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Introduction:

The following report has been formulated with the intention to highlight the significance and influence of the beliefs, attitude and values of an employee and an organisation in determining the effects of these constructs on the workplace behaviour for the selected organisation Tesco. It will also evaluate and explain how individuals’ beliefs, attitudes and values impact on workplace behaviour. The report begins with defining beliefs, values, attitudes, and their inter-relationship and then continues to explain their impact on organisational behaviour, culture and ethics. The second section of this report is devoted to the critical evaluation of Elton Mayo’s Management Theory of Motivation and the Hawthorne effect. The evaluation begins with illustrating the usefulness of the theory and Hawthorne effect. The report describes the experiments conducted by Mayo and analyses the critiques and shortcoming. The report further explores the usefulness of the theory for Tesco through reference to various factors in business environment and then presents practical example of application of this theory within the context of Tesco. The report then ends with a brief personal opinion and set of conclusions.
Tesco Company Overview:

Tesco is regarded as a retail company that has been engaged in retailing business and other associated services such as insurance services and retail banking (Reuters, 2019). The company has been the leading retailer based in the UK and operating with its 450000 employees serving more than a million customers through physical and online stores (Tesco, 2019). Tesco has been committed to forming higher shareholder value through incorporating innovative customer management strategy and focusing on the development and growth of its people. This strategy has been based on the principle as known as ‘value for money’ (ROB, 2018).
Task-1:  Beliefs, Values and Attitudes
What are beliefs?
Belief is an assumption or idea that person thinks it’s true. Another words, belief is an assumed truth by an individual or group of people. As per the findings of Taylor (2014), beliefs can be defined as the assumptions and convictions that are supposed to be true by an individual or an organisation pertaining to particular concept, situation or scenario. Moreover, it is been discussed that beliefs influence behaviour, which influences the relationship and is responsible to effect results. Beliefs can be based on a person’s experience, education, mentors, mathematical principles, probabilities and cultural and social norms.
What are values?

Values are the fundamental beliefs of a person that motivates to reach a goal or do something good in their life. It is important cause it works as a guide for person’s behaviour. Values are considered to be as traits or qualities that are considered by an individual. More specifically from the organisation’s point of view, the values represent organisational highest priorities, beliefs and core driving forces (Arthaud-Day, 2014). Moreover, the values of an organisation are also considered to be as the corner stone or heart of an organisation on which the employees of an organisation stands. 
What are attitudes?

An attitude is person’s behaviour; it’s an action through words and behaviour toward all aspects of social environment. As per Ventataramani (2013), attitude helps in developing the workplace environment, which indicates the morale, values and other attributes. The need of developing positive workplace attitude is crucial for the success of an organisation as when companies fail to develop positive workplace environment, then employees within the organisation develops the feeling of distrust and discourage employees to achieve organisational goal.
Beliefs, Values and Attitudes of Tesco:

“Serving customers a little better every day” (Tesco, 2019). Tesco’s mission is to be the champion for the customers, helping customers to make their shopping easier an enjoyable all the times. Serving customers in a better way is the heart of everything for Tesco.  Tesco always focus on their values such as, to know and understand customers, be first to meet their needs and act responsibly for the communities. “Every little help makes a big difference”. Tesco, (2019). Tesco make sure there is no waste food and extra surplus food goes to the needy people. The value Tesco live by to ensure they serve customers, employee and their communities a little better every day. Tesco understands that how important it is to work together and help each other and make sure customer are the centre point. The values and beliefs of a Tesco forms the attitude or working environment of Tesco. Nevertheless, this attitude can also be represented as the workplace behaviour of a Tesco in a manner that by considering the definition of attitude, it is indicates the how workplace environment is developed. Similarly, as per the workplace behaviour, it is considered to be as the behaviour, which an employee follows to deal with the particular scenario. The beliefs, values and attitude of Tesco employees also form the supportive workplace behaviour, which represents their positive workplace behaviour. For instance, some of the values, beliefs of its employees are to work as a team, ensure trust and respect among one another, share knowledge and experience, to listen support and say thank you to its customer and belief representing good moral values (Tesco plc, 2019).
Relationship between beliefs, values and attitudes:
The relationship between values, beliefs and attitude can be exemplified by one of the definition of the organisation culture suggested by Tsai (2011). According to him, the organisation culture is formed through shared values, beliefs, and perception that are held by employees within the organisation. Moreover, it has also been stated by the researcher that culture of environment of an organisation reflects the values, beliefs and behavioural norms that help employees to act in the particular situation nevertheless, the values and beliefs have been tendency to influence the behaviour and attitude of staff of the particular organisation. In this perspective, it is justified to say that attitude forms the relationship values and beliefs as it is being driven by the values and beliefs an organisation possess.

