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[bookmark: _Toc7462476]Introduction:
[bookmark: _Hlk7438748]The purpose of this report will focus on the British retailer Marks and Spencer, the grocery store that has been on the UK high street for 135 years. Also, in this report I will be demonstrating the abilities of being able to think critically using several recognized theories throughout the body of this report. Whilst discussing critical thinking throughout. I will also make known my recommendations and conclusions at the end of this report.
Critical thinking is a cognitive process which enables the brain’s capacity to be able to think critically, analytically, and assess the intellectual procedures, such as attention, categorisation, selection, and judgement. In addition, the majority of people who may have the capability for developing increased effective critical thinking may-be unable to do so, because of varied reasons, such as the lack of ability. Particularly, for personal, emotional, or ‘affective’, motives can hinder, or develop obstacles.  According to (Cottrell, 2005, p.1).  
However, according to Kurfiss (1988, p.19), Critical thinking has had the spot light shone at it most recently for various reasons, like for conferences, publications and learning materials for higher education. Teaching establishments across America, from New York to California have developed centres dedicated to critical thinking. There have been many seminars and papers handed out in conferences throughout the country, furthermore, new books on the topic are materializing at an alarming scale.
Critical thinking skills are studied across the state of California’s public-schooling system (Kneedler, 1985). There have also been many teaching establishments that have obtained grants to assist schemes on critical thinking. The difficulty of modern living places, considerable pressure on individual’s intelligence; on this issue there is minimal dispute. Modern dilemmas are not any easier or greater than before, however; they have to be rectified in this global stage where recognized conjectures (like further growth and persistent expansion) is not correct any more (Morrill, 1980). Additionally, it is individual’s irrationality, not the lack of intelligence that endangers individuals’ possibilities (Knickerson 1986c).
[bookmark: _Toc7462477]Marks and Spencer:
According to (Marks in Time, No Date) Michael Marks, a Jewish immigrant from Belarus, and  from a town called Slonim, moved to the north of England with very little money, and who did not speak English that well, started out working as a pedlar selling goods, and then progressed to owning his own market stall at Kirkgate market in Leeds, back in 1884. In the beginning he sold his expensive goods for a set price, and then realized that selling his goods for a penny was the way forward, so using his famous slogan “Don’t ask the price everything’s a penny”, he saw great potential in this strategy. 
However, now that his stall started to make a profit he decided to look for a partner to work alongside, so he asked Isaac Dewhirst who had loaned him five pounds to start his first stall, but Dewhirst rejected the offer, but put forward Tom Spencer, who came from Skipton, and had worked for Dewhirst as a senior cashier, Tom Spencer liked the idea and agreed to the offer, and in 1894, Marks and Spencer had begun. Spencer who invested the sum of £300 as well as his financial acumen, and administration skills, which along with Marks’s keen eye for trading goods, and tactful people skills, which made for a significant partnership.

Marks and Spencer named their first shops “Penny Bazaar”, with which, they retained their penny motto, encouraging customers to enter the shops without administering a fee, which in those days was not the normal procedure. Marks and Spencer in the 1900, developed further and now had 36 bazaars as well as 12 shops placed in high streets. However, during the periods of 1900-1920, Marks and Spencer, went through major changes by buying up many of the local competitors, and it was during 1926 they became a public company. 
Additionally, in Manchester Derby street, Marks and Spencer built there first building which became the headquarters for the business, and their first registered address, it was during this five-year period of the company’s expansion that led to them owning 145 larger stores through to 1915. Furthermore, the company started selling clothes for the very first time at the end of the 1920s. Additionally, it was in this period that both owners had passed away, and when the legal fight for the company started, but ended with Simon Marks winning the legal fight, gaining leadership of the company from the executors of Tom Spencer. 
According to (A Brief History of Marks and Spencer, No Date) Simon Marks, who was now chairman flew off to America to seek out ideas for the company, by visiting stores and on his return made many changes, where he grew the business further, by adding super-stores, that are now called department stores. In 1931 the company began selling food and progressed to food departments. Additionally, by 1950 Marks and Spencer introduced high-end bakery products, it was considered satisfactory by then to purchase cakes from stores for the home, and the Marks and Spencer cake was considered a really decent choice by then. 
Furthermore, in 1960, Marks and Spencer, were at the for front, by being one of the only stores to sell fresh Chicken, before this period stores where only permitted to sell frozen Chicken, because of food health and safety concerns around poultry, but working closely with their suppliers, the ‘cold chain’ was born which is now considered as the norm today, this meant that various products could be kept at cool temperatures, which gave a longer shelf-life, (these were ground breaking steps for their time). 
