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	The following report aims to analyse ASDA, present the company including their products, their main operation and their background, identify different theory of management exercises, critical evaluate the advantages and disadvantages of effective leadership, and provide a brief overview of the nature of conflicts in the company and resolution strategies to overcome them. 



[bookmark: _Toc141701417]ASDA presentation and introduction

ASDA is a British supermarket chain that was founded in 1949 by Peter and Fred Asquith. The company is owned by Walmart, and it has become one of the largest supermarket chains in the United Kingdom, with over 600 stores nationwide (Chan et al., 2015). ASDA offers a variety of products, including groceries, clothing, electronics, and homeware, at competitive prices. In this essay, we will explore ASDA's products, operations, and background.

[bookmark: _Toc141701418]Products

ASDA's product range is known for being extensive and affordable. The company offers fresh produce, meat, dairy products, and household essentials in its grocery range. The company also provides a variety of own-brand products, including the well-known ASDA Smart Price range, which offers affordable products at very low prices (Ellen & Micklewright, 2016). Additionally, ASDA has a clothing range, which includes the popular George brand, offering affordable fashion for men, women, and children (Bove et al., 2014). Furthermore, ASDA's electronics range includes televisions, laptops, and smartphones.

[bookmark: _Toc141701419]Main Operations

ASDA's main operations involve its extensive network of stores, which are situated throughout the United Kingdom. With over 180,000 employees, ASDA is one of the largest employers in the country (Chan et al., 2015). The company's stores are designed to provide customers with a convenient shopping experience, with a wide range of products available under one roof. ASDA also provides an online shopping service that enables customers to order groceries and other products online for home delivery or pickup in-store.

[bookmark: _Toc141701420]Background

ASDA was founded in 1949 by Peter and Fred Asquith, who opened a self-service store in Leeds. The company rapidly expanded, and by the 1970s, it had become one of the largest supermarket chains in the United Kingdom. In 1999, Walmart acquired ASDA, which enabled the company to expand even further (Chan et al., 2015). Today, ASDA is one of the largest supermarket chains in the United Kingdom, with a reputation for being affordable and accessible. The company is dedicated to sustainability and has implemented various initiatives to reduce its carbon footprint, including reducing food waste and increasing the use of renewable energy (Ellen & Micklewright, 2016).

[bookmark: _Toc141701421]Target Market

ASDA's target market comprises the general population, with an emphasis on families and budget-conscious shoppers (Bove et al., 2014). The company's competitive prices and extensive product range make it an attractive option for individuals seeking to save money on their grocery bills. Additionally, ASDA has a significant presence in smaller towns and rural areas, where it is frequently the only supermarket chain available. The company's online shopping service is popular with busy families and individuals who prefer to shop from the comfort of their own homes.

