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Executive Summary
Most successful organisations have forged forward and become successful due to the ability to handle different situations in the business environment. The capacity is credited to the critical thinking skills applied by the employers and instilling the same in the employees. This report critically explained the difference between beliefs, attitudes and values. The report found out that attitudes are derived from one’s beliefs and values and how people behave. The report also assessed the beliefs, attitudes and value systems of an organisation and their impact on workplace behaviour by looking into Tesco’s value systems. The report applied a few management theories like bureaucracy, contingency and systems management to evaluate behaviour in the workplace. Finally, the report provided recommendations on how employers needed to handles the post-Covid workplace situation and expectations.
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1. [bookmark: _Toc58490992]Introduction
An individual that is open-minded and can apply a variety of alternatives to a particular situation is considered as a critical thinker. Critical thinking involves evaluating a situation and making judgements based on informed decisions through observations and deep reflection. Critical thinking as a concept pertains employing skills that are beyond logical analysis and questioning the rationale that revolves around normal actions and thoughts. Simply, critical thinking entails a process of applying a variety of intellectual skills and habits that are considered psychological in a bid to communicate with clarity, solve problems efficiently and come up with meaningful truths. Critical thinking is important for it enables an individual to think outside the box and employ logical reasoning by questioning facts in order to come up with conclusive solutions.  
Employers are now looking past the academic qualifications of a prospective employee and are focusing on skills such as technology and critical thinking. 
Tesco is a public limited company that was established in 1919. The company operates in the retail industry and retails groceries and general merchandise. Tesco runs operations in the United Kingdom, Ireland, South Korea, India, Czech Republic, Hungary and Slovakia. Tesco is a multinational company with headquarters in England, United Kingdom. The company ranks as the third-largest retailer worldwide and its products include convenience shop, supermarket, hypermarket and superstore. As of 2019, Tesco has close to 450,000 employees and 6,800 shops in various locations (Tesco, 2020). As a company that operates in the continents of Asia and Europe and one that has employed product diversification and workforce diversification, Tesco is bound to face challenges that might impact the flow of operations if not well mitigated like the Covid-19 pandemic. For instance, the company might experience a low turn up of customers due to fear of the virus and the employees might not perform optimally due to the fear as well. In addition, the company has experienced extra costs incurred while recruiting new employees to cover for the staff that are absent. However, Tesco has truned around the effects of the pandemic to its advantage. The company has leveraged on the internet and digital marketing by having customers make orders online and the products being delivered to them in the comfort of their homes while at the same time adhering to the restrictions put in place. Tesco has been able to employ close to 16,000 employees at the height of the pandemic to help manage the increase online shopping. In this regard, it is paramount to apply management theories like contingency, human relations, systems theory and bureaucratic management that require leaders and managers to apply critical thinking for work efficiency.
2. [bookmark: _Toc58490993]The difference between beliefs, values and attitudes within a workplace context
  	 Beliefs, attitudes and values are instilled in individuals following the influence of some factors such as cultural and social background, political and environmental factors. Beliefs, attitudes and values form the core principle of how human beings perceive the world and expect to be treated. In an organisation like Tesco which has people that have different beliefs, values and attitudes based on different diversities like age, gender and race just to mention a few, it is more likely to experience a variety of opinions and views.
Beliefs
  	 A belief is defined as a deep feeling within that convinces an individual something is true. Beliefs tend to shape the way of thinking of people and how they view different situations in the world. It is important to respect the beliefs of other especially when one is a leader and beliefs can only be disputed or reasoned out when there is need to embrace change through critical thinking (Blomme, 2012). The actions and thoughts of someone and how they look at others and the world, in general, are considered as beliefs. Beliefs vary from cultural, religious to social and have a way of influencing an individual’s way of life. 
  	 Being that Tesco is an organisation that has people from different ethnicities, the company has tried incorporating inclusion and diversity in its values. This has stressed the importance of respecting the beliefs and practices of people from different diversities. At Tesco, employees are taught to respect each other’s cultures and preferences, and in turn, the management devises strategies of making the most out of these employees through their beliefs. To enable work efficiency in an organisation, the management should critically think of how to classify the beliefs of the employees when faced with a situation. Individuals can be categorised under two sets of beliefs: central beliefs and peripheral beliefs. Central beliefs are beliefs that cannot be altered because they are core to the existence of an individual example being cultural and religious beliefs. Peripheral beliefs are those that are not of very much importance to an individual so they can be altered when need be such as social beliefs.

