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Introduction
Tesco PLC trading as “Tesco” is a household name across the UK. It is a grocery and general retailer based in England that has expanded over the years to offer services such as banking, mobile phone networking and online retailing. They employ over 400,000 staff whose annual revenue is a staggering US$M 83,205.4 (Marketline). This essay will be examining the various approaches that Tesco PLC use to manage their organisational functions. It will be exploring these approaches through different theories and models that are evident in their managerial approaches and hypothesising on the approaches that may be used based on the qualities of their operations and organisational functions in the lack of evidence. In a company of this complexity and immensity it will become clear that a black and white approach of one fits all will not be applicable and in many cases, it is the ratio of different approaches used in correlation with each other that utilises the best results for a business of this magnitude.  	


Management Approaches of Tesco PLC
Interest in the efficiency of the workplace has been evident for hundreds of years but the studies of writers such as Urwick, Mooney & Reiley and specifically Taylor innovated the theory of management as a science (Khurana, 2009). The works of Taylor in the beginning of the 20th century concentrated on the methods needed to peak efficiency in production. Through various tests and intensive research such as the famous Bethlehem Steel Works experiments he applied methods in management that are still being used today to increase efficiency and motivation (Taylor, 1911). For a company of Tesco’s measure, this scientific approach cannot be the sole approach, however, we can see shards of Taylor’s fragmented efficiency in, for example; the checkout system and of course the warehouse and stock operations that rely on repetitive tasks being carried out in the most efficient way possible. The workers do not have much say in how these operations are carried out and the methods are rigid in nature and abide by a scientific approach implemented by management. 
One could say there are elements of a bureaucratic approach being carried out in Tesco. Defined by the delegation of rigid tasks, from a higher member of a distinct hierarchy to a lower one (Weber, 2009). When researching Taylorism, one could accept that these methods, in an isolated form, are quite anachronistic and a more person orientated approach is now utilised by contemporary management in modern companies. This is used in conjunction with the principles of management theory transcribed in the works of the writers of the Classical approaches and as Koumparoulis & Solomos (2012) reiterate in their review of Taylorism “one cannot deny [Taylorism’s] contributions to society and measurement of efficiency”	
The use of a human resource approach is evident when looking at “OurTesco” an online resource for all Tesco employees that is full of various support services and explanations of benefits (www.ourtesco.com) Stressing importance on all staff and ensuring that they feel like they are valued has been detrimental in the satisfaction of workers and also has been invaluable to employers as they get an overall consensus of attitudes toward the approaches they use and can decide to continue or discontinue these approaches. This is supported by the writings of Elton Mayo and his involvement in the Hawthorne Experiments from 1924-1932 to understand worker motivation (Mayo, 1946). This however cannot be solely implemented as there are weaknesses within a Human Resources approach. As Graham’s (2009) evaluation on Human Resource management reveals “Corporate executive boards dominated by one cultural group, as they are in the United States, are bound to make huge mistakes of omission” (Graham, 2009, p.533)
Contingency Approach is used by management to assess a situation and apply a specific approach, as these approaches differ in success when external factors outside management’s control are altered e.g humans react differently to different scenarios (DuBrin, 2011).  It should be established therefor that Tesco utilise a Contingency approach as a combination of different methods that are necessary in different situations and it is wise to have an array of methods to deal with individual situations: “Approaches to managing research can be combined in practice, to explore opportunities to enrich project management research” (Sankaran, Drouin & Muller, 2013, p. 452)
	Work Motivation and Satisfaction
A leader gifted with an understanding of motivation realises that they have control over “the ability to galvanize and inspire individuals to exert effort, to commit to and persist in the pursuit of an organisation’s values or goals” (Latham, 2011, p. 4) Therefor it is obvious that motivation and satisfaction is critical in obtaining a workforce that are performing to the best of their abilities and are fulfilling their obligations as employees. There are several renowned motivational theories that could be applied to the management style of Tesco.
	One of the key motivational theories in place in Tesco would be Maslow’s theory of human motivation. Maslow says “Human needs arrange themselves in hierarchies of prepotency. That is to say, the appearance of one need usually rests on the prior satisfaction of another” (Maslow, 1943/2012, p. 1). Maslow’s (2012) hierarchy is as follows: Basic/physical needs, Security needs, Social needs, Self-esteem and Self-fulfilment. They are hugely appreciated in the understanding of motivation by Tesco’s management and are used considerably in their management methods.
