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Analysis and understanding of the topic are based on how the organizations run with employee’s performances. This report is about workplace behavior, and most importantly, it counts belief, attitude and value of employees. The document is distributed into parts that include the introduction of the report, discussion about a personal experience at a workplace in Tesco and the learning and observation towards personal skills in the workplace. And then applying that understanding to analyses how those skills improved over time using beliefs, values and attitudes of my own. The organization that will be discussed here is Tesco. The discussion involves a detailed understanding of how employees are treated in there, what are the possible opportunities that are available to employees for growth in those workplaces. Workplace beliefs and values differ from the personal beliefs and values of an individual. And a person who has much coherence between both of them is more likely to engage in workplace matter efficiently as compared to someone, with diversity in their personal and professional beliefs. Attitudes are directly related to the belief a person has and what worth is given to a certain belief (Patrick, 2012).
Workplace development is used to strengthen the skills of people at work. By giving people an understanding of how difficulties arise, means that their time at work can be improved. But the behavioral analysis is a critical thinking methodology which has confronted ideas like mental responsiveness, best problem-solving approach, required output within a non-ideal situation and several other situations. These situations organization tend to make the standard of work in their workplaces. And if any employee is not able enough to cope up with all these ideal situations and work according to their standard of perfection, then those employees are considered as lazy or less efficient performers. The modern workplaces are mostly flexible in timings as well as deadlines. But they do not compromise the work quality, because the client or customer is the boss in today’s business. In such a situation, a personal attitude of an employee can take it to a better position in their organization. A good attitude is key to improvement as customer or client dealing needs both positive behavior and convincing power. For example, most of the organizations that conduct interviews are judging the applicants based on their outlook, personal instincts and behaviors. These qualities count for about 70% of the entire interview, and the remaining 30% is for the skills required in the job (Samnani, 2014).
Behavior and workplace are closely related to each other. An ill-mannered individual with 100% capability to handle business is found least suitable for a position of managers. The reason behind this statement is that managers have leadership skills; they should be caring about their team members as well as they should have a motivational attitude. Listening to employees is based on how much a leader is involved in their matters. That is why good behavior leads to a good workplace environment. Further discussion about personal beliefs, values and attitudes are done based on the work performance of me in one of a leading store.
[bookmark: _Toc15233005]Discussion
As mentioned above, the work experience done is in Tesco. To narrate the experience, it is helpful to discuss the background of this organization first. Tesco is a leading superstore in the United Kingdom as well as worldwide with several chains in the UK, and it is hoping to expand its business further in the near future. Tesco is the third-largest retailer in the world. And its headquarter is situated in Cheshunt, UK. The first two retailers are Wal-Mart and Carrefour. As per the international record, the total number of Tesco stores worldwide is 6,748 stores. And the number of employees that are working in such a huge organizations are 68, 584 as per the world international operations report analysis. The statistics are clear enough to take an idea about the extent of enlargement of this company (Zhao, 2014). Every year the profit margins and revenues of Tesco grow estimated at a rate of 11.17%. And the net profit improved from 1.21 billion to 1.32 billion in the last year. And that account for almost 9.60% of the raise. The ratio of growth in this company is clearly shown, and this leads to better growth opportunities and ultimately further expand in the business. The motto of Tesco is “Every Little Helps”. This motto is basically for the employees as well as for the customers. Such that business is dependent on the number of employees and their attitude towards the job and the belief of customers that Tesco products are worth buying and long-lasting. These two attributes play a vital role in organisational development and profit earning (Wood, 2016).
As per the personal experience is involved, I have been working in the organisation from last eight months now, and the timing was flexible, there were day time duties and night time duties based on a specific schedule of hours to complete. During my entire experience in the company, I was employed as a seller in the stores. My duties included introducing customers to the new products in the product lines, solving their problems if any, answering their queries and giving them to my immediate manager for further help. The core areas of my job position were enhancing sales by creating a friendly environment for visitors in the store. My duty was on the furniture and kitchen appliances in the beginning and later was shifted to electrical and official goods. Both these duties involved good conduct with the customers to provide the details about the functioning of appliances, as well as helping them choose and find their suitable type of appliance (Sparks, 2014). Most of the customer that visited the store was not sure about their requirements, and they were guided further to make sure they are comfortable and have found the right product for their need. In my job, the requirement was to be polite, helpful, and decent to communicate as well as friendly in my behavior. And all these types of attitudes can co-relate with the subject of this report. My learning helped me in the field to attain the appropriate attitude in the workplace. And now based on my personal experience, the assignment is solved (Kukreja, 2016). 