Attitudes 
  	 Attitudes are more related to beliefs and values in a way that the way an individual expresses his or her thoughts and behaviour is based on perceived beliefs and values. Attitude is manifested through a person’s behaviour, and the response is influenced by the assumptions held. It is paramount for the management and leadership of an organisation to think critically when expressing an attitude to the workforce for it to determine their thoughts about them and their job roles (Greenberg, 2013). That said, attitude can either be a positive or negative attitude. Positive attitude in a workplace is attached to good results because people have been motivated and given good reasons to look at their duties as beneficial to their personal and professional well-being. On the other hand, a negative attitude is associated with poor treatment that lowers the work morale of employees. An attitude is often expressed through words and sometimes shows the emotion of someone towards other people and their ideas. 
 	  It is right to say that attitudes are brought about by the beliefs and values an individual holds. However, attitudes can be changed if a reward for good performance is put or place or a punishment for bad performance. In such a case, it is important to apply the concept of critical thinking for actions of rewards and punishments in an organisation might turn out the opposite of what was expected (Miner, 2015). For instance, to increase performance, Tesco might decide to recognise good performance through promotions and monetary rewards publicly. While this might encourage others to do well, others might see it as humiliation and decide to become resistant. This, in turn, yields poor organisational politics that might be detrimental to organisational growth.
Values 
   	The intensity of an individual’s attachment to something regarding its worth is referred to as values. Values are learnt through beliefs and form the perceptions of how people should behave and think. Values are related to human behavioural characteristics like integrity and honesty. The key drivers to critical thinking include possessing strong values that help in making informed decisions. Reasoning with logic pertains the application of good moral values and ethical behaviour (Carroll and Buchholtz, 2014). As for the managers of Tesco, it is important to consider the values of others in order to influence the expected performance. This implies that values and beliefs go hand in hand, so applying them in decision making is most likely to make notable changes. Values are categorised into two: instrumental values and terminal values. When a person makes a decision to live by a certain means consciously, they are referred to as instrumental values examples being righteous and honest. On the other hand, terminal values are values that are held of importance by a person in a way that an individual sets some aims to realise within a set period and bases these aims on specific beliefs.
From the differentiation above, it is right to say that beliefs, values and attitudes have an interrelation, and both need critical thinking whenever applying any of them in a situation.
3. [bookmark: _Toc58490994]An assessment of the organisation’s own beliefs, attitudes and value systems and their impact on workplace behaviour
  	 It is vital for the management of Tesco to respect the beliefs, attitudes and values of others and not impose my stand on these aspects on them. In this regard, it is advised that for work efficiency, an individual in the position of a manager needs to understand and have a grasp of his values and beliefs. This means that the management should not force others to follow their way of thinking and how they perceive things if it disputes with their values and beliefs; this greatly affects employees’ attitude towards their roles and the organisation at large. Respecting each other’s beliefs and values inculcate a healthy work environment and instil work discipline (Bush, 2014). 
   	The role of leaders and managers pertains giving the employees and customers of the organisation a chance to make independent decisions based on their beliefs and values and it would be wrong to make them establish their decisions according to the thoughts of the management. This is where critical thinking comes in; as the organisation allows others to practice their beliefs and values freely, solutions should be put in place when a situation calls for a shift in personal beliefs and values and their impact on others.
