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 Executive summary
This study will examine how an organization's beliefs, values, and attitudes affect how employees act and feel. Employees may have different ideas about how management theories work based on their views, values, and attitudes. In the report below, we will look at different management theories, such as the human relationship theory, the X and Y theory, the participatory theory, the MBO theory, and the contingency theory. We will look at how these ideas are used in an organizational setting.
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Part 1-Individual Business Report
[bookmark: _Toc141404269]Introduction
The organizational beliefs, attitudes, and value systems affect the actions and attitude of employees, which in turn are affected by the management theories used by managers. Dale (1965) says that the way managers handle and organize their employees has a big effect on how employees work together within the organization. If managers use a theory called "participative management" and include employees in the decision-making process, employees will feel valuable in the organization. This will encourage them to follow the rules and laws of the organization by doing their jobs well. On the other hand, people who prefer a centralized way of making decisions might not agree with the participatory theory. In that case, the idea might not work as well or as efficiently as it could. In an organization, there are many different people with different beliefs, attitudes, and ideals. But it's up to the people in charge of an organization to use the right style of management to change people's beliefs, attitudes, and values so that their actions and attitudes at work are in line with the organization's goals. This study will look at numerous theories of management and how they have been used at Sainsbury's.











[bookmark: _Toc141404270]Overview of Sainsbury’s 
John James Sainsbury started Sainsbury's in 1869, making it the second biggest supermarket company in Britain (Mirrazavi and Beringer, 2007). The company began with a single store on Drury Lane. Now, it is one of the biggest sellers in the UK, with a 14.6% share of grocery sales, and has grown from there. There are three important parts to the company: the store business, Sainsbury's bank, and Argos. The biggest owner of the company is the Sovereign Wealth Fund of Qatar. Sainsbury's is a multi-channel store that sells food, clothes, and other goods. Sainsbury's has many kinds of stores, such as supermarkets, convenience stores, station stores, superstores, and so on.
[bookmark: _Toc141404271]Key management theories 
(Luthans and Stewart, 1977) A management theory is a group of ideas that give broad rules for how to run an organisation. These ideas talk about how supervisors can put together plans to help an organisation reach its goals and aims. Leaders usually use ideas from management theories based on how well they fit with the organization's mindset and how employees see them. Even though management ideas have been around for a long time, they are still useful for running businesses and directing teams and groups at work.
Human relations theory: Elton Mayo came up with this way to make workers more productive (Nicotera, 2019). This theory is about people's wants and how they act as a result, both individually and as a group. People need to be managed with an interpersonal method. In a group or organization, there are both official and casual parts. The framework of an organization is a formal element, while how people talk to each other is a personal element. This method needs to be managed so that employees stay inspired and happy at work, which will lead to job happiness. The way people connect with each other in a group affects how the group acts and how well it does.
Participative management: Miles and Ritchie (1971) also call this type of management "participatory management," because workers are involved in making decisions. Managers ask workers to help make decisions by doing things like setting goals, figuring out work schedules, making ideas, etc. Managers give their employees more duties. They must put together a self-directed team and are asked for comments. The goal of this theory is to get employees involved at all levels of the organization so that they can help solve problems and put the solutions into place.
Theory X and Y: Douglas McGregor came up with this idea. He also came up with two different ways to manage based on how employees are thought to be motivated. Managers who think that their workers don't like their jobs and aren't happy at work (Bass, 2015) use the X theory. On the other hand, Y theory is used by managers who think their workers do a good job and are committed, involved, responsible, and self-motivated. Theory Y is more like a type of management called "participative management," which encourages workers to work together. But micromanagement is affected by theory X.
Management by Objectives (MBO): This is a strategy that business organisations use to improve their success. The organization's goals and objectives are set by the management, who then tell the workers what needs to be done to reach the goals on time (Kyriakopoulos, 2012). The work of employees needs to be tracked and judged so that growth can be measured by comparing real performance to what was expected. When workers get to choose their own goals and plans of action, they tend to be more creative and effective at reaching their goals.
