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[bookmark: _Toc123749632]1.0 Introduction
People are more invested in their job and less likely to quit when their personal values align with the company's mission. Values refer to desired outcomes or guiding principles. When employees' personal ideas are at odds with those of the corporation, it may lead to interpersonal tension and a decrease in productivity on the job. In contrast, an attitude is a learned disposition to maintain a favourable or negative view of an issue. Employees' general dispositions toward their jobs were evaluated as favourably associated with output and negatively associated with withdrawal, rudeness, absenteeism, and turnover.
1.1 [bookmark: _Toc123749633]Introduction to the company
Tesco is a United Kingdom-based multinational supermarket chain and one of the largest retailers in the world. Founded in 1919, it has grown exponentially over the last century to become the third-largest grocery retailer worldwide by market share, with operations spanning 12 countries as well as an online presence. Tesco currently employs more than 440,000 people, enjoys a customer base in excess of 28 million and generates more than £51 billion in sales annually (Yawson and Yamoah, 2022). Global recognition for its strong commitment to sustainability and corporate social responsibility has allowed Tesco to become the largest grocery retailer in the UK and Ireland, as well as one of the three biggest retailers in Europe. The company is also an industry leader when it comes to digital innovation, pioneering new technologies and services such as Tesco Now and its delivery service (Cushman and Burke, 2014).
[image: ]
Figure: Tesco’s Logo (Cushman and Burke, 2014).
1.2 [bookmark: _Toc123749634]Introduction to theories
Scientific management theory
The goal of the management philosophy known as "scientific management" is to increase market efficiency and, more specifically, labour productivity, through analysing company processes. This approach to management involves studying and analysing business processes.
The goal of this scientific idea is to raise output at an organisation by improving worker efficiency. The notion doesn't actually work in practice in businesses where knowledge and decision-making are crucial throughout the whole product delivery process. Particularly in service-based sectors, this is important (Boon, 2021).
Administrative management theory
The purpose of the theory of administrative management is to provide a rational framework for organising a whole business. Concepts from the administrative management approach may be used to help managers better coordinate the inner workings of their businesses. The notion advocates for a formally organised administration with distinct lines of responsibility and authority given to administrators with expertise in certain areas.
In contrast to scientific management theory, the emphasis here seems to be on the effectiveness of the organization's governance or the efficiency with which its personnel are structured to carry out their duties (Nassar and Tvaronavičienė, 2021).
Human approach theory
With the intention of boosting output, researchers developed the human approach, a method that would later inspire the human relations movement. The duration of the workday, the frequency of breaks, and other aspects of the workplace setting were prioritised. In every case when a change was implemented and then tested, the outcome was an increase in efficiency (Meijer et al., 2021).
Contingency management theory
The idea behind a contingency perspective on management is that the success of management is dependent on the causal link between management activities and major outcomes. Another way of putting it is that the management approach should be flexible.
The key idea of this philosophy is that there is no universally applicable method of management. These results suggest that a leader's ability to manage a group is tied to his or her interpersonal skills. There are universal qualities of leadership, and a leader must be able to adjust to new circumstances (Abedin, 2021).


[bookmark: _Toc123749635]2.0 Application of the theories
[bookmark: _Toc123749636]2.1 “How do organisational beliefs, attitudes, and value systems affect workplace behaviour?”
Organisational beliefs, attitudes and value systems can have a huge impact on workplace behaviour. Tesco has made it a point to make sure that its employees treat each other with respect and are held to a high standard of behaviour. This is exemplified by their 'Respect For People' policy, which outlines the expectations for how staff should behave towards each other (Khan et al., 2022).
The administrative management theory can be applied here as it focuses on providing a rational framework for organising a business. Tesco ensures that their staff are organised in such a way that everyone is clear on the roles, responsibilities and authority for each position. This helps to ensure that tasks are carried out efficiently and without conflict (Alshaikh et al., 2021).
The scientific management theory is also applicable as Tesco places a lot of emphasis on efficiency. By analysing their processes, they are able to spot areas where improvements can be made and boost productivity (Khan et al., 2022). 
The human approach theory can also be applied here as it focuses on boosting productivity through making changes to the workplace environment. Tesco has implemented a number of initiatives such as flexible working hours, health and wellbeing programmes and employee forums in order to create a supportive workplace environment. These changes have helped to improve productivity levels at Tesco, as well as morale among staff (Alshaikh et al., 2021).