 Basic/physical needs are being met by a regular wage that meets UK legal requirements and the supply of important facilities such as storage lockers for belongings and a canteen. Security needs are being adhered to with the use of formal contracts, a pensions scheme and there is opportunity to join a union which contributes hugely to the security needs of an employee. Social needs are being undertaken by the promotion of group activity, which participation metaphor research suggests enhances learning experience for many and gives a sense of belonging (Sfard, 1998). 	
Tesco’s self assessment and appraisal systems are put in place to ensure that individuals feel that their input is being appreciated and their Personal Development Plans reward ability with the chance of being promoted and to allow competent staff to ascend to team leader and management positions (www.ourtesco.com). Practices from Elton Mayo’s theories are also used commonly at Tesco. Employees regularly have value instilled upon them through conversations and appraisals on a 1-1 basis with management or through their “Value Awards” which can be given from an employee to another in recognition of their work (www.ourtesco.com).
Tesco also implement Frederick Herzberg’s Two factor theory, where “Hygiene factors” result in employee discontent when missing or insufficient and “Satisfiers” are the contributing factor towards motivation (Herzberg, 1959). This can be witnessed in Tesco as they have set “hygiene factors” such as contracted hours, a fair wage and a comfortable working environment. They are also provide “Satisfiers” or “motivators” by providing opportunity to input into decisions being made in store, recognition of achievement and work that provides a challenge. Critics have argued against this theory as an over simplification, you cannot appease individuals by reducing the dissatisfaction alone. Herzberg also lists supervision as a hygiene factor but “he never used the term 'leadership'. But who makes achievement possible? Who stimulates creativity? Who gives recognition? Good leaders do!” (Adair, 2006). 
 Theory X & Theory Y by McGregor is another motivational theory that could be in use at Tesco. It relies on the assumption that a manager is either a) Theory X; who believe staff are innately shy of work, of inferior intelligence and do not want to be there if given a choice, they are their purely for the reward OR b) Theory Y, who believe; a worker is happy to be there, enjoys the challenge and values his contributions to his employer and looks to better himself without necessarily the motivation of rewards. These theories can be hypothesized to be in practice in Tesco as it is very probably a person in position of management will either implement a hard or soft approach with a particular member of staff depending on which theory they have identified will yield the best results (McGregor, 1957) The weaknesses of this approach are that these are presumptions one must make and presumptions are not research or fact based. For that reason, Theory X & Y are based on presumptions which are subjective in nature, and McGregor goes further to presume that Theory Y is the best approach to apply as he presumes that the majority of workers fall into the category of Theory Y and this of course is not strictly true.
 It can therefore be noted that Tesco, like with the management approaches, incorporate a number of different theories concerning motivation and employee satisfaction and a well versed manager will be able to pick to apply teachings from each theory to the scenario that best suits it. This reiterates the crucial need to have a broad understanding of theories concerning the management and motivation of businesses and the staff within.
Perception and Communication
Perception is how individuals process information from external stimuli. We gather stimuli through our sensory abilities such as; sight, hearing, touch, smell and taste. This information is then processed, and the conclusions we come to from processing these stimuli is our perception. An understanding of perception and communication is hugely important for a manager as people’s behavior within an organisation is all based on their perceptions. 
One of the most important theories to consider in regards to perception is Attribution Theory.  It is the process of attaching meaning to an event or behaviour. It suggests that we try and work out whether behaviours are internally caused (a behavior that is under the control of the individual) or externally caused (a behavior heavily influenced by an external factor) (Försterling, 2013).  A manager in Tesco could use three factors of Attribution theory when making decisions based on behaviours of their work force. For example a) an employee’s effort is not meeting a manager’s expectations, the manager could then refer to (i) Distinctiveness, (ii) Consensus and (iii) Consistency.
(i) Is this the employee’s usual attitude?  Have low levels of output been observed before? If yes, then one would be likely to attribute this behaviour internally. 
(ii) Are the other members of staff with the same duties responding with the same degree of low output? If yes, then one would be likely to attribute this behaviour externally. 
(iii) Does this behaviour repeat itself over time? An employee who regularly gives low levels of effort will be perceived differently to an employee of the month, with a track level of attainment. If yes, the behaviour would be attributed internally.