Contingency theory: Fred Fiedler came up with this idea and his famous "dependency model" (Fisher, 1998). This is a set of psychological theories that say there is no one best way to lead an organisation. Instead, the group should choose a boss who can make good choices based on how things are going. How well management functions work depends on the specifics of a scenario and how they play out. The theory says that different organisations have different situations, so they need different tactics and techniques to deal with those situations.

[bookmark: _Toc141404272]Application of theories in Sainsbury’s 
(Herath and Rao, 2009) say that management theories give managers instructions and a framework for how to lead, organise, and work with their workers. Depending on the style of management ideas, the way people are led, organised, and work together can be different. The way workers act at work is greatly affected by how different management ideas are put into practise. Different theories of management offer different types of leadership, such as democratic, autocratic, transformational, transactional, or popular leadership. Managers can use any of the types of leadership to talk to their employees, make decisions, and motivate their workers. Depending on the manager's style of leadership, the way he or she interacts with employees, makes decisions, and motivates them will be different. This will affect how employees feel about the organisation in different ways (Nicotera, 2019). The views, attitudes, and value systems of an organisation can be influenced by the types of management that are used. On the other hand, the views, attitudes, and value system of an organisation shape the way employees act and think. All these things come together to form an organization's culture, which is made up of shared beliefs, practises, and values that guide what employees do and how they make choices at work. 
Leigh and Waddock (2006) say that Sainsbury's does not allow the making of goods that are bad for customers. The company's goal is to make high-quality products, which are in line with the company's ideals and views. Managers and leaders teach workers to care about customers, which has a direct effect on how they act at work. The workers are told to treat all people in the same way and in a fair way. Both the people who make the goods and the people who sell them at Sainsbury's are treated well and paid fair pay. Kolodinsky et al. (2008) say that employees should always think that the customer is right and try to be nice and humble with them. This behaviour and attitude of the workers comes from the beliefs and ideals of the organisation, which are influenced by managers and leaders who use the right management theories. The leaders of Sainsbury's use different types of management styles to deal with different problems. At the store level, the Sainsbury's management team uses a style of management called "participative management" to make decisions about how the shop is run. Before deciding, most store managers talk to skilled and experienced staff to get their point of view and other information (Sharman et al., 2020). This helps them make a good choice. 
Managers show that they care about their employees so that they feel important and are more likely to follow the organization's views, attitudes, and values.  Sainsbury's always makes sure that its workers have a better place to work with the right tools so that they are motivated to do good work. Transformational leadership theory is used at Sainsbury's to make big changes happen in the best way possible. (Cuganesan et al., 2018) All of the high-level workers work together to make the change happen in a way that works well. Staff meetings are held regularly at Sainsbury's so that workers can talk about business choices. The people in charge at Sainsbury's think that participatory management is the best way to keep employees inspired to act in a way that helps the business reach its goals. Management puts employees in order of importance so that employees understand how important goals are and try to put all their choices and desires in order of importance. When some workers don't follow the manager's instructions, they tend to use an authoritarian style of management to run the day-to-day business. 
[bookmark: _Toc141404273]
Critical evaluation of the theories
How well workers understand management theory relies on what they believe, how they act, and what they value. Aside from organizational ideals, different workers with different ways of thinking can have different ideas about what the theory means. A theory of management can be seen in a good or bad light, depending on how each person sees it.
The human relationship theory of management can be seen in a good way by people who put emotional intelligence and understanding first (Fox, 2006). The theory's focus on meeting the wants of workers and helping them reach their job goals might be something that those people like. On the other hand, people who are more focused on getting things done and getting more done might be sceptical of the human relationship idea. They might think that if they focus on building relationships at work, they won't be able to reach their goals. This group is more interested in a management style that focuses on tasks than on relationship theory.