  	 Changes in the business environment have prompted leaders and managers of organisations to adopt new ways of doing things in order to keep up with the market. The changes are related to consumers and their ever-changing needs and occurrences that are not within the control of organisations. In order to counterattack these occurrences, it is paramount to put into considerations the aspects of teamwork like the team members, their willingness to embrace change and their capabilities (Heizer, Render and Munson, 2019). That said, Tesco just like other organisations, has put up values that guide its operations. Tesco is a service industry, and half the time; there are interactions between the employees and its customers. These interactions have to be planned carefully so as to maintain a positive image of the organisation. The planning entails educating the employees on the importance of respecting the wishes of the customer and fostering good relationship within the workforce. It is often the responsibility of the management to see to it that customers are treated well, and the employees co-exist in peace. Following is a discussion of Tesco’s foundation of its values and how they interrelate with its beliefs and attitude;
No one tries harder for customers
   	Tesco strives to see to it that customers are satisfied by taking responsibility for the communities it operates within, understanding customers and being able to meet their needs. Tesco has made its sole responsibility for understanding its employees and customers. The company have a variety of platforms that it uses to communicate with its customers, and by listening keenly to their needs, organisational processes and products are adjusted to meet these needs. On the side of employees, the management of Tesco tries to improve employee relations by including the workforce in the decision making processes of the organisation. 
   	The management of Tesco has the responsibility to see to it that the people and departments that it oversees work together in coordination.  This can be achieved by instilling a sense of responsibility in everyone and giving attention to their needs (Dinh et al., 2014). Nonetheless, this is not an easy task for every individual holds different values, attitude and beliefs and trying to fill the gaps in a team that has unfulfilled tasks might lead to finger-pointing and negative work attitude. The best way to respond to this situation is by the management effectively managing its attitude and displeasure and giving more room for explanations. Taking responsibility for the employees has yielded great results and high performance. This is because the company realised that the employees expected the management to guide them as part of its duties and enforcing its expectations on them only resulted in resistance and work demotivation. It also came to the company’s realisation that treating employees as equals by asking for their thoughts on certain issues increased the zeal to perform better since this move acted indirectly on their values and beliefs; work integrity and honesty (Dragoni et al., 2014). Another result is that trust was earned between the management and the employees and with trust; it is easier to influence others into following your way of thinking.
We treat people how they want to be treated
 	  In response to this notion that guides Tesco’s values system, the company has invested in its workforce in various ways. For instance, Tesco emphasises on the need for the employees to work in teams for it fosters work cohesion. These teams also create a forum where team members get to share their work experiences and expand their knowledge. The organisational culture of Tesco is one that encourages trust and respect that is mutual within the workforce. As well, employees are given a chance to develop themselves while at the organisation. As an assistant manager, I have noticed that such treatments are reflected in the way customers are being treated in that if the employees are satisfied with the work environment, customers receive the optimum and best service (Reid and Sanders, 2015). 
 	  The notion ‘we treat people how they want to be treated’ has been the driving force behind employee performance. This means that the management has to be empathetic and reasonable enough on how they handle employees because an unsatisfied workforce equals an unsatisfied customer base and thus, poor performance. Although it is hard to keep employees feeling the same way every day and customers come in with different attitudes most of the times, it is important for me to keep employees close in order to realise positive results. As mentioned earlier, a positive attitude towards one’s roles is dependent on how an individual is treated with respect to their v	alues and beliefs. That mentioned the ability to understand the effects of our actions, words and attitude on other people is vital in an organisational context.
Every little help makes a huge difference
    	Tesco’s value system includes sustainability and giving back to the communities it operates within. The company runs its operations on these values, which focuses on serving customers and the community better. This is achieved by reducing food wastage where excess and extra food is handed to people that lack. Also, the company ensures that the products it offers to the market are of quality and affordable. Tesco has ensured that it makes a difference in the society by doing the aforementioned things. In turn, it has gained a loyal customer base, and that has supported its public humanitarian initiatives. Tesco’s value systems have contributed to its prosperity and growth in various parts of the world. 
  	The management of Tesco has put the effort in inducing a sense of trust with the organisation culture where the company cares about the needs of employees; this has fostered transparency on both sides that is, the workforce and the management. Besides, conflicts in the organisation have reduced to a bare minimum because the employees can freely express themselves and thus, a positive work attitude (Combe, 2014).
4. [bookmark: _Toc58490995]Management theories relevant to the roles
Management theories are crucial in guiding the management and leadership of an organisation to success. Management theories also provide guidance on the type of leadership style that should be used in an organisation. This is because the theories contain ideas that have been collected that give suggestions on how to manage a business effectively. The execution of various management theories enables managers to implement strategies relevant in the realisation of organisational goals and objectives. Moreover, they provide methods of how to motivate the workforce and how to increase productivity. 