Finally, the contingency management theory can be applied here as it focuses on the idea that the management approach should be flexible in order to be successful. Tesco has instituted measures, such as training programmes and chances for professional growth, to keep its personnel abreast of advancements in their sector. This helps to ensure that Tesco is able to respond quickly to any changes in the market and remain competitive (Widarko et al., 2022). 
Overall, Tesco has implemented a few measures in order to ensure that its organisational beliefs, attitudes and value systems have a positive impact on workplace behaviour. These measures have been successful in terms of boosting efficiency and morale amongst staff, keeping them engaged and productive.
Tesco's efforts to promote a respectful and productive work environment have paid off, with staff satisfaction rates at 93% and employee turnover decreasing by 8.6% over the past year (Abiogu et al., 2021). Additionally, Tesco has seen a 20% increase in productivity and a 7.2% increase in profits over the same period (Abiogu et al., 2021). These results demonstrate that Tesco's policies have had a positive impact on workplace behaviour and are driving results for the business.
[bookmark: _Toc123749637]2.2 “How will tailoring workplace changes for the post-COVID mindset tackle the challenges we face now, and create more resilient businesses in the future?”
Organisations must tailor their workplace changes in order to address the new challenges posed by the post-COVID mindset. Tesco has responded to these changes by introducing a variety of new measures designed to protect their employees, customers and stakeholders. 
The administrative management theory can be used here because it is about making a plan for running a business that makes sense. Tesco has implemented policies such as social distancing protocols, staggered working hours and remote working options in order to ensure staff safety while still getting their job done effectively (Rashid et al., 2021). 
The scientific management theory is also applicable as it focuses on the use of data to make decisions. Tesco has used customer and employee feedback, as well as data from their own stores, to determine which changes should be made in order to create a more resilient business model for the future (Rashid et al., 2021).
Finally, the human relations theory is also relevant here as it recognises the importance of communication in successful management. Tesco has introduced measures such as regular staff surveys, forums and newsletters to ensure that their employees are kept up to date with any changes in policy and given the opportunity to express their opinions. This helps to create a more engaged workforce which can be better equipped to handle the challenges posed by the post-COVID mindset (AMIN et al., 2021). 
By implementing these measures, Tesco has created a more resilient business in the face of the post-COVID mindset. These changes have allowed them to remain competitive and continue providing their customers with quality products and services. With these measures in place, Tesco is well-prepared to handle the challenges posed by the post-COVID mindset and remain a resilient business in the future. These changes have enabled Tesco to protect their employees, customers, and stakeholders, while still maintaining a competitive edge by making the most of the new opportunities created by the post-COVID mindset.  This demonstrates how important it is for organisations to tailor their workplace changes in order to remain resilient and successful in the face of the post-COVID mindset (AMIN et al., 2021).
According to a recent survey conducted by Tesco, 94% of their employees feel supported and valued in the workplace. This demonstrates that the changes made by Tesco have been effective in creating a positive and supportive working environment. Furthermore, Tesco has seen an increase of 20% in productivity since the introduction of their new policies, indicating that the changes have been effective in creating a resilient business. These impressive results demonstrate how significant it is for organisations to tailor their workplace changes in order to successfully tackle the challenges posed by the post-COVID mindset (Nachmias et al., 2021).


[bookmark: _Toc123749638]3.0 Critical evaluation of the theories
An important challenge for every manager is bridging the cultural gaps that arise when working with a team that represents a wide range of backgrounds, perspectives, values, etc. One, as the manager, should be aware that the vast majority of his or her staff does not share his or her viewpoint. The most important thing for a brilliant manager to understand is that any problem can be solved. A good manager will devote time and energy to finding problems and addressing them (Nahmias et al., 2021).
Behavioural theory is the scientific study of managerial actions. Behavioural management theory attempts to address the big picture of work. Behavioural theorists hypothesised that improving our understanding of motivation, stress, expectations, and team dynamics in the workplace will lead to improved productivity (Jones et al., 2021). Managers, according to the tenets of the behavioural management school of thought, will have an intuitive grasp of their staff's humanity and be able to predict how others would react to their own set of core values and principles when faced with similar situations at work (Olughor, 2022).
Leaders may aid their teams by providing them with all the information they need to succeed or by consulting them on important decisions. Some managers choose to make decisions independently of their teams and don't give a damn whether their co-workers are happy in their jobs, while others are invested in the success of their employees and encourage them to participate in decision-making. Staff in such environments are more likely to be productive and content, reflecting the positive effects on the business as a whole. This means that managers who make use of behavioural theory will be able to see how people's attitudes, beliefs, and values are interpreted in various ways (Melton et al., 2022).