[bookmark: _Toc141701422]Profit Margin

ASDA's profit margin fluctuates based on numerous factors, including competition, market conditions, and consumer demand. In 2020, the company reported a gross profit of £4.8 billion, with a gross profit margin of 5.9% (ASDA, 2021). This represented a minor decrease from the previous year, which ASDA attributed to increased investment in price reductions and enhancements to its stores and online shopping service.
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ASDA, one of the largest retail chains in the UK, has successfully implemented various theories of management exercises to maintain its competitive edge in the industry. The company's management has focused on strategic planning, effective leadership, employee engagement, and customer-centric policies to ensure its continued success. This essay discusses some of the management exercises implemented by ASDA and their impact on the company's overall performance.
Strategic planning is a crucial aspect of management in any organisation, and ASDA has taken this seriously by implementing various strategic initiatives to drive growth and profitability. The company's management has adopted the resource-based view (RBV) theory, which emphasises the importance of a company's unique resources and capabilities in achieving a competitive advantage (Barney, 1991). ASDA's strategic planning is centred on leveraging its strengths, such as its supply chain network, low-price positioning, and strong brand equity, to expand its market share and improve its financial performance.
Effective leadership is another critical factor in the success of any organisation, and ASDA has taken steps to develop its leadership capabilities to foster a culture of innovation and excellence. The company's leadership has implemented the transformational leadership theory, which focuses on inspiring and motivating employees to achieve high performance through shared vision and values (Bass & Riggio, 2006). ASDA's leaders have encouraged employee empowerment and involvement in decision-making, which has resulted in increased job satisfaction, productivity, and innovation.
Employee engagement is also a critical component of management exercises, and ASDA has implemented various initiatives to improve its employees' morale and job satisfaction. The company has adopted the social exchange theory, which posits that employees who receive rewards and recognition for their contributions are more likely to be motivated and engaged in their work (Blau, 1964). ASDA's employee engagement initiatives include flexible work schedules, training and development programs, performance-based bonuses, and employee recognition programs.
Customer-centric policies have been critical to ASDA's success in building customer loyalty and maintaining a competitive edge in the industry. The company has implemented the customer relationship management (CRM) theory, which emphasises the importance of building long-term relationships with customers through personalised service and communication (Payne & Frow, 2005). ASDA's customer-centric policies include personalised marketing campaigns, loyalty programs, and customer feedback mechanisms, which have resulted in improved customer satisfaction and retention.
Finally, ASDA has implemented sustainable business practices in line with the stakeholder theory, which emphasises the importance of creating value for all stakeholders, including employees, customers, suppliers, and the wider community (Freeman, 1984). The company's sustainable practices include reducing waste and emissions, sourcing sustainable products, and investing in renewable energy sources, which have not only reduced its environmental impact but also contributed to its reputation as a socially responsible organisation.
ASDA, a subsidiary of Walmart Inc. since 1999, is one of the leading supermarkets in the UK. Several management theories, supported by evidence or reasonable assumptions, can be inferred from the operations of ASDA. These include:
Scientific Management Theory (Taylor, 1911): ASDA utilises elements of this theory through its systems designed for efficiency. The standardisation of processes and methods allows ASDA to achieve optimal efficiency and productivity in their operations (Taylor, 1911).
Human Relations Theory (Mayo, 1933): ASDA believes in the value of its employees. It has incorporated many HR practices that focus on employee satisfaction, such as employee involvement programs, fostering a positive work culture, and providing training and development opportunities (Mayo, 1933).
Contingency Theory (Fiedler, 1964): This theory posits that the best course of action depends on internal and external situations. ASDA demonstrates this through its adaptive responses to different market conditions, such as its decision to adopt a price-matching strategy in the face of intense competition (Fiedler, 1964).
Total Quality Management (Deming, 1986): ASDA is committed to continuous improvement in all aspects of its operations, reflecting Deming’s principles of Total Quality Management. It has been reported that the company has used these principles to reduce waste and increase efficiency (Deming, 1986).
Transformational Leadership Theory (Bass, 1985): ASDA’s leaders inspire employees towards a shared vision, cultivating a positive work environment, and promoting a culture of change, innovation, and continuous improvement, all elements of Transformational Leadership Theory (Bass, 1985).
These theories have been implemented to varying degrees in ASDA's management style and practices, and evidence for their effectiveness can be found in ASDA's sustained success and growth in a highly competitive market.
[bookmark: _Toc141701424]Critical evaluation of the advantages and disadvantages of the chosen theory of management 

ASDA's implementation of Elton Mayo's Human Relations Theory (1933) is generally commendable, particularly in how it recognises the importance of human elements in driving productivity and organisational success. This recognition can be seen in various aspects of the company's management practices.
For example, ASDA is well-known for promoting a positive work culture. It emphasises the importance of strong leadership and effective communication within the organisation. Leaders are encouraged to maintain an open dialogue with employees and actively involve them in decision-making processes (ASDA, 2021). This implementation reflects Mayo's theory, which emphasises the significance of communication and leadership in motivating employees (Mayo, 1933).
ASDA also implements a 'Colleague Voice Forum' (ASDA, 2021), which is a platform where employees can voice their thoughts and ideas about the company's operations. This initiative aligns with Mayo's findings from the Hawthorne Studies, which highlighted the importance of making employees feel involved and valued (Mayo, 1933).
However, it is crucial to note that these initiatives could be improved upon. While ASDA has put systems in place to encourage employee involvement, the effectiveness of these systems is contingent upon how well they are implemented at the store level. Some reports suggest that, in practice, employees' voices are not always heard or respected as they should be, which can lead to dissatisfaction and demotivation (GMB, 2019).
Moreover, although ASDA offers training and development opportunities, some critics argue that the company focuses more on tasks and procedures rather than on nurturing and developing employees' skills and abilities (The Guardian, 2018). This critique suggests a potential gap in ASDA's human relations approach, as Mayo emphasised not just the importance of social relationships, but also the importance of job satisfaction and personal growth (Mayo, 1933).

The Human Relations Theory, as implemented by ASDA, offers both advantages and disadvantages that can impact the overall functioning and success of the company.