Values are the general principles that guide people’s actions and judgments, both in their private and professional lives. Therefore, the interrelationship between values, beliefs, and attitude are likely to affect the overall behaviour of employees towards the workplace. Various aspects of the organizational environment are affected by the beliefs, values and attitude as well as employee behaviour. Some of the most commonly cited aspects in the literature are organizational culture (Malbasic, Rey, and Potocan, 2015) and workplace ethics (Kashif, Zarkada and Ramayah, 2018). Values are intimately related to the notion that the individual is good, bad, and to some extent what should be. Values influence behaviour and attitudes. An individual’s values are the result of his learning and experiences in the cultural context in which he grew up. Psychologists divide values into two broad categories: final values and instrumental values. The first indicate the choices of the individual as to the goals and objectives that he sets in life, while the concerns the means he takes to achieve these goals; they indicate how he will behave to achieve his ends according to the importance he attaches to means (Ciocirlan, 2017). 
In turn, Gordon Allport (cited in Nichols, 2019) and his team classify the values into six broad categories corresponding to six fields of interest namely the theoretical field, the economic field, the aesthetic field, the social field, the political field and the religious field. Depending on the groups, the order of priority given to these values varies. Schwartz, et al., (2019) referred to a matrix of values that are particularly important in t he workplace, where the following values are found: accomplishment, mutual help and concern for others, honesty and fairness. The importance of all these values in the workplace becomes particularly evident when there is compatibility of values, that is, when people say they have the satisfaction of working with others whose values are similar to their. 
Different research shows that values change. Lefkowitz, (2017) put forward that workers are less attached than formerly to financial incentives, loyalty, organization and identification at work; they prefer work that makes sense to them, free time and personal fulfilment. The values influence attitudes, which are also shaped by sociocultural environment (friends, parents, teachers and role models). Unlike values that are broad in scope and relatively stable, attitudes are directed to specific people or situations. An attitude is defined as a predisposition to react positively or negatively to a particular situation or person. The attitudes of an individual have antecedents and generate behavioural manifestations. The antecedents constitute the cognitive component, that is, the beliefs, opinions, knowledge and information that an individual possesses. Belief is the idea that the individual maintains about a person or situation: it’s a conclusion that it generates. 
Attitude has an affective component. This corresponds to the particular feeling the individual feels towards someone or something; we will talk about positive attitude or negative attitude. The behavioural component of an attitude, for its part, is an intention of behaviour to act in a given way resulting from an attitude. Thus, the difference between a belief and an attitude is in the intensity; if a belief or an opinion is so strong that it encourages action (behavioural component), it will be said that it is an attitude (Greene, 2017). Values and attitudes are therefore very important because they predict the behaviour of an individual. To be sure that the characteristics of a candidate correspond to the requirements of a position in a given organization, one must take into account his or her values and attitudes, socio-demographic characteristics, aptitudes and abilities as well as traits of his personality (Ciocirlan, 2017).
Impact of Values, Attitudes and Beliefs on Workplace Behaviour:
It is important to highlight the impact of beliefs and values in behaviour and attitudes of an employees and their impact on workplace. A significant role in the quality of work on the one hand and performance on the other has been playing the concept of job satisfaction. Research confirms that there is also a significant correlation with the company’s success here, especially at the level of overall satisfaction experienced. Moreover, as the concept is an established construct for taking into account the interests of employees. A more up-to-date concept, which has become particularly relevant within companies, is the commitment displayed by employees (Thompson, 2018). Engagement is usually understood as behaviour characterized by the following three aspects: the willingness to speak positively about the company, the commitment to the company and the commitment. The concept of engagement thus continues the idea of specifying the aspects of the experience and behaviour of the employees that are relevant for the performance and is included here accordingly via the named components (Leung and Morris, 2015).
Finally, It is crucial to mention the impact of values, beliefs, and attitudes of employees towards workplace ethics, also called the organisational ethics. The value structure of the individual is also considered as an important determinant of their ethical/unethical behaviour, which is confirmed in several studies. The researchers show that there are positive links have been found with respect to values such as being admired by other people, self-esteem, the sense of belonging to a group and affectionate relationships with other people, either through finding a significant association with the possession of an idealistic moral philosophy, which predisposes to ethical behaviour, or through finding a direct relationship with the ethical judgment of the person (Ferrell, 2016). Therefore, from the analysis of these arguments it can be inferred that a high concern about what other people can think about oneself could positively affect the developed ethics. Thus those people, who want and need that greater social acceptance, will tend to behave better ethically. However, complementing this perspective with one of a more transcendent nature, the linking of all these aspects can also be done through its intimate connection with the concept of ethical goods/values described by Shaw, (2016), those that are valuable for themselves for the development and growth of the person. 
Task- 2: Critical Evaluation of Elton Mayo’s Management Theory of Motivation:

Brief Background:

