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Chapter One

How managing people with different approaches in a work place help to create a productive and happy work place for both management and staff.
Introduction
I will be undertaking the investigation of how managing people in different ways has worked for the management of a Tesco store. Within one supermarket there are a variety of management and management techniques. My interest was first peaked when I began working in a Tesco store as a Christmas temporary member of staff, with this being the busiest time of year with demand being so high and being faced with so many different challenges sometimes within just hour. So starting this job with a fresh mind as to how this multimillion pound company was running, my position within the store was on the dot com department, this is where people are able to order their grocery shopping on the internet or a mobile phone app, the shopping is then collected from the store and delivered to the customers home at a convenient time. This was and still is a very busy department with over 50 staff on a shift at one time. A manager was running the department the day I started my employment and the department seemed to be running with ease but at the same time every member of staff was working efficiently and effectively. Over time it became clear to me that as there was a lot of different managers in the store at any one time they all that seemed to have their own styles of management and way of running the various departments. It all seemed to work so well as a whole.
As the Christmas period came to the end I was lucky enough to be asked to continue my employment with the company, this is where I could progress further within the department and gain a more of a hands-on approach and in depth insight as to the how the management structure works with in the business. Alongside this, it gave me the chance to see if management was a path I may like to follow. I then had the opportunity to use this as a topic for my dissertation. So, with being able to gain the knowledge of how the company works, I plan to now start collecting all the relevant data needed to complete these. A small number of managers and general members of staff from a few of the different departments will be asked to take part in an interview. All the interviews will be kept anonymous, the questions will be tailored to members of the management team and then general members of staff. The questions intended to be asked are going to be kept relatively general. This is to ensure that members of staff will not be easily identifiable from the answers they give and any opinions are kept confidential. One of the questions intended to ask both management and other members of staff is how they would deal with a situation and then to be able to analyse the answers to see if there is a pattern between to different types of staff.

“Success in business happens because of successful employees. That being said, strong managers are one of the most critical components of Employee Success — after all, employees leave managers, not companies” (Suleman and Archive, 2017)





People follow leaders they know – leaders who care. People follow and trust leaders with character. People follow and respect leaders who are competent. People follow and approach who are consistent and people follow and admire leaders with commitment. (Google Books, 2017)
I feel that this is a key part to having a strong and stable relationship with managers within the work place. It is seen as imperative to have a clear understanding of what is to be expected from both sides of the structure that you work within. This further enables the smooth running of a business and the departments that operate within.
Respect is almost always gained on difficult ground. A leadership position will help a leader only until difficulties arise the leader must arise to meet those difficulties leaders who are incapable of meeting challenges may desire respect from their followers and peers, but they rarely get it. They may be liked if they possess good character and care for others, but they won’t listen to them. Everyone may have the right to speak, but not everyone has earned the right to be heard. While poor leaders demand respect, competent leaders and command respect (Maxwell and Maxwell, n.d.)
I feel with this point that is vitally important that having the respect of the people that you work with is essential, even if gaining this is not always easy when stepping in to a new role with in your current job or starting a new career. This has been seen to happen in many industries there will always be some speculation. But if your competent of being a leader that then open the question of are leaders born or made, “Are leaders born or made” (Forbes.com, 2017)
The question is: ‘Are leaders born or made?’. We all start by being born, the answer to this question is thought to be leaders are born and then are made, a good leader is seen to be in a constant state of growth, they never repeat the same say twice, also they strive to gain knowledge and experience and then in turn this then gives them a greater change of feathering both knowledge and career opportunities. (Leadership-Central.com, 2017)