In the 1960 to 1966, there was a vast shift, culturally, clothes now appealed to the teenager market, this included dresses, mini-skirts, shift dresses; it was this type of fashion that was worn by Twiggy, the first super-model of her time, who modelled clothes for Marks and Spencer. 
However, according to Marks and Spencer investors key facts (2019) today Marks and Spencer, has staff totalling 80,787, as of March 2018. They currently have 1,035 UK stores, and are now based in 56 countries around the world, with 428 international stores. 
However, according to Marks and Spencer annual report (2018), which states that there is a total of 58,119 female employees, 22,668 male employees. Total senior managers, 49 female, and 67 males. Total on the board, 2 female and 7 males.
[bookmark: _Toc7462478]The Importance of Values in the Workplace:
According to (Maund, 2018 p.347) Establishers of corporations – whom, or whom may not be looked at as fascinating, are constantly viewed as creators of culture, or in some instances are seen as significantly important to the set of values, that the corporations and their associates follow (e.g. Schein, 1985). Establishers of corporations start building from the ground upwards, by shaping all areas of the corporation, like who they employ, and what blend of characters they hire, to the various skills sets, in addition selecting the way the corporation is directed, thus constantly leaving ones foot-print of the corporation, for example, shared ideas, beliefs, which are set out in the start-up period of business.
Furthermore, according to Jung, et al  (2010) Due to the increasing discussions on ethical values in the working environment, numerous establishments adopt organizational ethical standards, by which they adhere to, for example, global establishments like the OECD, UN, and the WTO, have increased their ethical framework demands for profitable activities. Additionally, this is to invigorate businesses to adopt quality undertakings, furthermore, the Ethics Round, international movement for strengthening ethics has appeared. 
However, in this century’s globally dedicated workspace, Ethics Round’s goals are to monitor the inception of products and services onto the global stage from those businesses that are unethical. This has already had an effect, for example, the New York Stock Exchange (NYSE) and NASDQ have adopted an approach where by they list businesses that have a firm ethical code for their relative establishments (Paine et,al 2005). The phrase “Good ethics good business” has attained a customary viewpoint (Pettijon et,al. 2008). 
Furthermore, because Goodspaster (1983) put in practice the theory of individual ethics, into a more socially applied setting to certain Business management situations, significance to ethical establishment values which have been well reported. Earlier research has revealed that Businesses that adopt a top tier approach to ethical values are financially better off (Hammond and Slocum, 1996, Waddock and Smith, 2000). 
According to (Ethical Consumer, 2019) Marks and Spencer, are at the forefront regarding their ethical viewpoint on the high street. The company have created a framework that has seen them dealing with the issues of poor waging, and concerns around welfare of animals which are linked to their suppliers across the world. However, research has uncovered in several countries which adopt a more oppressive approach, these companies they are linked with are: India, Kazakhstan, Libya, Philippines, Russia, Saudi Arabia, Thailand, and Vietnam.  
[bookmark: _Toc7462479]The Importance of Attitudes in the Workplace: 
According to Crawshaw et al (2019), the workforce appreciates when their employer shows corporate social responsibility (CSR). The findings have uncovered that employees’ attitudes towards their companies’ involvement in environmental and sustainable issues are positive when companies offer programmes that help society. 
Maintaining an ecological balance, as well as work corporate attitudes, not only is it important for customers, but this is also important for employees as well. Positive attitudes add value to the companies. It is believed that a corporation that is involved with CSR, and which firmly focuses their efforts on advertising these issues, could be adding  constructive value for many customers, employees, and managers relationships. 
This may also have significant steps for alluring, keeping, and influencing their workers; however, for this to take effect, all individuals need to adopt the same vision for CSR, which in turn will boost profits. However, for those individuals that are seen as more hostile to CSR strategies, and exercises will witness a separation of their own “values and priorities” and the preferences of managerial staff, such as CSR policies and activities are likely to reduce the systematic identity of work participation. 
Furthermore, employees with corporate identities are inclined to see themselves as less mentally involved with the company, and whatever work they carry-out, leaving them with a feeling of detachment, and negativity. Additionally, the authors believe that better communication amongst managers to workers who do not  share the vision, and remain hostile to CSR, will hold key significance in turning the situation around, which will be achieved by managers during group meetings by discussing with workers the significance of CSR, and its relevance in the workplace. These findings where achieved with the help of 250 workers whom were all based in Germany, across a diverse section of companies.  