Contingency management theory
   	This theory states that leaders should be flexible and adaptable to changes in the external business environment and that a leader should showcase traits which respond to various situations. The developer of the theory Fred Fiedler, states that different management approaches work for different organisations. The contingency theory was first developed to study the impact of the external environment on organisational processes.
  	 The management of Tesco has the responsibility of studying the external business environment and devise strategies of how to operate within a particular environment. For instance, in a situation where there are new entrants in the market, the management will have to employ strategies like empowering employees through training and development and improving products and services. If this is well-executed, the company stands to gain a competitive advantage. The highlight of the contingency theory is that managers and leaders get an opportunity to showcase their traits and abilities in handling a situation. This is because of the theory advice on changing the leadership styles in order to respond to different situations appropriately (Schedlitzki and Edwards, 2014). If applied well, the contingency theory tends to increase productivity because the goals of the organisation are achieved.
The systems management theory
  	 This theory claims that an organisation is made up of many components, and in order to perform optimally, these components should work together. Systems management theory states that for an organisation to record success, these components must coordinate and interrelate different functions. The components include employees, the departments and any other groups within the organisation. According to the systems management theory, managers should ensure that the subsystems in the organisation that is, employees and departments work in cohesion for the whole organisation to perform effectively. 
   	The application of systems theory at Tesco means that its managers should think critically on how to derive information and resources from the various subsystems and turn them into valuable products that could be used within and outside the organisation. This could be done by the organisation setting up a communication forum that enhances the flow of information. Another way is by having an interface that enables the various departments to contact each other. Additionally, the subsystems should be provided with continuous feedback regarding their roles and performance. This means that the goals of the organisation should be communicated clearly.
Bureaucratic management theory
   	This theory is all about the structures in organisations that define roles and authority. Max Weber developed the theory intending to outline the hierarchy in the organisation where labour was divided clearly and the chain of command respected. Bureaucratic management theory insists on the organisation operating on clear rules and has principles that employees should be hired and promoted according to their qualifications and performance. In respect to this theory, managers are urged to set organisational standards and consistent procedures that form the basis of operations (Hill and Hill, 2017). 	
  	 Managers at Tesco have somehow implemented bureaucracy following the behaviour of its employees. The workforce performs its duties according to the set rules and also work by divisions formulated in the organisation. As well, positions in the organisation are held and attained subject to competences. This implies for one to get promoted, his performance and qualifications have to be outstanding. This has enabled the managers to work transparently with the workforce because they clearly understand their roles and responsibilities.
5. [bookmark: _Toc58490996]The impact of organisations own beliefs, attitudes and values on management theories 
 	It is common for individuals to hold beliefs and values that might not correspond well with others resulting in attitudes that are derived from one’s thoughts of how things should be or how people should behave. It is very common for individuals that have the same beliefs and values to be drawn to each other, but for the organisation, it is crucial to find ways of harmonising its values and beliefs with those of different individuals in the organisation to create meaningful relationships within the company.
  	Leadership is all about being reliable in that the people who look up to it for guidance that is, employees, have the assurance that the organisation can look out for their well-being. To do this, it is necessary to merge critical and creative thinking in work-life particularly in issues borne out of the impacts of the external environment on the business; this is where the principles of the contingency management theory come in. The beliefs, attitudes and values impact on this theory in a way that the leaders of Tesco have to align them with their personal and professional traits. This leads to confidence in their own abilities as leaders. This, in turn, builds the trust of the employees in me as a leader who can take them through the hurdles of operating in a competitive environment. A positive and motivating attitude is also important when there is a need to adapt to changes in the environment for this inspires the employees to pick up change quickly and perform accordingly.