The theory X and Y of management can be changed by differences in culture. Some cultures might put more weight on the collectivist values of teamwork by putting more weight on the principles of theory Y (McGregor, 1960) that emphasise team unity. But the assumption of theory Y is more important in an independent society, which is more focused on personal success. Leadership can change how people understand X and Y theory. Transformational leaders are more likely to use theory Y, while transactional leaders are more likely to use theory X.
The management by objectives theory is seen as a good thing by people who are both goal-oriented and performance-driven. They like the way that setting goals in an organised way gives clear direction and encourages workers to reach their goals. Individualist employees might see MBO as giving them more power because the theory stresses personal responsibility to help employees reach their goals and aims (Marchant, 1971). Collectivist workers, on the other hand, don't see MBO in a good light because they care more about how achieving individual goals affects the team. They care more about making it sound like a team-based method than MBO.
The participative theory of management (Sharman et al., 2020) says that this phrase is taken in a good way by people who value workers' opinions and want to give them a say in how decisions are made. They can see how the theory can increase employee engagement and involvement, motivate the employee, and value the employee's opinions to make them feel like they are important to the organization. But people who want an authoritarian boss and who think that an organization's decision-making process should be centralized don't like the participatory theory. Instead, they are sceptical about the idea. They might see the idea as something that could slow down the process of making quick decisions.
The contingency theory (Ertosun and Adiguzel, 2018) could be seen as a good thing by those who like leaders who are flexible. They might like leaders who are sensitive and flexible, so they might like a theory of contingencies that lets leaders make different decisions based on what's going on. These people like the idea of making leadership fit the situation and what needs to be done. They can change their style of leading to fit the situation. But people who like an organised and rigid way of leading might not like the idea of a flexible way of leading. They think that leadership should always use the same style to lead employees, no matter what is going on, so that employees are aware of the styles and can learn to work with them. (Luthans and Stewart, 1977) say that the freedom of the flexible leadership style makes it hard to follow. People who like participatory and open types of leadership also think that contingency theory is a helpful theory. They think that letting subordinates weigh in on important decisions can help managers get a variety of views from which they can choose the best and most appropriate one to handle the situation. 
This means that workers with different views, attitudes, and values will have different ideas about how management theories work. 

[bookmark: _Toc141404274]Recommendations 
· After the COVID outbreak, business organisations are facing several problems because a lot has changed.
· Changes that were made during the pandemic need to be tweaked so that they can be used to solve problems now and in the future.
· Many workers are still in the process of adjusting to life after the outbreak.
· Organisations need to adapt to the change by allowing people to work from home, having open schedules, and using hybrid work methods.
· During the pandemic, most businesses went through a digital change.
· For this, technology must be invested in.
· During the pandemic, making sure employees were healthy was a top priority.
· Current workplace policies and practises need to be changed to put the health, mental well-being, and work-life balance of workers first.
· Businesses need to be ready for any kind of uncertainty that might come up in the future.
· In the current situation, you need to plan for different possible futures and figure out how to be more successful in the future.

[bookmark: _Toc141404275]Conclusion 
Management theories help managers learn how to run their businesses and organize their workers in the best way possible. Managers of an organization can use different types of management theories, but it's hard to figure out which one is best. They should put into practice a theory that could help them manage their workers and change their beliefs, values, and attitudes. Managers should choose management styles based on what their employees want. Managers at Sainsbury's use a variety of management styles to keep their workers working well. But after COVID, businesses need to adjust the changes they made during the pandemic to make them more secure in the future.

[bookmark: _Toc141404276]Part 2-Reflective Journal
I've been to all the teaching and learning classes from 1 to 9 to learn about the beliefs, attitudes, and values of a company at work. Before I went to the sessions, I didn't know much about these things. But after the sessions, I know a lot more about how beliefs, attitudes, and values affect how employees act and think at work, as well as the differences between these things in an organization. I have learned how management theories shape the views, values, and attitudes of a company. 