This is a particularly valuable method managers at Tesco could utilize.  It is an important tool when deciding if a person is to be blamed for an event which is a frequent occurrence in management. However it is common to overestimate internal, as well as  underestimate external factors so one must be aware of this vulnerability in attribution theory (Martinko, 1995).
Tesco require a huge attention to detail from its managers in regards to their communicational skills, as a job advertisement taken from indeed.co.uk for the position of a Team Leader position states “Talking to colleagues, to share and encourage new ideas and best practice. Being warm and welcoming, taking time to recognise and listen to others 
Building a strong team spirit and a network of relationships that stretches beyond the store”. Thus, a manager at Tesco should embody an ability to communicate excellently, and be aware of non verbal communication, as W. David Rees stresses that body language can give away “important cues” as to what someone really thinks (Rees, 2015). 

Organizational context 
Tesco seems to be organised formally, this can be gathered by the deliberate nature of the organisation, the clear and precise co-ordination of tasks that are delegated amongst a clear hierarchy of staff ranging from senior management roles such as chief executive officers, executive and non-executive board members to mid management roles such as area managers and store managers to operational workers such as team leaders and store assistants. Tesco have stated the desire to be the UK’s biggest grocery and general retailer. This ambition was actualized in 1994 when Ms Dunn and Mr Humby pitched to Tesco how they could double its market share in a year (BBC News, 2014) They did this by innovating the first loyalty card to ever be used by a supermarket. Tesco use the clubcard to gather essential data from customers to organise customer knowledge and behaviour, customer engagement, category optimisation, price & promotions and supplier engagement. This revolutionised the way in which companies gather service user details to organise their management approaches and is now used by giant corporations such as Coca-Cola, Nestle and Unilever (www.dunnhumby.com).
Tesco will have many methods in order to deal with conflict and stress. One of Tesco’s key tools in conflict resolution is its HR department who are proficient in human resource approaches whose sole duty is to serve the people of the company and ensure their wellbeing. Tesco also use an appraisal system where conflicts will be dealt with by superiors in a supervised meeting where any problems are talked out in a calm and professional manner and an agreement is formed, this method is utilised in most mid to large sized companies. Appraisals have been met with some critique, some suggesting that they lead to staff feeling victimised and as a way of managers exerting control over staff “control over employee behaviour can be achieved by the extension of appraisal to manual workers, professional as means to control. This develops the literature of Foucault using power and surveillance.” (Taticchi, 2010, p. 200)


[bookmark: _GoBack]Conclusion
It is now clear that a successful organisation will use a vast array of management approaches, theories and ideas. These ideas and theories can be viewed in comparison to an experienced general, who’s extensive knowledge of strategy allows him to direct his troops in relation to the current scenario to give himself the best chance of victory. Just like the general, an experienced manager will house an armory of theory and idea. An experienced manager will delve into his broad knowledge of theories and use his wisdom to apply the best theory, or a combination of theories, which has already been shown to be just as effective if not more so in certain instances. Tesco employ only experienced managers and show great desire to nurture future talent in management and organisation. This along with their contingency approach and use of appropriate management theory, situation dependent, ensure that Tesco’s approach to contemporary management is both efficient and sustainable, fair, yet decisive. 
 
 
  

	


References

Adair, j., 2006. Part 2. Maslow and herzberg - chapter 6. Herzberg's motivation - hygiene theory. London: kogan page ltd. 
Dubrin, a. (2012). Essentials of management. 9th ed. Mason, ohio: south-western/thomson learning, p.27.
Försterling, f. (2013). Attribution: an introduction to theories, research and applications. London: psychology press.
Graham, j. L. (2009). Culture and human resources management. 1st ed. Oxford [u.a.]: oxford univ. Press, p.553.
Herzberg, f. (1959). The motivation to work. New york: wiley.
Home. (n.d.). Retrieved november 27, 2017, from https://www.ourtesco.com/
Khurana, a. (2009). Scientific management: a management idea to reach a mass audience. New delhi: global india publications.
Koumparoulis, d & solomos, d.k. (2012). Acta universitatis danubius: oeconomica. Taylor's scientific management, 8(3), 5-14.
Latham, g. (2011). Work motivation: history, theory, research and practice. 2nd ed. London: sage publications, inc, p.4.
Maslow, a. (2012). A human theory of motivation. 1st ed. [ebook] new york: start publishing llc, p.1. Available at: https://books.google.co.uk/books?Id=nvnsagaaqbaj&source=gbs_navlinks_s [accessed 8 nov. 2017]. (original work published 1943) 
Mayo, e. (1946). The human problems of an industrial civilization. Boston: division of research, graduate school of business administration, harvard university, pp.55-76.
Mcgregor, douglas m. "the human side of enterprise" in adventure in thought and action, proceedings of the fifth anniversary convocation of the school of industrial management, massachusetts institute of technology, cambridge, ma, 9 april 1957
Rees, w. D. (2015). Skills of management and leadership: managing people in organisations. London: palgrave macmillan.
Sfard, a. (1998). On two metaphors for learning. Educational researcher, vol. 27. 2nd ed. [ebook] washington, dc: american educational research association, pp.4-13. Available at: http://www.jstor.org/stable/1176193 [accessed 10 oct. 2017].
Smale, w. (2014, november 24). The couple who helped transform the way we shop. Retrieved november 16, 2017, from http://www.bbc.co.uk/news/business-30095454
Solutions. (n.d.). Retrieved november 16, 2017, from https://www.dunnhumby.com/solutions
     Taticchi, p. (2014). Business performance measurement and management. Berlin: springer berlin.
Taylor, f. W. (1911). The principles of scientific management. New york: harper & brothers.
        Tesco plc, retrieved november 16, 2017, from https://advantage.marketline.com/
Weber, m., & henderson, a. M. (2012). Max weber: the theory of social and economic organization. Mansfield centre, ct: martino publishing.