   	The systems management theory relates well to the roles of managers at Tesco. This is because it is easy to manage and coordinate the subsystems in the organisation, and it also prevents work conflict. The company holds the belief that people who have the same skills and qualifications when put together and allowed to work in coordination with other individuals tend to bring about more success. The theory also allows the company to evaluate the strengths and weaknesses of the subsystems and come up with a management approach that favours the growth of the whole system through these subsystems. In as much as the systems management theory responds well to the organisation’s beliefs and values of how components of an organisation should be managed: with autonomy and interdependency, this is not always the case. This is because it is difficult to settle on the right change structure when the system needs one; the subsystems might become less interdependent, more interdependent or one might dominate over others making it impossible to effect change (Denison, 2014). A driver to this is because different values and beliefs may be showcased, bringing forth an attitude from the manager that might not sit well with the subsystems. Moreover, the values of honesty and work integrity of some managers do not match very well with the performance of some units. There are cases where a few departments fail to meet their targets, and this brews a negative attitude towards the department for values and beliefs have been violated. This means that the managers, might sometimes fail to act by the principles and requirements of the systems management theory.
6. [bookmark: _Toc58490997]How someone with different beliefs, attitudes and values might interpret the theories differently
 	The fact that Tesco has a workforce that is diverse in terms of culture, age, gender and race make it an uphill task for the manager to share his beliefs, attitudes and values. Here, there will be issues like the misinterpretation of ideas, so a manager has to apply critical thinking mostly. The chances that the employees experienced a different type of leadership prior to the current one is high. This is demonstrated with the way they respond differently to suggestions. This means that the leaders of the organisation expressed different values, beliefs and attitudes.
  	Tesco’s beliefs and values revolve around integrity and honesty, so employees who do not believe in these values will hinder with the flow of work. This belief makes the company expect the best performance from the employees regardless of the situation that the company is facing. The value of integrity has Tesco supporting employees in all aspects that is, professionally and personally so that organisational targets are achieved. As a manager at Tesco, I also do not expect to perform employees’ duties if they are given enough opportunities to conduct their job roles to satisfaction. The fact that people can perform their duties with less supervision leaves me fulfilled and gives me enough time to focus on how to make tomorrow better. This is regarding contingency and bureaucratic theories.
 	However, following the opinion of a fellow manager, I realised that he might hold different perspectives of my application of contingency and bureaucratic theories. Unlike me, my colleague thinks that it is necessary to perform employees’ duties, especially when there is a crisis in order to set a good example. The colleague also believes that employees tend to perform better if the rules are stringent and have no other options but abide by the law. This does not mean that he does value integrity and honesty but has different thoughts on how employees should be treated.
7. [bookmark: _Toc58490998]Recommendations
  	Change management entails the application of methods and tools that could be used to implement change so as to achieve the expected results (Carnall and Todnem, 2014). In light of the Covid-19 pandemic that has altered the way businesses are conducted, there is need to have change management strategies that will see to it organisations are able to overcome and adjust to such crises in future. The post-Covid workplace behaviour might include an increased need for space for people will be more conscious, a high concern for personal safety, needs for psychology care, increased desire to connect and the inclusion of flexibility in job profiles will be paramount.
  	Organisations will have to deal with these future changes early enough. In the case of an increased need for space, companies could have spaces marked with words that remind people to keep a distance. Embracing touchless technology will also be crucial in managing the post covid behaviour in regards to the need of keeping a distance. For instance, organisations could adopt IWMS systems.
 	Concern for personal safety calls for organisations having signage in the workplace that guide employees on what to do.  Covid has caused mental distress to many, and organisations will have to come up with strategies of helping employees cope and assure them that the workplace is safe. One of the strategies is having zones in the workplace that are dedicated to relaxation. Employers might also need to drop the open office design and adopt private room office design as a way of providing people with more privacy.
  	The desire to connect more might be stronger when people go back to the office after Covid and organisations can respond to this by creating a centralised space where people can engage and talk about their lives. Creating space for video calls and conferencing will also help keep people together in the workplace. Future employers would now treat flexibility as a necessary competence in employees, so there will be a need for employees to adapt quickly to change.
8. [bookmark: _Toc58490999]Conclusion
 	It is right to conclude that beliefs, values and attitudes are important in the workplace for they determine how well people can perform. Beliefs, attitudes and values are different and its always upon an individual how he/she wants to perceive them. The leaders and managers of an organisation have the responsibility of creating an organisational culture that accommodates the beliefs and values of different employees. The management also has to learn about how to handle the perceptions of others concerning their core values and beliefs. Theories such as the contingency, systems and bureaucratic provide guidelines on how employees should be treated and how organisations could handle different situations.
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