Advantages:
1. Increased Employee Satisfaction: The emphasis on positive work culture and open communication channels often leads to increased job satisfaction among employees, potentially reducing turnover rates (ASDA, 2021).
2. Increased Motivation and Productivity: When employees feel heard and valued, they are typically more motivated and productive. ASDA's 'Colleague Voice Forum' is one initiative that can lead to these positive outcomes (ASDA, 2021).
3. Innovation and Improvement: Employee input can lead to innovative solutions and continuous improvement. Employees are often in the best position to identify inefficiencies and suggest improvements (Mayo, 1933).

Disadvantages:
1. Implementation Issues: While the theory is sound, its success relies on consistent implementation across all levels of the organisation. Inconsistencies can lead to employee dissatisfaction and reduced motivation (GMB, 2019).
2. Potential for Exploitation: If not managed carefully, there is a risk that the focus on task completion and meeting targets could overshadow the human elements, leading to a potential exploitation of employees (The Guardian, 2018).
3. Investment Required: The theory requires significant investment in terms of time and resources. This includes providing training and development opportunities and maintaining effective communication channels (Mayo, 1933).
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ASDA, one of the largest supermarket chains in the UK, has encountered several conflicts that have affected the company's performance and reputation. 
One of the significant sources of conflict at ASDA is related to the company's employees. Recent disputes over pay and working conditions have led to protests and strikes. These disputes are primarily due to the company's use of flexible contracts, which provide employees with fewer hours and job security. This has resulted in low morale, a lack of motivation, and high employee turnover rates. To address this issue, ASDA needs to adopt a proactive approach to resolving the concerns of its employees, such as providing better pay and working conditions, training, and development opportunities, and promoting a diverse and inclusive work culture (Hutchinson & Purcell, 2019).
The relationship between ASDA and its suppliers is another potential source of conflict. ASDA has been accused of imposing unfair terms and conditions on suppliers, which can cause strained relationships and conflicts. This can lead to a shortage of supplies, quality issues, and damage the reputation of both ASDA and its suppliers. To overcome this issue, ASDA needs to adopt a collaborative approach to working with suppliers, promoting transparency, fairness, and fostering long-term partnerships (Saunders, Lewis, & Thornhill, 2015).
Conflicts may arise between ASDA's various departments due to competing goals and priorities. This can lead to a lack of communication, coordination, and collaboration, resulting in inefficient processes and suboptimal outcomes. To resolve these conflicts, ASDA needs to promote interdepartmental collaboration, establish clear communication channels, and promote shared vision and goals that align with the organisation's overall strategy (Carmeli & Gittell, 2009).
Furthermore, conflicts can arise between ASDA and its customers, including complaints about product quality, pricing, and customer service. Such conflicts can lead to revenue losses, negative publicity, and damage to ASDA's reputation. To resolve these conflicts, ASDA needs to focus on improving customer satisfaction, addressing customer complaints promptly and effectively, and implementing a robust customer feedback mechanism (De Dreu & Weingart, 2003).


[bookmark: _Toc141701426]Conclusive summary 

ASDA is a leading supermarket chain in the United Kingdom, offering a wide range of affordable products to consumers. The company's main operations include an extensive network of stores, which provide customers with convenient shopping experiences, and an online shopping service that is popular with busy individuals and families. ASDA's target market comprises the general population, with an emphasis on families and budget-conscious shoppers, and it has a significant presence in smaller towns and rural areas. ASDA has successfully implemented various theories of management exercises, including strategic planning, effective leadership, employee engagement, customer-centric policies, and sustainable business practices, to maintain its competitive edge in the retail industry. These management exercises have resulted in improved financial performance, employee satisfaction, customer loyalty, and reputation as a socially responsible organisation. By continually evolving its management practices, ASDA is well-positioned to thrive in an ever-changing business landscape. ASDA's implementation of the Human Relations Theory has demonstrated significant benefits, including increased employee satisfaction, motivation, and innovation. However, this study also revealed potential areas of improvement, such as ensuring consistent implementation and balancing task-focused management with employee development to avoid exploitation. Despite the considerable investment in time and resources required, the theory's principles, when effectively applied, can significantly enhance organisational performance. Future research could further explore optimisation of implementation strategies within varying organisational contexts.
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The purpose of the reflective report is to understand the purpose of reflective practice, how can reflective practice help the development of effective management, understanding of theories of management and conflict resolution experiences, and analyse one reflective model and the relationship between academic theories and my experience. 