According to Norman, (2018) Plan A / 2025. “We are determined to play a role in the years ahead, helping to build a sustainable future by being a business that enables our customers to have a positive impact on wellbeing, communities and the planet, through all that we do”. The company has  already begun the journey of what has been labelled (Plan, A.) which is a ten-year programme that started 10 years ago. Additionally, the company has significantly uplifted their social and environmental performance, and in the process have managed to include savings to the tune of £750 million in costings, and along the way achieving 1st place by picking up 240 awards.   
[bookmark: _Toc7462480]The Importance of Beliefs in the Workplace:
According to Collie et al (2016) Individuals who educate work-connection knowledge are vitally important to emotional intelligence, in the working environment. Additionally, there are four work-connections recognised that are connected, which educators apply, they are emotional intelligence and well-being, the ability to motivate, work contentment, and structured dedication. All four have connections that benefit the educational environment. However, research has uncovered that there appears to be gaps in relation to this evidence. For example, the function of educator’s beliefs (such as realised self-governing assistance) in forecasting contentment of standard emotionally intelligent requirements (Satisfaction, connected, self-governing) has had minimal recognition in this body of work. 
However, there is still uncertainty around this issue, on how these standard emotionally intelligent requirements foresee educators work-connection knowledge. Seeing that educators central focus is on the well-being and motivation in educator’s wisdom, in the educational environment, furthermore, it is also significant to point out the relevance of duties in forecasting work contentment and company dedication, – as well as the possibility of conciliation duties in uniting needs contentment with both. In addition, side by side these procedures, educators’ personal qualities (e.g., age, education mastery and educational extent) are understood to have vital significance to assist analysis.   
According to (Landau, 2019) Marks and Spencer staff members if they so choose can refuse to sell certain meats and alcohol, due to their personal religious beliefs. This issue has been raised due to many former cases that have appeared in the courts of justice. Furthermore, this is a policy that the company did not have to implement. However, Landau believes if the company did not have sufficient grounds to argue such a case for discriminatory reasons, why should they not accept individuals’ personal beliefs. However, this does raise many more questions of this nature for many other organizations, on how they deal with these matters.
[bookmark: _Toc7462481]Management Theories: 	
The functions of a manager according to (Mullins and Dossor, 2013, p.192) are seen as a social procedure involving specific obligations, which effects day to day management of an organization, e.g., financial planning, operational planning duties, as well as responsibilities that involves decision making, performance controlling, and monitoring progress planning. Other duties included are, instructing, leadership, motivating, and the supervision of staff-members. The four specific requirements are Planning, Control, Coordination, and Motivation, this explanation brings into focus the requirements of a manager as a “social procedure” and the accountabilities of a manager’s significance, and the individual’s corporation association. 
According to Conkright, (2015) The two people believed to be the fathers of management, are Henri Fayol, and Frederick Taylor, it was Fayol who founded the five-function approach, to management, which was later decreased, to what is now called the “four functions of management. Planning, Organizing, Leading, and controlling.” Furthermore, Academic  students studying business, who are made known about these four functions from the outset. 
However, over the one hundred years since Fayol, and Taylor developed these theories, there has been a greater appreciation which motivates and interconnects with the workforce. In addition, a lot of companies, do come up short when it comes to “on-the-job-application.” Maybe new research is required to develop new theories, which need to be looked at to build on what has already been discovered. Or perhaps, it is required to delve into the past and return to the start of management theory, and rediscover the severed links, linking theory to practice  when applying and supporting workforce engagement. 
Four Function Primer, or Refresher. Fayol’s first elements of managements as mentioned earlier, had consisted of five functions, which were planning, organizing, commanding, coordinating, and controlling, however, commanding and controlling, were dropped, and joined forces to now become, leading. The next paragraph will discuss how individuals can gain knowledge from the four functions of management, and in addition we also discover how individuals support workforce commitment way after the earliest stages. 
The functions of management which is viewed as an overlapping process, that works concurrently, and at various times, we will begin with the first step, which is planning, this relates to the development of a plan that gives to life the mission of a business, activating layers like a blanket spreading across all levels of the business. 
Furthermore, managers are required to understand the importance of planning, for current and future operational duties, while developing and focussing on the bigger picture for the future. However, now that a plan is firmly in place the manager is required to focus thoughts on organizing the resources to do the job. Furthermore, getting organized requires a systematic frame of mind, for selecting, and arranging all the components, and putting them together, by carrying  out these vital steps as a manager, you will be attaining the goal of turning your vision into a reality. 