To understand the ideas of beliefs, values and attitudes, it is important to study them first and what is exactly meant by these three words. Definitions of the three personal development strategies are given below;
Belief is defined as the acceptance that something exists or the presence of something is true. The belief in something is real when no proof is required to admit that fact. By the verbal meaning of belief, it is defined by truth, confidence and faith that are built by a person on or about something in their life. For example, there are a number of individuals that believe in the existence of God within statues, they are called Buddhist, and their religion is known as Buddhism. They believe that God listens to their problems and watch them through a statue of stone or metal. This belief may be universally true or false, but, for Buddhists, this is their belief by heart. And this cannot be changed until the person himself or herself tries to realize that nothing much happens in real life. It is not necessary that the belief of a person is something that is scientifically or socially proven; it is someone’s inner feelings and faith towards a certain condition (Sabherwal, 2013). A person might believe in Newton’s gravitational force or may justify with something that is their understanding. Every belief has its source. Some of them are internal, emotional, intuition, sensory, logical or external and scientific. The beliefs are also linked to hereditary beliefs or parental beliefs. A newborn baby with an empty mind is taught things that their ancestors used to believe in, and that is considered as an external belief, some may consider it as a built-in belief of a person (Kersley, 2013). 
Value is defined as the worth a certain object hold or the importance a thing deserves in someone’s life. As a result of behavior, it is our judgment and thought that how much importance should be given to something or someone and that as a whole gives value to that thing or person. Talking this term in means of sociology, it is defined as a lasting belief that shares the idea of being good, bad, desirable or undesirable is defined through its value in that culture. The value is dependent on the social life of a person, and the culture of the place. The value defined worth and worth defines the behavior of the person towards a certain thing. Values are evaluated by the actions of a person, how they react to something, and what importance they give to the object under consideration. For example, in underdeveloped countries, the value of a white-collar job is very high. Because most of the population is not adequately educated as well as they are more inclined to do labour jobs. Thus the value of a good workplace is automatically increased, and the behavior of the society towards a person with a relatively better job is more respectful. In other words, this is in the hand of a person that how much importance and value is to be given to a specific believed such that it turns out to be their attitude in the long run (Bennett, 2012).
Attitude is defined as a way to think or feel about something. The literal meaning is the response or behavior of a person towards a situation. In the context of phycology, the attitude is defined as an emotional action in terms of personal behaviour towards an event, person, object or situation. The attitude of a person can be either good or bad. Depends how much that situation or thing they are showing attitude towards, differ from their beliefs. If the difference is higher than attitude is consequently higher and unpleasant. And if the difference is low, then the frequency of attitude transition is low and considerably un-noticeable. As defined earlier, every person has their set of beliefs and something contradicting their belief may not be acceptable to them. And the response shown in such state is known as the attitude. For example, a female employee is not comfortable sitting alone among a bunch of male members in the meeting hall and walks out to wait until the manager or team lead arrives. While the male members in the room try to hoot and call her a coward, this makes her belief about not staying in that room with those co-workers more strong. And hence, she has shown it through her attitude of dislike by walking out. In this certain scenario, the attitude was converted into behavior the moment she came out of the meeting room. Thus the same example given above can be used to justify both behavior and attitude (Bennett, 2015).
Attitudes formulate behavior of individuals. These four phases of a person’s reaction are interred linked, and they form a cycle. The first is the belief, then value, then attitude and at the end is behavior. The reason for calling it a cycle of all these steps is that when the behavior of a person is determined after passing through belief, value and attitude, then it is not still 100% permanent, it may vary if someone’s behavior is not acceptable in a certain society. Then all the process of belief formulation, value assessment of that belief and then attitude to become behavior is started all over again to make a new set of rules for behavior formulation (Young, 2015).