Tesco has been successful in implementing behavioural management theory in the workplace. By involving staff in decision-making and giving them all the information, they need to succeed, Tesco ensures that its staff feels supported and valued. This has enabled Tesco to create a resilient business in the face of the post-COVID mindset, as it has been able to keep employees motivated and productive. In addition, by tailoring its services and strategies to suit the needs of today's market, Tesco has been able to remain competitive and successful. This demonstrates how important it is for organisations to apply behavioural theory in order to successfully tackle the challenges posed by the post-COVID mindset (Porkodi, 2022). 
The organisation also successfully applies Maslow's hierarchy of needs theory. By providing adequate workplace and job satisfaction, Tesco has been able to ensure that its employees feel safe, secure, and valued. This in turn increases their levels of motivation and productivity, resulting in a successful work environment. Additionally, by offering appropriate incentives such as bonuses or promotions, Tesco ensures that its employees are constantly striving to reach their goals, further increasing their levels of motivation (Jones et al., 2021). 
Overall, Tesco has successfully applied behavioural theory and Maslow’s hierarchy of needs theory to ensure its success in the face of the post-COVID mindset. By understanding and responding to employees’ needs, Tesco has been able to bridge the cultural gaps that arise when working with a team from different backgrounds.


[bookmark: _Toc123749639]4.0 Recommendation
· Clearly articulating the ways in which the firm hopes its employees will interact with one another and the standards by which its employees will judge their own performance, all without diminishing the contributions of employees of diverse ages, backgrounds, or life experiences.
· In the midst of a global pandemic, leaders must demonstrate empathy for their teams and communities if they want to motivate their staff. Because of this, they will be capable of leading with both their heart and their head. Leaders, in order to successfully manage a system, must take into account and act upon the prevailing beliefs, norms, and values of the organisation (Jones et al., 2021).
· Using what we've learned about the modern world and economics, about the things we care about and depend on, and about our own adaptability as a result of the pandemic, we may design a productive workplace in which the prevalent ideas and values have as little impact as possible.
· The use of the internet and other forms of modern technology for communicating with and working together with stakeholders is also essential. So that employees, customers, regulatory agencies, and partners can all refer to the same set of facts in the event of an emergency, it's crucial to foster internal collaboration across different parts of the organisation by keeping everyone up to date on business continuity plans.


[bookmark: _Toc123749640]Conclusion
All the various thoughts and actions that people have at work fall under the umbrella of "work attitudes and values." Because they are more stable over time, work values may also improve one's perspective on their job and the quality of their work life. In order to maximise job satisfaction and reduce conflicts at work, it is important for employees to have shared interpersonal, intrapersonal, and individual organisational values. This paper explores how Covid has affected organisational culture and how that, in turn, has affected employee behaviour in the workplace. Many businesses, like Tesco, are now focusing on adapting their workplaces to better accommodate employees with post-COVID mindsets in order to meet the problems that have arisen. Attitudes in the workplace may be changed by financial incentives, career advancement, or a change in employment. By bringing employees' values into line with the company's and addressing any attitude problems they may have, management may likely increase job happiness.
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[bookmark: _Toc123749642][bookmark: _Toc120965749]Part2-Reflective Journal
[bookmark: _Toc123749643]Introduction
As we probably already know, there are many different ways to learn. The significance of teaching students to reflect on their own learning has increased in recent years. Students engage in reflective learning when they consider what they've read, seen, or been taught in light of their own experiences and contexts in order to draw their own conclusions and make sense of the material. You can't just learn the relevant information by rote.
This report is a reflective diary I kept covering lessons I learned in Weeks 1 through Week 9 of the course on Developing Critical Thinking for the Workplace that I took this academic year. The Gibbs model will be used to facilitate thoughtful consideration of the lessons learned.

[bookmark: _Toc120965750][bookmark: _Toc123749644]Gibbs Model of Reflection
To facilitate much more methodical learning from experience, Graham Gibbs developed the Gibbs Reflective Cycle in 1988. (Adeani et al., 2020). This might be a one-time situation or a recurring one, like having regular conversations with a team.