Elton Mayo is considered as one of the most renowned behavioural theorist due to his ground breaking investigation of the Hawthorne Plant of Western Electric Company in Chicago which he undertook with William Dickson and Fritz Roethlisberger amid the year 1924 and the year 1933 (Kwok, 2014). After experiment, the majors suggestions associated with the required version of human resource theory is that with the help of interviews and experiments, the researchers of Hawthorne along Elton Mayo, the man how was the canonical emblem, discovered the significance of ‘human resource factor’ within the firm (Rose, 2005). Hence, during the overall course of studies and experiments of Mayo, he was able to manage to shift the main focus away from just physical and individual considerations and brought the view of the importance of group working in the organization and their psychological and sociological considerations (Kwok, 2014).
Theory Description:
Based on the theory of Mayo, the employees are not only motivated by environmental factors and pay but rather they are motivated by positive relational elements that play a significant role in their productivity. The theory has been associated with the significance of group working and that group working can determine the extent of productivity instead of processes or pay. For, Elton Mayo, the major issue to be resolved was the notion how demands of the workers can be answered and how they can be provided with a significant voice in the process of management decision-making (Bruce and Nyland, 2011).
The Experiments in Hawthorne:
There is a general consensus of several authors (Rodriguez Dei, Petit, E. Schein, Hermida and Serra, among others), to identify Elton Mayo (1880-1949), as one of the first researchers to conduct studies on groups in the field organizational, and in providing the discovery of the importance of informal groups. These studies arose from the government’s interest in determining the factors that affected the level of production and worker satisfaction, existing in the Hawthorne factory of the Western Electric Company in Chicago, where Mayo carried out his experiments. Elton Mayo was the Director of the Department of Industrial Research at Harvard University, and was convened to determine the causes of the growing inefficiency, despite the application of the techniques provided by the classical current (Sedgwick and Greenwook, 2015).
The company observed that despite offering good treatment and high salary level, it received a hostile climate, high turnover, absenteeism and unpunctuality. In addition, a piece compensation system was offered and, on the other hand, there was little interest in improving productivity; that is, the workers acted as if they were not interested in earning more. Consequently, the chain productivity –efficiency-economic growth had stopped working (Mathieu, Wolfson, and Park, 2018). He investigated the incidence of environmental factors in production, and this was how they varied and measured the incidence of temperature humidity level, ventilation, light flow, among others. Some of the results obtained were surprising, given that the response to the degree of incidence of environmental variables was erratic and sometimes even contradictory: the experimental decrease in lighting in ordered quantities, in one of the rooms only, did not reveal any difference sufficiently important, expressed in terms of performance (Bendix and Fisher, 2017).

Results of the investigations developed by Elton Mayo:


Although the results of the investigations carried out were erratic and contradictory, the favourable points of their studies could be synthesized in these points (Busse and Warner, 20147). 

· The motivation of the worker is not purely economic. Man is motivated by factors of a psycho-sociological nature that assumes different forms of presentation.

·  Participation distends the conflict and motivates towards cooperative behaviours. 

· Every individual needs to be part of groups. The focus of attention is the group, not the individual, and its importance begins to be studied by the administration (Mbegu, 2016).

· Each group is in a position to elaborate its rules of conduct and sanctions codes within the standards developed by the groups are the levels of production (Martin and Siebert, 2016).

· Flexible supervision systems are preferable to hard and autocratic foremen. The group is led by a figure hitherto unknown, the leader (King, 2016)

· That leader must promote a sense of belonging among his workers and for this he must consider them as his main capital.
Other views and critiques:
One of the critiques of Mayo’s theory was given by Korajczyk (1961); who stated that human relations approach of Mayo only focuses on the manipulative tendency associated with the ideological structures. He further stated that this approach of human relations has been a disguised process where the process of production can be enhanced by using manipulative techniques on employees. Korajczyk (1961) also cited Clark Kerr to represent a criticism and stated that Kerr has been the most fervent critique of the manipulative aspect of Mayo’s approach. He contended that the theory of Mayo is the focus of undivided loyalty that can be distinguished by the subtlety of totalitarianism.

On the other hand, the following limitations or criticisms of these investigations and theories could also be summarised (Mannevuo, 2018):

· The developments were superficial, inductively enunciating hypotheses that were not even tested in the experimental field, and therefore do not reach level or scientific rigor (Onday, 2016).

· The environment in which the research was conducted was restricted, given that it was developed in the factory environment (Muldoon, 2017).

· Possesses an idealistic concept of the conclusions, since he naively thinks that through human relations, affection and cordiality, the organizational conflict can be totally eradicated, converting the organization into peace and understanding (Mannevuo, 2018).
However, the research developed by Elton Mayo, despite its methodological and operational limitations, provided an important wealth of information and allowed the detection of variables of undoubted significance for the understanding of human behaviour in the organisation. 