Research Strategy and methodology


Interviews will be undertaken as my research strategy, I will interview a number of managers from a Tesco store. For the two different types of interviews the questions will be tailored to fit the two different types of interviewees. I do however intend to keep my questions to the both types of staff relatively general. The purpose of this is to not make any one feel threatened by any of the questions that I ask, there will be one question asked to all the people interviewed about a scenario that had occurred and then to collect the data from the different answers to see if any type of patterns have formed among the departments “This paper explores the most common methods of data collection used in qualitative research: interviews and focus groups. The paper examines each method in detail, focusing on how they work in practice, when their use is appropriate and what they can offer dentistry “(Gill et al., 2017) the qualitative research method will be used. This why I have chosen to use the interviews to gather the information needed for my research. I then intend to see how of the different styles had different effects on the staff working under the management and if any one of the styles was more effective than another. Qualitative research data collection methods are time consuming but allow us to look at information more in depth.
“Therefore, data is usually collected from a smaller sample than would be the case for quantitative approaches - therefore this makes qualitative research more expensive. The benefits of the qualitative approach is that the information is richer and has a deeper insight into the phenomenon under study” (Learning, 2017)


Logistical and ethical consideration
For the purpose of my research I intend to interview three managers and two members of staff from each of their departments, then the data from the interviews will be transcribed and then further analysed to see if there were any trends to emerge in the management styles which are used within the store. Once all the data has been collected and transcribed all of the audio files will be destroyed in order to protect the information and maintain anonymity, and whilst the transcripts are in use it will be stored on a password protected computer and will be the responsibility of myself, the interviewer.