[bookmark: _Toc15233006]Critical Analysis of Personal Attitude in the Workplace
The critical analysis will plot the experience gained in Tesco and the definitions of the belief, attitude and value to understand how I have behaved and progressed in my professional life. The professional life at Tesco involved first of all being punctual and increasing the interest of the customer to make sure they are inclined to buy the product they are trying to find. The punctuality came to me as a result of my academic response to getting in class in time and being in the examination hall before time, but the behaviour development was new to me at Tesco. When the early period of my job began, there were certain situations where feeling fatigued and less interested in talking to someone was a usual thing. But with the advancement of time and getting to see other employees around me with the same level of energy and potential to stay active motivated me for bringing that attitude to my work life as well.
Critically analyzing this situation, it can be stated, that an employee who has a habit to get lazy or tired sooner than other employees can not only be motivated by the idea of being proven to others, but also by seeing competitive co-workers performing better in similar conditions. So, To remain professional it is necessary to leave our values out of professional relationships and keeping the relation only professional if one wants to grow and promote themselves on a better position (Noe, 2017). 
The value I gave to my work initially was not much considerable, because of the lack of understanding in the early days. But paying more attention to senior employee’s working strategy and knowing their approach to deal customers made me a better fit for this position. And a personal assessment of my work shows that I was able to carry on more sales after getting adjusted in the work atmosphere. This was because I was more confident, friendlier and had a mindset to pay attention to each small detail for not only myself but also to provide a positive result to my managers. The evaluation of my work was done weekly and, the feedback was in a formal way at the meeting to make sure every individual that is newly hired have got the required understanding. And in case any of the employees were not performing at all, they were trained again based on their weaknesses. The approach to be successful in the international retailing store, giving value was a priority. Making sure the customer is given enough attention and never left unattended was my way of giving value to my job in the following situation. And the later part was based on attitude were being friendly and helping was very important. For example, in the store, when a customer arrives, and there are no attendants to guide them about their required product, they will get a negative impact on their mind and may not be interested in shopping again. This was told in the training phase after recruitment. The other thing that was guided at the time of hiring was to make sure the customer doesn’t leave the shop without getting to know more about the newly launched items in the respective corner (Shields, 2015). 
In this phase, analyzing the attitude of a salesperson first thing comes how they treat you. Do they have a smile on their face or they look least interested in answering you? Do the salesperson has enough information about functionalities of the product they are selling, their price, performance, usage, benefits and another important aspect etc. The attitude of the seller should be helpful so that customer is convenient to ask any query they have. The approach that I used to have while selling objects was to engage the customer by a light welcome and then being friendly to them. Apart from the normal workplace & professional attitude, this is the time when the employee needs to display their behaviour in the job. Developing a capability is important to stay confident and responsive in the workplace. This makes the job interesting, as well as easy to handle. The more annoyed a person will be at their work, the higher they will feel stressed in their personal life. To remain natural is a good phenomenon for employees (Goetsch, 2014). 
The mission statement of Tesco is “Our core purpose is to create value for customers to earn their lifetime loyalty.” This itself clears half of the confusion that how employees should treat their customers.  It clearly categories their motivation towards excellent customer service and offer great value to the customers so they can rely on Tesco. It also describes that Tesco’s success depends on the people who work with them and shop with them. If customers like the offer, they will be more likely to come back, and if employees find it rewarding, they can motivate themselves for that extra mile to help the customer (Young, 2015). This is expressed as the two following values:
1. No one tries harder for customers.
2. Treat people as we like to be treated.
The key performance indicators here are beliefs, values and attitudes of individuals and how they impact on their work-life. 
[bookmark: _Toc15233007]Management Theory Relevant to the Role
In the 1960s, social psychologist Douglas McGregor developed two contrasting theories that explained how managers' beliefs about what motivates their people could affect their management style. These theories were known as Theory X and Theory Y (Mohamed, 2013). They go hand in hand with each other and in order to discuss my role as a salesperson in Tesco it is important that I refer both of them first and they place me in one of the sections. The two theories describe personal behavior, responsiveness in the organization and the attitude of employees in the workplace. Let us begin with the definition and discussion of both of them individually.