Beliefs, opinions, and values are all psychological factors that have a big effect on how people act and what decisions they make at work (Brohan et al., 2012). There are connections between these things, but they also show different parts of a person's mind that can have different effects on how the workplace works.  Beliefs are what a person thinks and feels about other people, places, events, situations, and the world around them. People get their beliefs from their own experiences, schooling, growing up, exposure to things, and knowledge. (Crumpacker and Crumpacker, 2007) say that a person's views can change how they see things at work. Based on their views, they see different jobs, colleagues, and the organization in different ways. I've learned that if an employee thinks teamwork is important for improving team performance and reaching organizational goals, he or she will work with other team members to get the job done on time. But if the employee doesn't think teamwork is effective, he or she won't help with the process and will only do tasks on their own. When workers believe and trust in their skills and abilities, they can take on difficult tasks with confidence and work well to get the job done. Everyone should believe in their own abilities, worth, and skills. This will help them feel good about themselves and use their skills in the right place. 
(Zytowski, 1970) says that values rest on rules about how a situation or even a link between things should be. Workplace values are the driving principles that help people make decisions about what to do and how to act at work. Values are the things and qualities that a person thinks are valuable and important. If I care about something, I will do my best to keep it safe. The ethics of the workplace, how decisions are made, and the character of an organization are all affected by the beliefs of both the people in the organization and the people who work there. When both workers and the organization share the same beliefs, a feeling of alignment and uniting is made. During the learning classes, we were shown different types of values. I've looked at these cases and learned more about workplace ideals in general. If integrity and social responsibility are important to an organization, then when top management asks workers to handle a problem on their own, they are more likely to do so in an ethical way. If the workers also cared about being honest, they would make decisions that were in line with the organization's standards. But if these things are important to employees but not to the organization, there will be a conflict between the employees and the organization. It could make the workers want to leave a job where their ideals aren't considered. Kolodinsky et al. (2008) say that the values of the workplace should be in line with the values of the organization. They should be aware of the right and wrong ways to do their jobs and always give the right ways the most attention. Workplace ideals include being responsible, dependable, strong, honest, positive, on time, paying attention to details, keeping promises, and making a difference. The values that workers bring to work need to match the values that the organization has for work. Organizational values set the tone of the organization's culture, and the way employees act changes based on the culture and values. Bringing together the values of workers with the values of the organization helps the organization reach its main goals by giving both the employees and the organization a shared goal (Feldman and Lynch, 1988). If the ideals don't match up, people will work on different goals to reach different goals. This is very bad for a business because it can make it hard for workers to work together, be creative, take responsibility, and be reliable. We were thought to know what our own values were before we learned about the values of the workplace. I've learned to tell the difference between different things so I can decide if this or that is important to me. Personal value can be shown by the difference between delivering great work after the deadline and meeting the deadline by delivering average work. Since meeting the goal is more important, it is more useful. I might fail if I don't turn in my assignment by the due date, so I would rather meet the limit.

Milliman et al. (2003) say that attitudes are the emotional and critical reactions that people have toward other people, things, or even situations. Depending on what people believe, their attitudes can be good, negative, or even neutral. Organizational ideals, views, staff motivation, and job satisfaction can all influence how people act at work. If employees are happy with their jobs, they will have a good attitude towards the company and other workers. But if they are not happy with their job, they will have a bad attitude towards the company and colleagues. When workers have a good mood at work, they are more likely to get involved in the organization's culture and work harder. But the negative mood could make people not care as much, which might cause damage results. (Gaidhani et al., 2019) say that employees who have a good mood can do their jobs quickly and well, with good results in the end. How well each worker does his or her job depends on how well he or she gets along with the other workers. If employees keep good relationships with colleagues by having a positive mood, their colleagues might help them do both solo and teamwork. Having a positive attitude is very important if you want to get along with colleagues. Also, workers must have a good attitude about their jobs. If they don't like what they're doing and have a bad mood, they won't be able to get the job done. Work can be fun and enjoyable when people bring positive energy and a good mood to it. I've learned that when I think happily about my work, I get a lot of energy and can keep working until it's done. But when I don't care about my work and have a bad mood, I don't get it done on time. After I realized that, I took my work much more seriously. A positive mood at work can help an employee's job in many ways. (Cuganesan et al., 2018) A worker's progress relies on how well he or she does at work. When an employee has a good mood, they always take their job seriously and focus on doing it well and quickly. They don't try to find reasons not to work or complain about how hard it is. Instead, they try to work on whatever they can to meet the goal. Positive workers are more interested in their jobs and always try to do the best job they can. They do their jobs quickly so that their productivity goes up and they can add to the success of the company. They can give better performances while making fewer mistakes.  