Chapter Two – Literature Review

Leadership: Theory and Practice is the first book for which I will write this literature review.  This is the 4th edition and was printed by Sage in 2009.  This publication was written by Peter G Notrthouse PhD who is a Professor of Communications in the School of Communication at Western Michigan University.  He has also co-written two other publications and is involved in leadership models, assessment, ethics and leadership and group dynamics.  He has also taught over the last 30 years courses on leadership, interpersonal communications and organisational communications with both post and undergraduates.  At present he is a consultant and lectures on “trends in leadership research, leadership development, and leadership education. He holds a doctorate in speech communication from the University of Denver, and master’s and bachelor’s degrees in communication education from Michigan State University.”, (SAGE Publications Ltd, 2018).
In essence this book focuses on helping readers to apply leadership theories to today’s “global organisations”, (SAGE Publications Ltd, 2018).  He has made some major advances in recent years to how we analyse strengths and weaknesses that are found among today’s management theories used in the private and public sectors along with non-profit organisations.  It’s aimed for use in the studies of undergraduates who have reached the point in their study where they begin to look at leadership as part of their study and this book offers them a good and steady foundation of knowledge to progress further with this subject matter.  This book covers leadership theories and approaches and is written in such a way that it can be also used by post –graduate students and those outside of academia with an interest in the subject of management and leadership. The book covers everything from trait theory at the very start to transformation process theory at the end and the strengths and weaknesses of everything in between.  He also addresses the hot topics of the present, those of gender impact, cultural diversity and also ethical conduct.  There are a number of special features within in so much as each chapter has the same format, each has a discussion regarding strengths and weaknesses, criticisms and merits, an application section to help display the practical aspects, case studies, a questionnaire and finally figures and tables to provide a more meaningful illustration of each theory, “ Although this text presents and analyses a wide range of leadership research, every attempt has been made to present the material in a clear, concise, and interesting manner.  Reviewers of the book have consistently commented that clarity is one of its major strengths.  In addition to the writing style, several other features of the book help make it user friendly.”, (Northouse, 2016).
There are 14 chapters within the book.  The introduction lays out the basics of how to analyse leadership, it’s basically divided into two main parts, those of “leadership defined” and “leadership described”, and each is then sub-divided further.  
Chapters 2, 3, 4 and 5 follow the exact same format as mentioned above and they cover the approaches of Trait, Skills, Behavioural and Situational.  Chapters 6 and 7 cover Path-Goal and Leader-Member Exchange Theories.  These are considered the more traditional theories of management.  Chapters 8 to 11 cover the theories of – Transformational, Authentic, Servant, and Adaptive Leadership.  These are based on the previous more basic ideas but are considered to be new ways to approach management style.  Chapters 12 to 16 look at Psychodynamic approach, Leadership ethics, Team leadership, Gender and leadership and Culture and leadership.  In chapter 15 especially there is discussion relating to the difference in management styles between male and female leaders, what are easily spotted gender related differences and also subtle ways that each use that’s are strikingly similar, “ Understanding the research into gender and leadership can help us promote more women into the upper echelons of leadership.  Doing so will fulfil the promise of equal opportunity by allowing everyone the possibility of taking on leadership roles, from the boardroom to the Senate floor.  This larger and more demographically diverse pool of candidates not only makes it easier to find talented people, but it also facilitates greater levels of organisational success.”, (Northouse, 2016) .    Chapter thirteen discusses prejudice and how this impacts our work life and therefore management or leadership style.  We live in a “pc” world and in many cases a manager could be avoiding dealing with an issue as to take a certain member of staff to task could be seen as prejudicial.  It affects our lives in more ways than simply a black/white, male/female prejudice.  We are now more aware of the LGBGTQ community, disabilities, both physical and mental that all impact on our ability to carry out our work load in the way we would initially intend to do.  No matter what the situation, there is now a constant need to sit back and check that you aren’t about to make a mistake that could have far reaching consequences.  Work culture can affect a leader’s effectiveness.
The chapter that deals with team leadership, chapter 14, was one of the most interesting and in many ways it was a shame that it is dealt with so far through the book as it certainly gives the reader a lot to think about.  Teams are the way that almost all organisations deal with sub-dividing the tasks needed on a daily basis, as tasks are often now more complicated than ever before.  “A team is a type of organisational group that is composed of members who are interdependent, who share common goals, and who must coordinate their activities to accomplish these goals.  Team members must work collectively to achieve their goals”, “The study of organisational teams has focused on strategies for maintaining a competitive advantage.  Team-based organisations have faster response capability because of their flatter organisational structures, which rely on teams and new technology to enable communication across time and space.” (Northouse, 2016).  
All in all the book is a great reference tool for anyone currently studying or who have studied and want to ‘freshen up’ their knowledge.  The layout, features and language ensure it is a very user friendly read, information is very easy to find with an excellent index system.