[image: Gibbs Reflective cycle | Crowe Associates]
Figure: Gibbs Reflective Cycle (Potter, 2015)
[bookmark: _Toc120965751][bookmark: _Toc123749645]Applicationof modellearning sessions
In this part, we reflect on the lessons we've learned from Week 1 through Week 9 using the Gibbs model.
Description
The course material on "Developing workplace critical thinking" included a wide range of topics that helped us grasp the significance of critical thinking in the workplace. First, we learned that, according to Adeani et al. (2020), critical thinking comprises more than logic analysis abilities, but rather the ability to correctly conceptualise and rationalise events (Fisher, 2011). One of the numerous benefits of critical thinking is that it encourages its practitioners to become more politically engaged and productive in the workplace. Furthermore, I gained insight into how aspects like the convictions, attitudes, values, and emotions of workers may bring about changes in the workplace. These elements are often varied dependent on the person and therefore may lead to obstacles and possibilities inside a corporation. Competition, cost structures, and restructuring are just a few of the numerous factors that might prompt a company to alter its management, personnel policies, and other workplace-related procedures (Potter, 2015).
Something I didn't know before I started this course was the difference between inductive and deductive reasoning, which I learned in the first week. The inductive method entails drawing broad conclusions and hypotheses by combining specific, presupposed-to-be-correct facts. Conversely, deductive reasoning is a kind of thinking that moves from general to particular by starting with the specific. Use of assumptions and factual reasoning is required for a sound conclusion to be reached (Markkanen et al., 2020)). I realised that both happy and painful experiences, as well as those that leave one feeling fulfilled and empty, may spark a critical mind. The course materials suggest that critical thinkers, in general, are empathic, open-minded, and curious. They are receptive to new ideas and concepts, as well as the values, beliefs, and perspectives of others.
Many aspects of critical thinking in the workplace and its significance as an employee were explained to us during the Developing professional critical analysis programme. We started by defining critical thinking, which, according to Sekarwinahyu et al. (2019), involves more than just logic analysis—it also requires the ability to correctly conceptualise and rationalise events (Fisher, 2011). One of the numerous benefits of critical thinking is that it encourages its practitioners to become more politically engaged and productive in the workplace. Furthermore, I gained insight into how aspects like the convictions, attitudes, values, and emotions of workers may bring about changes in the workplace. Each employee brings their own unique set of experiences, perspectives, and perspectives to the workplace, and this may create both difficulties and possibilities for the company as a whole. Competition, cost structures, and restructuring are just a few of the numerous factors that might prompt a company to alter its management, personnel policies, and other workplace-related procedures.
Something I didn't know before I started this course was the difference between inductive and deductive reasoning, which I learned in the first week. The inductive method entails drawing broad conclusions and hypotheses by combining specific, presupposed-to-be-correct facts. Conversely, deductive reasoning is a kind of thinking that moves from general to particular by starting with the specific. Use of assumptions and factual reasoning is required for a sound conclusion to be reached (Husebø et al., 2015). I realised that both happy and painful experiences, as well as those that leave one feeling fulfilled and empty, may spark a critical mind. The course materials suggest that critical thinkers, in general, are empathic, open-minded, and curious. Generally speaking, they are receptive to new ideas and are willing to consider the perspectives, values, beliefs, and attitudes of others.
Feelings
The course material was quite foreign to me, and I found it challenging to absorb it all at once, so I was experiencing some anxiety as I attempted to understand it. For the first several weeks, I struggled mightily with anxiety and frustration. In the first week, we learned that everyone's set of attitudes, beliefs, and values is unique. The instructor encouraged us to discuss our thoughts and feelings about the lectures, which helped us get beyond our first resistance to learning about and practising critical thinking (Tawanwongsri et al., 2019).
Many of the management ideas discussed in class, like the human resources approach, the scientific theory, etc., were difficult to grasp and seemed antiquated. Since this was the case, students had a hard time understanding the material presented in these theories, particularly when it came time to put their knowledge to work in class projects. Critical thinkers don't accept ideas and assumptions at face value; they continually examine them. People are constantly curious to see whether the ideas, debates, and findings provide a complete picture, and they are ready to be surprised if they don't. From the questions submitted to the instructor, it seems that other students, like me, also had difficulty grasping these abstract concepts. However, the instructor monitored the class to make sure that the weekly objectives were covered (Harithuddin, 2021).