The positive attitude of the leaders is very inspiring and makes the people who work for them want to do their best. When leaders have a good mood, it's easy for their subordinates to try to do their jobs well. Leaders should always have a good outlook on their employees, their jobs, and the organization. Bulgurcu et al. (2010) found that when employees have a good mood towards colleagues, they build good relationships with them. This helps them build effective teams that can do different kinds of teamwork. When everyone on a team has a good mood about their work, they work together to reach a shared goal. The workers with a good attitude also respect the skills of others and help the ones who aren't as good so that everyone is on the same level. They can also make good choices because of how positive they are. Employees can make the best choice when they have a happy mood that makes them think in a healthy way. They can also get past any problems that stand in the way of reaching their goals. When they realize they can get past problems on their own, they become self-motivated. A positive mood not only helps workers get along with each other, but it also helps them get along with customers. It also helps to get customers more involved and keep them coming back. When workers have a positive mood, it's easier for them to deal with stress at work. They take any suggestions in a good way and get around the problems. They try to think happily to get rid of stress and have a healthy, happy work life. 
The success of an organization at work depends on how well managers, leaders, representatives, and workers understand the values, beliefs, and attitudes that have a big effect on how employees act (Crumpacker and Crumpacker, 2007). A positive attitude can be controlled by making sure people know what the organization's goals are. To change the way workers, feel, first the company needs to figure out what its values are, and then it needs to have faith in its own skills and abilities. Depending on the views, values, and attitudes of the organization, employees may act differently in different work situations. Management must use a good idea to control the way employees act and think. I've learned about the human relationship theory, the X and Y theory, the participatory theory, the contingency theory, and the management by goals theory. All these ideas are good at what they do best in different situations. There are many ways in which these ideas affect how employees act. People from different backgrounds, countries, and ways of thinking can also have different ideas about how to understand these ideas (Oreg and Katz-Gerro, 2006). Some people might think these ideas are good, while others might think they are bad. It depends on what each person thinks, values, and does. For example, the participatory theory of management, which puts the freedom of each employee first, can be seen in a good light. On the other hand, some people might prefer a centralized decision-making process over a participatory decision-making process in which all workers from all levels of management take part. Different people have different ideas about a certain theory, and these ideas don't match up. Before putting any kind of management theory into practice, managers should focus on showing how the organization's beliefs, values, and attitudes match up with those of the employees (Cuganesan et al., 2018). When there is harmony between the organization and the employee in terms of their similar beliefs, attitudes, and values, managers will be able to put in place a good management theory that will be seen positively by everyone involved. In this case, there won't be a single person who doesn't agree with the idea. Because of this, it is very important for the views, attitudes, and values of the organization and its workers to be in line with each other.
I've learned how important it is for an organization and its workers to be on the same page. This will help me in the future when I work for an organization. I know what my values, views, and attitude are, which will help me figure out if my opinions and those of my organization can match up. I will only work for the organization if I can have a positive approach towards my job, my college, and the company, and if I can do my job roles and tasks well. This will also help me see how management ideas can be used in a good way. I will be able to follow the good effects of the management theory used by the managers of the company where I will work in the future. The things I've learned from sessions are very important and have made me smarter and more experienced. By coming to the classes, I've been able to learn new things, which I'm very thankful for. I hope to keep learning and use what I've learned in the right ways. I will put my beliefs first and try to keep a good mood so I can focus on getting my work done without looking for reasons not to. I think that hard work will help me get where I want to go. 
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