“Leadership style profiles of retail managers: personal, organizational and managerial characteristics”, appeared in the 30th Volume of the International Journal of Retail& Distribution Management.  It is written by Soyeon Shim, Robert F. Lusch, and Ellen Goldsberry.  All three writers have published many articles prior to this one relating to management theories and leadership.  Dr. Soyen Shim is currently the Dean of the School of Human Ecology at the University of Wisconsin.  Currently she provides leadership to both under and post grad students and also to those undertaking research and outreach programmes.  She has carried out research in many areas including consumer decision making and consumer and youth financial behaviour, her work winning many competitive grants.  Robert F. Lusch (dec.) was an American business professor of Marketing at the University of Arizona, and was part of their business school.  He served on the James and Pamela Muzzy Chair in Entrepreneurship at Eller College and contributed mainly to the areas of marketing.  He passed away on 23rd February 2017.  Ellen Goldsberrv Ph.D. was the Founding and Inaugural Director of the Lundgren Centre, part of the University of Arizona.  Her focus has been around the area of retailing and encouraged student involvement within the industry.  
Using surveys from retail managers and executives from national chain stores three leadership styles were identified and these three “clusters” were then used to compare to each other.  
There has been an immense reshaping of the retail industry over the last 20 years, not only in the areas where change is expected such as logistics and technology but also in areas such as human resources.  The changes have been seen when recruitment where graduates and even MBA students has taken over from what was normally non-college students in the field of retail.  With a leadership crisis expected in the near future the requirements of a retail manager must now be “competent not only in technical and managerial skills but also in dealing with human resources and leadership issues. In short, the performance expectations and leadership skills required for retail executives are rising. Consequently, it is a critical time to examine issues relevant to leadership among current managers and executives in the field. Such an examination, based on empirical research, could be even more compelling for both practitioners and academicians.” (Shim, 2002).  
Using Quinn’s’ 1984 model of competing leadership roles as a starting point, the leadership styles are then looked at based on “their personal values, organizational, managerial, and demographic characteristics.” , “it is our goal that this exploratory study of leadership styles in retail management provide important benchmark data to build a theoretical foundation for future studies in this area. This study is also important in helping to identify leadership issues in retailing that may warrant further study. “ (Shim, 2002).  There are eight leadership roles identified by Quinn, those of innovator, producer, broker, coordinator, monitor, director, facilitator and mentor.  The article then continues to discuss Quinns model and how these roles fit within it.  
The article then goes on to discuss “Leadership style clusters” which they were able to identify which led to the identification of effective and ineffective managers and these could then be further categorised.  
The remaining article covers Personal values and leadership styles, Organizational commitment, job characteristics and job satisfaction, Career progression, organizational and demographic characteristics, Data collection and sample characteristics, Instrument, cluster analysis on leadership functions, profiling leadership style clusters, exploring leadership style archetypes among retail managers and executives,  Managerial implications in the context of the retailing sector and limitations and future studies.
This journal article is by no means for the faint hearted or easy Sunday afternoon reading material and is very much aimed toward the academic world and those with academic backgrounds, but the information within, if the technical speak doesn’t put you off, is extremely interesting and valuable information to anyone who works in management within the retail industry.  The figures are also not for the faint hearted but it is worth putting them to one side and purely read the text and the authors findings.
It appears that managers can use the leadership model as a self-assessment tool and also for assessing others, it could produce insight for team leaders/managers at times of annual review etc. As so many of the managers that took part in the interview stage of the dissertation suffered times of self-doubt , it could be used here for self-assessment to enable them to adjust their style and produce better results for themselves and their teams, “Perhaps the most enlightening implication from this study may be that retail managers and executives can self‐assess their leadership styles using Quinn’s instrument  to determine how their leadership style compares to the three styles found in this study. This self‐assessment can be used to identify leadership roles that such managers and executives need to emphasize or de‐emphasize in order to achieve their desired leadership style. This instrument can also be used by those who lead retailers’ human resources departments to train and assist current and/or new managers and executives.” (Shim, 2002).  The model was also useful in the case of managers who find their jobs to be repetitive and non-demanding.  It was found that these types of managers tend to be store managers and not managers covering positions within human resources, upper level executives or entry/departmental managers.  To defeat these issues an educational training programme designed for store managers would change their mind set and prevent the feelings of negativity.  It also proved that 50% of retail entry level managers begin their careers with a more positive leadership style and that movement up the career ladder changes this, “as they move up the career ladder to store manager, they become more isolated and thus develop a loner/internal focused style. Store managers are the key driving force behind a retail firm’s profit, yet many of these managers in the loner/internal focused group find their job to be less than fulfilling, while having the lowest satisfaction level and the least organizational commitment.”, (Shim,2002).  
The article is impressive in its level of information and the quality of the results obtained through their study.  It is very detailed, has a great deal of technical terms and figure work.  But, the main body of the article is full of interesting, useful and sometimes amazing information that any manager worth their weight would be a fool not to read and use in some way.  Those within the retail sector, especially those who have maybe lost their way, should be given this article as a wakeup call and a way of plotting a much brighter future.