Theory X is stated as the authoritarian style of management, where it is felt that the team is less motivational, lazy and not interested in working. The Theory X managers have a pessimistic view towards their team members because they have naturally assumed that their team is not willing to work, and they can be motivated only by using three ways. Those three ways are punishment, reward and promotion. In other words, the managers have a belief that employees can be made motivated only through a “Carrot and Stick” phenomenon. In this type of theory, McGregor states that the authority is centrally organized and there are layers of management, such that several managers, supervisors and then the employees themselves. This type of management is not seen in the modern world most often. But in the organizations where there are a large number of employees, those organizations still have some areas of strict management to get their work done and to meet deadlines (Russ, 2013).
Theory Y is stated as the participative style of management. In this style of management, the employees are thought to take pride in their work, and they are believed to be self-motivated. These types of managers are less bossy and friendlier in their workplace. They tend to give their employees enough space and trust that they will complete their tasks in time and will make it perfect. This creates self-assessment and personal motivation sense in the employees. These types of managers are called optimistic. This management style is decentralised and they have a positive opinion towards their team members. Theory Y states that these managers create a collaborative relationship between its employees and the management. In this management, the employees are happy to work on their own; they have decision making power, responsible to complete their tasks before deadline, enjoy their professional life and work, they take their tasks as a challenge and need only a little direction for that and solve problems creatively using their imaginative problem-solving techniques. This type of management is now mostly used in organizations and the benefit is that they provide employees something more than just money, and that is personal skills development (Russ, 2013).
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Among Theory X and Theory Y, the relevant theory to my role in Tesco is Theory Y as the personal development, and self-motivational approach is involved in my nature of the job. I have no excessive pressure and spoon-feeding in my job, everything I do is based on my thoughts and ideas on how to handle my workload and how to react in such circumstances is based on Theory Y (optimistic theory of management) in Tesco. Completing my daily, weekly tasks in time is a part of my job, and I, by myself, am accountable to my irresponsibility if any. The optimistic management method has made me a hard-working individual and a more responsible person both in my professional as well as in personal life. I feel active and more challenging to complete my tasks now. Theory Y was stated by McGregor in a similar perspective that people now have different needs, and they like doing their work creatively (Aithal, 2016).
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In modern time, employees need flexible timings and easy to go attitude in their workplace. This is because; no employee will work in the long term under strict management or supervision. Managers that need work on deadline and guide their employees over every single step eradicate their roots of personal development. Their personality is shattered, and in the end, those employees are least productive in their competitive environment. So the relevancy is in Tesco itself, where employees are given importance. They are treated with respect and given enough confidence, that is making those employees perform well. The employees in Tesco love their job. The employees think of their job as an activity and a challenge that needs to be performed better than the previous (Gürbüz, 2014). 
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There were obvious and positive impacts of this work experience in my life and my attitude, especially. I believe now that hard work and self-motivation can lead me anywhere I wish. I also believe now that an employee cannot be made to work with force, but he can be made to work with the right guidance from within and around in their workplace. Coping up with my personal beliefs, values and attitudes, I was able to enhance and bring change in my behaviour over time, learn and adapt to better things by continuously improving. During the days when I felt less interested in working, I used to criticise myself and give myself challenges that were to complete within certain hours, and this is how I have learnt to work in my academic level as well (Iqbal, 2015).
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The workplace is highly impacted by the attitude of an individual. If a person is working within short deadlines and he is not given the right regard, then he will get demotivated. And other employees will learn a lesson from this that no matter how hard they try, their efforts are never encouraged or recognized. These things are being changed in the modern era, where employees are motivated, self-taught and appreciated. Thus motivation at one stage can teach other employees to work hard too. And ultimately the entire team performs up to the mark.
[bookmark: _GoBack]In the given scenario at Tesco, there are no strict rules for employee’s punctuality and being professional at the workplace. Instead, the workers themselves feel their responsibility towards their work and ultimately perform better. The core purpose of this report is to understand how little betterment can make a huge change in life. A person who is working doesn’t only live their personal life; their professional life has a relationship with their beliefs, values and attitude equally. Our values help us understand how to put our attitude in practice to get the best benefit for ourselves as well as for the organization we work in. McGregor has stated the same thing in his management theory Y.
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