the employees would be dissatisfied in working there. The following values and beliefs allow people to grow and create job satisfaction. Herzberg states that to motivate an individual employee truly,  an organisation needs to create conditions that make them feel worthy and to work in that workplace.
Fig 6 Herzberg Two factor Theory 

For example, negative factors for Tesco employees can be that the wage has not been increased.  However, promotion activities in Tesco allow employees to move up in the business, and not stay in one department. The hygiene factors which are pay, benefits and relationships with co-workers, job security and personal life and working conditions.
Tesco will persuade employees to feel valued with appropriately timed communication, involving in decision making in critical areas of working experience. Tesco staff can even influence what goes out on the shop floor for food. Tesco values each other and everyone so that the business grows and has a good reputation.  
Employers and line managers need to have an understanding of these theories so that they know how to value employees. When doing this, the organisation can then achieve better results than if they do not follow proper management. Which can demotivate and will impact on trust within the organisation as well as reduce efficiency.
Managers try to see and understand what employers are working towards. Their goals and beliefs help the company go in the right direction and will show which employee is committed to doing well. Companies look at the pros and cons as well as which concept is best for them.  By looking at various theories, they can understand and be proud of the organisations’ performance. This allows managers to communicate with employees to gain knowledge so that workers can produce a high level of quality. Two-way communication is essential in an organisation with poor communication and reflects poorly on the organisation and employees. 
Conclusion 
In reflection to Toulmans model and R.E.D model, working through these different management theories, working towards excellent job satisfaction, the consideration of employees values, beliefs and attitudes is essential. They help a manager come to fully understand their team. Tesco aim to value both their customers and employees, to get the best result for the organisation and its employees. They ensure to appreciate their employees by offering incentives and rewards as well as promotion.
On the other hand, if they don’t value their employees and don’t take their beliefs in mind, this can result in adverse effects. Which, in turn, can reduce productivity, motivation and have negative attitude from employees. Managers should have a good understanding of management theories for the growth of the business. They can inspire employers to work to their best ability, taking in to account their beliefs and attitudes, which will result in a better outcome in the long term. Also, when they feel valued employees will work harder to meet aims and objectives of the business. 
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Fig 7 Toulmins model
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