  








Chapter Three

The research that has been undertaken as part of this dissertation, has been carried out with reference to qualitative research approach techniques. A qualitative approach to research is designed to highlight a target audience’s differing scales of behaviour and the perceptions of this when compared to a specific topic. The results of qualitative research are then produced in a descriptive rather than predictive way.
These forms of research originated within the fields of both social and behavioural sciences: sociology, anthropology and psychology. In today’s business world, qualitative methods when seen within the  in the fields of marketing research are usually compartmentalised into in-depth interview sessions that can be carried out in person, by telephone, via videoconferencing or even via the Internet.

There are a number of qualitative research aspects that contribute to insightful, meaningful and comprehensive results:
1. It increases the connection between participants, as they build on the comments and ideas that each are able to bring to the group.
2. A chance to use role play, for example, to encourage a sense of team and it also helps to beat the feelings of self-consciousness that many people find they suffer from in these situations.  Even the most confident person when communicating by email, phone etc. can be self-conscious face to face and in group situations away from their everyday work situation.
3. It enables the researchers to bring together their research and the interviews that have been carried out and also the non-verbal ques of body language and changes to the interviewee’s voice.  This has huge conurbations to the feedback and in turn the analysis and conclusions to the research done.
4. The changes in the ways that the interview or group discussion is being carried out, each member is able to engage in a more active way, a way that isn’t always possible when the surveys being used have been constructed in a more structured way.
5. The ability to ask questions to reach a greater understanding of how each member is feeling with regards to the survey/interview which in turn will help the researcher/ interviewer to gain a deeper understanding or the responses they have received.
The type of interviews that can be carried out can basically be broken down into three specific types:
1. Structured – these are carried out verbally, the questions are prepared in advance and they are adhered to with little or no change to them.  Follow up questions aren’t used so answers aren’t elaborated upon.  They are carried out quickly and are of great help in situations where an interviewee may have numeracy or literacy issues. There is a negative side to this form of interview and this is predominantly that it restricts the amount and depth of the answers that the interviewee can provide.
2. Semi-structured – this form of interview is a qualitative type of interview.  It uses both prepared open ended questions, to encourage discussion and also an opportunity for the interviewer to encourage further interaction dependent on replies given so that topics can be explored to a greater depth.  This enables a better understanding of the interviewee and a better understanding by the interviewee of the information the interviewer is trying to gain by the questions they have asked.
3. Unstructured – An unstructured interview is also known as a “non-directive interview”, (En.wikipedia.org, 2018).  In this case the questions aren’t prepared in advance, there are no standardised questions.  This form of interview is the polar opposite of a structured interview.  The interview is much more relaxed and free flowing, it would feel more like a ‘chat’ than an interview.  There are drawbacks to using this method mainly due to its informal nature and it’s unstructured method preventing direct comparisons between candidates/interviewee’s.




Application of the Methodology
A semi structured approach was applied to the interviews that were undertaken as part of this dissertations research.
“Semi-structured interviewing, according to Bernard (1988), is best used when you won't get more than one chance to interview someone and when you will be sending several interviewers out into the field to collect data. The semi-structured interview guide provides a clear set of instructions for interviewers and can provide reliable, comparable qualitative data.” (Qualres.org, 2018)

A set of five questions were put together and given to random set of managers within Tesco.  By setting out with a set of 6 questions this enables me to ensure that I would have a similar set of data to analyse, with the same questions asked to all of the participants.  It was also a great way of starting further discussion with the interviewee where I felt the subject matter called for a greater depth of understanding. Once the interview process had begun, I felt it was leading to opening many doors for myself to allow a deeper insight in to the wealth of knowledge that I was lucky enough to have a chance to interact with.
All six of the interviews lasted for approximately forty minutes and each interview started in the same manner.  Each interviewee would be handed a list of questions to 

look over and to familiarise themselves with, they would then have a little time to think about how they would answer each of the questions that are laid out below:



Who was your inspiration when you first stepped in to your management Role?

Could you tell me a little bit about yourself? Also, about your style of management and how it works for you?

What do you consider your greatest strength and weakness to be?

How did you face the first 90 days in a management Role?

What keeps you motivated?

Can you tell me your greatest achievement?


On first reading then the questions are very random I agree, but this was my full intention when I initially prepared with my interviews. MY intention was not to have to have six questions that gave no room to answer freely and I also intended the questions  to encourage thinking as well as provide what I hoped would be a wealth of information that I intended  to collect for these managers.  All of the managers were chosen from one store, however, two mangers were from the higher management team and the remaining four are classed as “Senior Team” which can be roughly compared to the position of a Department Manager, even though Tesco give a name to all the different types of management.  All six individuals began their career with Tesco at exactly the same position, the all came from the bottom of the Tesco ladder and have all worked continuously to reach this level they are at now. They all mentioned how much their jobs were a demand on their time and capabilities. But as at present each has developed ways and mechanisms to deal with it on a day to day basis.  For each person these demands are as different as the position they hold, as, not one department runs in the same way.   It was also very interesting to find out that some of the managers 