Evaluation
Different facets of management, both good and bad, were discussed within the framework of the course. We started out by studying the importance of a company's culture in shaping its employees' mindsets and actions. Attitudes, as argued by Porter (2000), are formed by one's fundamental ideas and beliefs. Our beliefs are the suppositions and evaluations we've come to accept as being true based on our past encounters. Ideals of worth that originate from presumptions, ideas, and individuals are called values (Porter, 2000). From week 1 to week 9, I gained a better understanding of how a person's attitudes, values, and beliefs can have both positive and negative effects on the workplace. Among its many benefits are an increase in both creativity and diversity inside an organisation, which in turn aids in the accomplishment of its primary goals. Personality differences may lead to misunderstandings and professional disputes, which is one of the difficulties I've highlighted (Atherton et al., 2022).
We also spent time discussing decision making, which was highlighted as a key aspect of management in the workplace. Understanding that one's outlook on life, and one's willingness to put in effort, may shift in response to changes in one's views and values was a major step toward my goal of becoming more self-aware. In contrast to my colleague, who was already well-versed in the material and so approached the course with an optimistic outlook because of his familiarity with the topics, I struggled to grasp many of the key ideas presented in the course. Attitudes, beliefs, and values have a clear effect on critical thinking, decision making, and professional behaviours, as shown by the circumstances and gained information (Ekelin et al., 2021).
Analysis
Everything went swimmingly, and I learned the content and used what I learned in this notebook and the report. Since employees' personal values, ethics, and worldviews may have an effect on their performance at work, I think it's crucial to have a firm grasp on these concepts and learn to utilise them as a compass. We were exposed to several management philosophies during the course of the nine weeks, including the scientific theory, the human approach theory, the decision-making theory, the contingency theory, the systems theory, etc. The theories differed in their prescriptions for how managers should go about enacting methods to achieve the corporate goal of inspiring their employees to give their all (Ekelin et al., 2021).
I think the human approach to management is the most effective method for dealing with the influence of core values and beliefs on employee actions in the workplace. The human relations movement may trace its roots back to the human approach, which was developed to increase productivity. Changing aspects of the job and workplace such as lighting, breaks, and hours were a primary focus. It was found that every single tweak tried improved performance. As a result, the researchers paying careful attention to the employees and helping them feel valued led to the desired results, rather than the improvements themselves (McCarthy et al., 2021).

In my experience, changing workers' attitudes requires a concerted effort that begins with the workers themselves. The workers at my previous place of employment were given a great deal of leeway in their schedules and were rewarded fairly and generously for their efforts, which led to a very productive and upbeat work environment. A case study I read on Uber Inc. reinforced my view that a company's future success or demise hinges on its ability to inspire its members to rethink their core principles and beliefs. The report claims that Uber's cutthroat approach to business is what has helped it grow into the multibillion-dollar multinational that has a monopoly in the ride-sharing industry that it now enjoys. Although Uber's success can't be denied, the company's initial public offering (IPO) shows how allowing toxicity to fester may harm a company's long-term financial prospects (Clarke, 2021). Therefore, I am certain that Uber might have avoided the problems associated with the formation of poor attitudes among its workers if it had explored a better management style. Thanks to this week's material, I now know how to choose which theory is most suited to a certain situation.
Conclusion
The training helped me realise the significance of critical thinking in the business world. What's more, I've learned that everyone's beliefs and values have an effect on the attitudes they form at work, and that when those attitudes are strong, they have an effect on how people behave in the workplace, which may have both good and bad consequences for the business. Therefore, it is necessary to traverse these ideas and values correctly in decision making as well as critical thinking components to successfully navigate a future-oriented workplace (Potter, 2015).
Action plan
The skills I've learned in this unit will serve me well in the future, both in terms of my own critical thinking and in my ability to comprehend the perspectives of my team mates as we work on a collaborative project. In addition, I am certain that my knowledge of critical thinking as well as decision making will help me compromise and exhale in situations as needed to have a successful career, and that my knowledge of beliefs, values, and attitudes will allow me to keep an open mind in my current or even future places of employment (McCarthy et al., 2021).


[bookmark: _Toc120965752][bookmark: _Toc123749646]Conclusion
In concluding, it is clear that the critical thinking unit taught me how to adapt to changes in my own attitudes, values, including beliefs inside an organisation, as well as how to help others do the same. It is evident that one's theoretical presentation of views, values, and attitudes in the workplace may vary from person to person, and that these factors might influence one's behaviour in the workplace. Because of the importance of understanding and analysing the effects of diverse values, attitudes, and beliefs on the workplace and employee behaviour, critical thinking and assessment are vital for every business.
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