Usefulness of the Hawthorne Effect for Tesco:
Considering the theory of Mayo, it can be inferred that, despite its criticism, the theory is useful for understanding how management is being able to motivate its workforce and its behaviour. One of the major assumptions provided by the theory is the fact that workplace behaviour is reflected through the management of people and relationship amongst them. If people relations in the organisation are positive, employees are tended to behave positively (Avey, Wernsing and Luthans, 2008). It is also the reflection of the values pertinent at the workplace.

There are various factors in current business environment that indicate the usefulness of this theory, particularly for Tesco. The first is the presence of globalization, defined as the closet integration of the countries and peoples of the world, produced by the enormous reduction in transport and communication costs and the dismantling of artificial barriers to flows of goods, services and capital, knowledge and (to a lesser degree) people across borders (Busse and Warner, 2017). The second factor is increasing demands from consumers in all economic activities, currently, the best-positioned companies do not only seek to achieve customers, but also want to own them for life and create a client capital, understood as the sum total of the life values of all customers of a company (Bendix and Fisher, 2017). In other words, is the sum of all the Acquisitions that a consumer will make throughout his life. The current theories consider that the products are not more than a set of satisfiers, and what the consumer is looking for is not the product itself, but the satisfaction that it provides (Muldoon, 2017).
The increase in competitiveness of markets at local, national and international levels also encourages Tesco to use this theory for employee motivation and performance. The phenomenon of the reduction of the market is observed jointly, the loss of that old custom of permanent growth and the appearance of a fierce competitive fight, where the positioning in the markets is usually habitual at the expense of the competition. From the 1990s to the present, hyper-competitive markets are observed, in which traditional management becomes strategic and competitive (Onday, 2016).

Usefulness of the Elton Mayo’s Theory at Tesco:

It can be observed that the Mayo theory has been widely applied for the motivation of employees in Tesco. The most critical factor for employee motivation is communication, which may take the form of 1-to-1 discussions between employees and managers, or through newsletters using company intranet. In Tesco the line managers conduct daily Team Meetings to communicate with staff regarding current issues and they give the Value Awards to deserving staff. The award is a symbol of appreciating employee performance and achievements from the management. The management also motivates employees by providing opportunities for training and development. These programmes improve employee performance and offer employees prospects for leadership positions in future. There is a established strategic career planning in Tesco to encourage and support staff to achieve extra ordinary. There were 3000 appointed internally in 2009 due to these programmes, which also motivate employees. The management also conducts annual career discussion with all employees to promote career development in which the managers use a system of 360-degree feedback to ensure high quality employee engagement. Using these tools the managers provide personal development plans and get feedback from employees regarding motivational strategies and employee satisfaction. The aim is to explore their behaviour, identify their strengths and weaknesses and instigate desired behaviour. These efforts are also reflected by values such as ‘To gain the minds and hearts of others’ and ‘Take People with You’ (The Times, 2015).

The Personal Development Plan and 360 degree feedback tools enable Tesco managers to ensure meaningful collaboration with employees and help them to exploit emerging opportunities in the organisation for personal and professional development. Employees are able to conduct self-assessment and get training for better performance (The times, 2015). The two-way communication based relationship makes sure that employees show commitment towards organisational values, beliefs, and demonstrate desired cultural behaviour. With the help of application of Elton Mayo’s theory, relational elements are also pertaining Tesco as they are focused on generating positive and continued growth by incorporating communication and engagement amongst the employees and management to increase performance and productivity and gain competitive advantage (Farndale et al., 2011).
My Opinion:

In my opinion, Elton Mayo’s theory can be considered as a first step for considering that employees should not be considered as mere workers who are required to physically operate within the firm. Rather, they should be motivated through positive employee relations in order to gain their productivity to optimum level.  
Conclusion:
It can be observed from discussion in first task that beliefs, values, and attitudes have considerable influence over employee behaviour, which is reflected in the organisational culture. These aspects in turn affect the motivation, satisfaction, performance, and organisational commitment of employees. These are human resource management objectives for any firm and therefore identifying exiting values, beliefs, and attitude system, i.e. organisational culture is a critical organisational strategy for modern businesses. Furthermore, the discussion about usefulness and applicability of the contributions of Elton Mayo in the management within Tesco and thus indicates that the model has potential to responds to a new business reality. Indeed, the current and historical circumstances, compared to the time in which Henry Fayol published his work, are markedly different. We are currently in a context of greater uncertainty, instability and turbulence, which impacts on organizations and groups, from transformations related to a new globalized world, with greater competitiveness of markets, greater demands on the part of consumers, permanent implementation of new information and communication technologies, the appearance of work networks, new contracting conditions, innovative management techniques and greater emphasis on knowledge as a key economic resource. 
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