had previously run some of the other departments now run by other managers taking part in my research.
“Our Store Managers are the beating heart of our shops. They're famous for making the difference by putting customers first, and by inspiring colleagues to deliver a great shopping experience. This role is all about motivating a large team to deliver complex tasks. So you'll be ambitious and driven to get on by delivering fantastic service” (Tesco-careers.com, 2018)
“You’ll play a driving role in making what matters better – for our customers, colleagues and our communities. It’s a chance to put your skills, experience and instincts to the test: chasing opportunities, finding better ways of working, acting as a role model for your team, and getting things just right for our customers.” (Tesco-careers.com, 2018)
The part that I found one of the most interesting was the interviews with the managers that had made progression by making a step up the management ladder.  Their pressures and worries were doubled in many cases.  They were in a few case snot only dealing with a new management role also taking on the task of running a new department and all the administrative and technical that go along with it, now two departments are run in exactly the same way, no matter how tightly the companies processes are controlled. “Great leaders make the hard choice, and self-sacrifice in order to enhance the lives of others around them”, “(Forbes.com, 2018).   I found in these cases this particular type of manager may not have been the strongest manager when they first stepped into this job role, but now they have been able to develop a unique skill that they have been able to put in place and make it work for them no matter what the challenges they faced with. “Many experts across countless leadership books and articles agree on certain principles required for leading a team to greatness, but when it comes down to it, the most important factor is whether or not the leader is getting the job done “(Forbes.com, 2018)








Chapter Four

I. Manager one was very strong minded and self-driven who gave very clear and precise answers throughout the interview. They talked about leaving school with no qualifications and started their working life thinking they would never be able to amount to anything. Some years later they then decided to go to university and this is what started and sparked the interest in becoming a manager or something of that type of job. After finishing university they joined Tesco as a general assistant and quickly began to start the climb up the management ladder within their first twenty four months with the company.
They believed that they have never been too afraid of getting their hands dirty. Whenever people have asked anything to be done it’s done and to the best possible standard.
When asked about weakness, they believed that their greatest weakness is always wanting to help people, they added it’s not all a weakness but it can often encroach on jobs that have to be completed in their own day to day activities.
When asked about the first 90 days they responded with ‘I just wanted to be myself, listen to any instruction I was given and always stayed open to new ideas’. Keeping motivated how they deal with staying motivated but by continually learning new skills and having a job that is always evolving. And a big part of staying motivated was the team of people that they work with every day
And when finally asked what was their biggest achievement they said it was defiantly going back to university and that has enabled them to build the life they have today also securing a future for their family too.


II. Manager two started off by talking about the pressure they felt they had from the start of being upper manager from their predecessor and also said that first they also tried to adopt that style of managing, how it very quickly became clear that would not work for themselves in this role.  This manager did not go to university to  be able to achieve this job role ¸they refer to them self as old school in the way  they manage their working life and even though all the different styles of management don’t work as well as the old fashion approach works best. Well for this manager any way. Continuing the conversation about managing they talk about playing both good and bad cop and using an authoritative approach to delegating with tasks as well. They feel that this is a way that has always got the results needed.

When talking about the first 90 days in a management position. ‘I adopted Several Mantras’ they were:

“I would never ask my team to do something I would not do my self “

“Never think you have the only or the best answer to a problem “

“All decisions set a precedent in the mind of others, therefore be consistent in your treatment of circumstances”

“People don’t work for me they work with me or against me”

When asked about what kept them motivated? Motivation should be the achievement of the overall goal. Even if the role that your department plays is only a small one and by doing the best you can possibly do at even the small tasks was all this manager needed to keep themselves, and their team motivated which then enabled a high standard of work no matter what.

Greatest achievement was seen to be that even with not having a university degree that they have still been able to work to the top of the management structure.