[bookmark: _Toc141701430]Knowledge and understanding on the purpose of reflective practice

Reflective practice is an essential aspect of professional development and lifelong learning. It involves examining and analysing one's experiences, actions, and decisions, with the aim of improving one's practice and enhancing outcomes for clients or patients. Reflective practice is not merely thinking about past events; it requires a systematic and structured approach to reflect on the context, actions, feelings, and outcomes of the experience, leading to critical evaluation, learning, and new insights.
The purpose of reflective practice is to enhance self-awareness, critical thinking, and professional growth. According to Schon (1983), reflective practice is a process of "reflection in action" and "reflection on action." Reflection in action refers to the ability to reflect on the experience while it is happening, allowing for real-time adjustments and improvements. Reflection on action, on the other hand, refers to the ability to reflect on the experience after it has occurred, allowing for analysis, evaluation, and learning.
Reflective practice is an essential aspect of professional development in healthcare, education, social work, and other fields. In healthcare, reflective practice can help healthcare professionals to improve patient outcomes, enhance the quality of care, and reduce medical errors (Chambers & Ryder, 2014). In education, reflective practice can improve teaching effectiveness, enhance student learning, and promote teacher self-awareness (Schon, 1987). In social work, reflective practice can improve social worker-client relationships, enhance service delivery, and promote ethical and culturally responsive practice (Schon, 1991).
Reflective practice can also enhance personal growth and well-being. By reflecting on our experiences, we can develop a deeper understanding of ourselves, our values, and our beliefs, leading to greater self-awareness, self-regulation, and personal growth (Mezirow, 1990). Moreover, reflective practice can help us to cope with stress and adversity, promoting resilience and well-being (Grant et al., 2009).
To engage in reflective practice effectively, one needs to adopt a systematic and structured approach. According to Gibbs (1988), the reflective cycle is a widely used framework that involves six stages: description, feelings, evaluation, analysis, conclusion, and action plan. The first stage, description, involves describing the experience or event, including the context, people involved, and actions taken. The second stage, feelings, involves exploring the emotions and feelings associated with the experience, including how the experience made you feel and how others may have felt. The third stage, evaluation, involves evaluating the experience, considering what was good and bad, what worked well and what could be improved. The fourth stage, analysis, involves analysing the experience, considering what you could have done differently, what you have learned, and what insights have emerged. The fifth stage, conclusion, involves drawing conclusions from the analysis and reflecting on what you have learned from the experience. The final stage, action plan, involves developing an action plan to apply what you have learned to future practice.
In conclusion, reflective practice is an essential aspect of professional development and personal growth. It involves examining and analysing one's experiences, actions, and decisions, with the aim of improving one's practice and enhancing outcomes for clients or patients. Reflective practice can help healthcare professionals to improve patient outcomes, enhance teaching effectiveness, promote ethical and culturally responsive practice, and promote personal growth and well-being. To engage in reflective practice effectively, one needs to adopt a systematic and structured approach, such as the Gibbs reflective cycle, that involves six stages: description, feelings, evaluation, analysis, conclusion, and action plan.

[bookmark: _Toc141701431]How can reflective practice help the development of effective management, understanding of theories of management and conflict resolution experiences

Reflective practice is a crucial element in the development of effective management, understanding of management theories, and conflict resolution experiences. The purpose of reflective practice is to improve self-awareness, critical thinking, and professional growth. In management, reflective practice can enhance leadership effectiveness, promote teamwork, and facilitate conflict resolution.
Reflective practice can help managers to develop effective leadership skills. According to Kouzes and Posner (2017), reflective practice is a critical element in the development of effective leadership. It enables leaders to reflect on their actions and decisions, evaluate their effectiveness, and identify areas for improvement. Reflective practice can help managers to enhance their emotional intelligence, improve their communication skills, and build strong relationships with employees (Cherniss, 2010).
Reflective practice can also help managers to gain a deeper understanding of management theories. Management theories provide a framework for understanding and analysing organisational behaviour and decision-making. However, understanding management theories alone is not sufficient. Managers need to reflect on their experiences and practice to apply management theories effectively. Reflective practice enables managers to critically evaluate their experiences, compare them with management theories, and identify gaps and opportunities for improvement (Reed & Canning, 2011).
Moreover, reflective practice can facilitate conflict resolution in the workplace. Conflict is an inevitable part of organisational life, and managers must have the skills to manage and resolve conflicts effectively. Reflective practice can help managers to develop self-awareness, emotional regulation, and interpersonal skills, which are critical for managing conflicts (Mayer & Salovey, 1997). Reflective practice enables managers to reflect on their emotions, values, and beliefs, and to understand how they influence their interactions with others. This self-awareness can help managers to manage their emotions and respond to conflicts in a constructive and productive way (Senge, 2006).
To engage in reflective practice effectively, managers need to adopt a structured approach. According to Gibbs (1988), the reflective cycle is a widely used framework that involves six stages: description, feelings, evaluation, analysis, conclusion, and action plan. The first stage, description, involves describing the experience or event, including the context, people involved, and actions taken. The second stage, feelings, involves exploring the emotions and feelings associated with the experience, including how the experience made you feel and how others may have felt. The third stage, evaluation, involves evaluating the experience, considering what was good and bad, what worked well and what could be improved. The fourth stage, analysis, involves analysing the experience, considering what you could have done differently, what you have learned, and what insights have emerged. The fifth stage, conclusion, involves drawing conclusions from the analysis and reflecting on what you have learned from the experience. The final stage, action plan, involves developing an action plan to apply what you have learned to future practice.