III. They started their role as a manager after spending two and a half years in the finance department of Tesco.  After this time they thought that they then had the knowledge and understanding of what it takes to be a manager, so when an opportunity arose to apply for a management role became available they were lucky enough to be accepted for this role.  This was very daunting at first but the team on this department were all well experienced and welcomed fresh eyes to the department very well witch made the transition much easier,
When asked about what approach they used when managing their team? I was told about the different styles of management they used depending  on the employee that is being communicated with, followed with ‘for example one employee may be motivated by money and another by job satisfaction there leadership styles also vary depending on the employee too . To get the same results from two different employees will differ depending on the style of management used on them.
It’s said over all I try to be fair as I can because I firmly believe my employees are mine and the businesses biggest asset. And hence why I like to keep a close relationship with them all to ensure I can meet any needs they may have quickly and effectively.
“My greatest strength is my knowledge “
There greatest weakness’s is although I keep a good relationship with my staff I lack In empathy when it comes to issues within their personal lives, with things such as child care issues or illness. Instead of trying to support my staff I only care about the work load that has now increased by being down a member of staff, so they said they find it hard to empathise on a personal level
The fist ninety days in my new role were with smooth sailing within my department, however some of the other members of staff were not so welcoming as now I had become equal or even in a higher position than some staff that had been there years, however with this I set out with my head high and did everything to the best of my ability. Even though the first time giving a disciplinary to one of my staff still remains a hard task to do

Their motivation come from my Bosses with the feedback and praise they give me keeps me motivated and seeing my staff coming to work with a smile on their faces and happy to be there.



IV. This manager was very new in to their new role as a manager with having joined the graduate programme just a few months before and was now working as a check out manager as part of training in this store.  They said they had been lucky to come to a store with such a wealth of different managers and wanted be a small part of so many of them but could see the importance of not ever being afraid to make your own styles that work for you. 
With being new to retail of this size and being under so much pressure to prove yourself every day at this stage of their career, with it all being so new and having to learn to adapt every day to so many new situations, some time that arise in seconds, when you least expect it or even, more commonly, when you really could do without it.   Even with all of pressures of proving themselves they have an amazing support team helping to run the department and they also play a huge part the day to day running, along with creating the rotas to ensure that all the members of the department have plenty of knowledge of their shifts and any available hours the department may have. 
“My greatest weakness is that I care too much about what people think of me “
Also my decisions can be easily swayed if a lot of pressure is put on me but that is something I am continually working to turn in to a strength.  
When asked about failure they said it doesn’t scare me I just do everting in my power to avoid it happening. 
I’m in the first ninety days of my role so they could say was I am dealing with it one step at a time 
They said their greatest achievement to date was being this far in to their career was all they could ask for. 

V.  This manager originally began their career with Tesco’s as a trainee manager upon leaving school at the age of 18.  They had obtained good grades at ‘A’ level but not good enough to take up a university place.  They decided to take the step into a career in retail management at that point rather than resit exams in the hope of better grades and waste a whole year.  Their training went well and was at the point where they would have been allocated one of the businesses smaller stores when they got married.  Their married life took them firstly to London then on to West Germany where they lived for 6 years.  Whilst out there they started a family and their son was just beginning primary school on their return.  Wanting to return to work, but unable to give up the time needed to get back into a management role whilst bringing up a young family, they returned to Tesco but on a part time basis, working only school hours.  They continued to work for the company , increasing hours and taking on more responsibility as their family got older and at this point decided that they were in a position to change their “job” once more into a “career” and asked about taking on a team leader type role.  BY this point they had spent 15 years working for the company and had gained a vast knowledge of how the company worked from the bottom up.  Five years further on they have returned to Wales, where they were brought up, and now runs a department within a Tesco Extra store.  At this point they are happy to remain in this position for the foreseeable future.  Their style of management is firm but fair, treating each of their team members as important, irreplaceable and knowledgeable.  They also believe greatly in encouraging them to progress through the company as much or as little as they feel comfortable with and supports their decisions and helps them achieve their goals.

They found inspiration in individuals such as Stephen Hawking, Dame Anita Roddick, founder of the Body Shop, innovators and inventors of renewable energy innovations and also Dwayne Johnson, best known as a pro wrestler and actor, but a hardworking, forward thinking and vibrant business man.

They feel their greatest weakness is that of “taking the job home”.  They find it very difficult to switch off and often feel they suffer unnecessary stress because they do this.  However, taking time to think things through when away from the business allows them to look at things from the outside in and that often leads to finding the answer to a situation that was very difficult to work through whilst dealing with the other tasks carried out daily whilst managing the section.

Their greatest strength they felt was their ability to encourage and mentor their team, to encourage them to work together, build strong working relationships and encourage a strong, efficient and effective working group.

Within their first 90 days as a manager they felt they had faced the huge change with enthusiasm and hard work.  They felt they needed to prove themselves more than the graduates and management scheme managers as their background wasn’t so strongly based in management academia and that they were more reliant on experience and the knowledge gained from starting at the bottom of the business.

Their greatest achievement wasn’t work related but as an individual they felt it had helped them grow as a person which made them more confident in their working life and that was the gaining of a BSc in Environmental Studies whilst working full time and dealing with family life.


 













Chapter Five 

Findings and recommendations 
While spending my time at this Tesco and time with a selection of its managers it was apparent that even though the managers seem to all have the same main goal and that is to enable staff to have a happy work environment and to get any tasks set done to a high standard and in a timely manner. “Your real boss is the one who walks around under your hat. - Napoleon Hill” (today, 2018)   As all of the managers are at different parts of their careers to one of them just starting off on this huge venture and then others that are well established within their careers , I found there are as many similarities in the way they deal with their management style as there are similarities. There are many of the ‘Tesco way of doing things’.   It did seem however that the newer members of staff were starting to bring newer and more up to date methods into the daily running of the stores,   As they are joining the business this will be seen as a positive aspect of their management styles this is evident when talking to the younger members of staff around the store.  Many of them saying that the newer managers where easier to work alongside as there approach tasks with a lot more current ideas and techniques than some of the older managers that they called sharp and unclear. This is an issue that many managers did in fact bring up in interviews, but still felt that their approach was the best for them.   This can be looked at in two ways, that of “if it works it works” or “dinosaurs not wanting to embrace the present and future”.  The interviews also highlighted the many ways that the managers, well established and beginning their journey, came into the retail world and then took a management path as their career choice.  In the past and indeed for many of the managers interviewed they joined the company and worked their way up through the ranks.  A well-established ‘rite of passage’ and for many present managers, the only way they were able to progress through the company without a university degree.  For management hopefuls today, there are many ways of reaching their goals with training schemes etc., but the way that still seems most popular is that of first having a degree and then being picked up on a graduate training programme.  Competition for these positions are high as are the company’s expectations of these individuals.  Still you have to ask if this path produces better managers than those that start at the bottom and learn the business and its people from the bottom up,
“It is about celebrating success and the power of appreciation. There is power in saying thank you and of spotting somebody doing a job well and appreciating that.” (Smith, 2018)
I also felt that the managers were not afraid to be self-critical.  One talked about how they found it hard to relate to personal issues their staff members could be having in their personal life or issues with child care over school holidays or inset days.  They spoke about how their focus changed from trying to support that member of staff to thinking about how the work load had grown and they were a member of staff down and the impact this has on the business and also the moral of the team. But when I question the participant about how they would feel if their mangers was to react like that to them on the phone if they were calling in sick themselves, they stated that this is something that would make them feel uncomfortable when returning to work.  This got this manager into a new mind set of thinking about how they would feel and the amount of stress that it was also cause on top of the problem that they are already having when team members are not able to come to work.  After talking about this for a sometime, talking back and forth about the effects this can have on people, the manager said going forward they will now be making an effort to stop and think about the situation when dealing with staff and sickness and the effects it can have a people and also their attitude toward the staff and how to manage that whilst keep the team focused on the task in hand.  It also brought up thoughts relating to the feelings of dread when returning to work and how this could be dealt with whilst removing the worry and stress that the returnee faces knowing how these situations are dealt with.  It causes negative feeling around that tea member, or manager, and the team as a whole and can have far reaching effects long after the return to work interview has been dealt with. 

In the literature review of Leadership, Theory & Practice by Peter G. Northouse there are a large number of leadership techniques discussed.  Obviously not all of these can be applied to the managers that were interviewed, but it give greater understanding of their styles and helps make recommendations as to where improvements can be made that would make their styles more efficient, empathetic and polished whilst encouraging better stronger team building, more and better communication resulting in a team that work for the good of all and not the advancement of one whilst making the work place a better place to be.
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