[bookmark: _Toc141701432]Analyse one reflective model and the relationship between academic theories and experience. 

Gibbs's reflective cycle is a widely used framework that helps individuals to reflect on their experiences and learn from them. This reflective model is composed of six stages, including description, feelings, evaluation, analysis, conclusion, and action plan. This essay will analyse Gibbs's reflective cycle and its relationship with academic theories and my experience.
The first stage of the Gibbs reflective cycle is description. In this stage, individuals describe the experience or event, including the context, people involved, and actions taken. This stage is essential because it provides a detailed account of the experience, which is necessary for critical reflection. According to Reed and Proctor (2011), the description stage is crucial because it helps individuals to create a clear picture of the experience, which makes it easier to evaluate and analyse.
The second stage of the Gibbs reflective cycle is feelings. In this stage, individuals explore the emotions and feelings associated with the experience, including how the experience made them feel and how others may have felt. This stage is critical because emotions play a significant role in shaping our perception of events and experiences. According to Schön (1983), emotions are important in the learning process because they help individuals to recognise and respond to problems and challenges.
The third stage of the Gibbs reflective cycle is evaluation. In this stage, individuals evaluate the experience, considering what was good and bad, what worked well, and what could be improved. This stage is important because it allows individuals to critically evaluate the experience and identify areas for improvement. According to Schön (1987), evaluation is a critical component of reflective practice because it allows individuals to assess their actions and decisions in a constructive and non-judgmental way.
The fourth stage of the Gibbs reflective cycle is analysis. In this stage, individuals analyse the experience, considering what they could have done differently, what they have learned, and what insights have emerged. This stage is crucial because it allows individuals to reflect on their experience and connect it with academic theories. According to Boud, Keogh, and Walker (1985), analysis is a critical component of reflective practice because it allows individuals to connect their experience with theoretical concepts and frameworks.
The fifth stage of the Gibbs reflective cycle is conclusion. In this stage, individuals draw conclusions from the analysis and reflect on what they have learned from the experience. This stage is important because it allows individuals to develop insights and conclusions that they can use to inform future practice. According to Mezirow (1990), reflection can lead to transformative learning, which is a process of changing one's assumptions and beliefs.
The final stage of the Gibbs reflective cycle is action plan. In this stage, individuals develop an action plan to apply what they have learned to future practice. This stage is essential because it ensures that the learning from the experience is translated into action. According to Kolb (1984), reflective practice is a cyclical process that involves taking action, reflecting on the experience, and modifying one's actions based on the reflection.
By applying the Gibbs’s cycle on my academic experience, the first stage is description which includes the daily experience of studying both the classes and the experience of academic reading and writing the assessments, the second stage is feelings which include both negative feelings such as frustration and lack of satisfaction with the self at times, but also positive feelings such as proudness, satisfaction, intelligence, and more, the third stage is evaluation of the academic experience which is an overall positive evaluation with self-improvements that can be seen every semester, better reading and academic writing, development of skills, better grades and a good addition to the employment portfolio, the fourth stage is analysis, which is where I identify what I can improve for even better results, the fifth stage is conclusion that for me is that I am proud how I developed across the years and the creation of an action plan for further development, while the final stage is the actual action plan. 

[bookmark: _Toc141701433]Conclusion

In conclusion, reflective practice is essential for the development of effective management, understanding of management theories, and conflict resolution experiences. Reflective practice enables managers to develop effective leadership skills, gain a deeper understanding of management theories, and facilitate conflict resolution in the workplace. To engage in reflective practice effectively, managers need to adopt a structured approach, such as the Gibbs reflective cycle, that involves six stages: description, feelings, evaluation, analysis, conclusion, and action plan. Gibbs's reflective cycle is a powerful framework that enables individuals to reflect on their experiences and learn from them. The relationship between academic theories and student's experience is crucial for reflective practice because it allows individuals to connect their experience with theoretical concepts and frameworks. By applying academic theories to their experience, students can develop a deeper understanding of the concepts and apply them to future practice.
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