However, Fayol viewed this process like an individual entity, that exhibits the life properties of life itself, and which is required to act in unison. According to Conkright, who claims that leadership is a subject that has been researched many times over the years, from Carlyle’s great person theory, which claimed that “leaders where born not made,” (Carlyle , 1840) to where we are now. However, in the 1800s the phrase leadership had not been discovered yet, but research carried out over the last two decades have tried to uncover how to develop individuals into becoming successful leaders. 
In addition, the four functions of management, leading, which  looks to accommodate and carry-out plans that motivate HR, which was mentioned earlier in the planning an organizing section, by being rewarded for doing good, or facing certain consequences, for doing badly. Additionally, Fayol, used the phrases “commanding and accommodating” which he used to represent leadership, so the significance being the activities that motion individuals to move in an organised and responsible manner. 
Furthermore, the final function, controlling is about measuring and going over activities, to check that a plan of action has been finalised. Deviating away from a plan, needs to be researched and made good. However, at times hazards may present themselves, with good moments too, but the controlling function permits for knowledge modifications. “Quality assurance, financial performance, customer experience, are evaluated through controlling activities.”
Applying the Four Functions to Employee Engagement Initiatives. A significant stage of planning is to make clear meanings and assumptions. However, when engagement is with a workforce employee it is vitally significant to clarify what the term means. Furthermore, all companies that are fully engaged with their employees must make sure that everybody comprehends what engagement looks like. In addition, this may differ, from company to company. However, because of the various cultural differences, this may meet certain challenges, leadership mannerisms may not encourage the various categories of individuals. 
According to Conkright, Forbes.com, who printed a story in April 2014, about HR consultant Josh Bersin, who said, “ I believe the issue of ‘engaging people well’ is becoming one of the biggest competitive differentiators in business” (Bersin, 2014). He gives a new meaning to employee engagement that far reaches the yearly engagement analysis and highlights the matters that make a business successful. 
However, engagement does not necessarily mean a solution. Experts have cast doubts whether there is enough proof that an engagement strategy categorically has any effect on organizational performance. Additionally, another story, written this time by HR, magezine.co.uk organizational psychology professor Rob Briner, who said, “I do not know of any publicly available good quality evidence, showing any measure of engagement predicting any measure of performance” (Briner, 2014). 
Additionally, according to Conkright, who firmly stands by Briner’s views on engagement practices, and believes they start from substandard implementation, which follows many engagement  schemes. Establishing a new strategy needs the finest change in management practices, and it is well known that organizations are terrible at not following these through with much success. 
In addition, executives are at fault here, what seems to happen is they focus on the next critical issue, or option, abandoning managers to get on with it, so they deal with it as best they can. Furthermore, here too frontline supervisory staff members, are also to blame but, they are not fully skilled yet and may also lack the drive. However, becoming a superior manager of change requires improved employee engagement contentment. 
[bookmark: _Hlk7379124]However, according to Fernie, and Grant, (2016) who have highlighted challenging issues that Marks and Spencer have encountered within the last few years, in their case study called Fashion logistics, the authors reveal that the company have underperformed in their fashion clothing retail sector, considering that for many years this was a leading sector for the company. 
Additionally, the company have received negative press from the Financial Times according to the authors dated 7th July 2015 from an employee fashion designer Muriel Conway, who made clothes for the company during the 1970s and 1980s, who made known her feelings at an annual general meeting that “its women’s clothing range was ugly and ill-fitting. I could weep when I see what’s in stores today. Where’s the  originality? where’s the flair? The newness? The good taste?”      
Furthermore, by improving their online shopping facility as well as their in-store facility at the Donnington Castle distribution centre (DC) at the cost of £200m, this is so the company will have systems that are better organized. 

[bookmark: _Toc7462482]Human Relations:
According to (Loginov, 2014) Failure to collaborate with others will lead to mistakes being made. “The more information, the fewer mistakes”. So, if this is the case, why is this not applied to employees by managers lower down the ladder? A manager that gives a  job to an employee will be the one person that will be most pleased to see it put into practice. 
But most managers who have the ability of being mentors, male or female are expected to thoroughly explain to the employee what is required for the work ahead, this must be put in a way that the manager would have it explained to him, as if he were an employee himself.
Additionally, whilst the job is being carried out the manager should also be giving advice on any current relevant information in regard to the work, as not for the employee to be left out. However, we are not saying the employee should be informed of everything – no. 
The individual male or female is required to know everything to do with what ever they are currently involved in. For example, the employee should be advised about the motivational aspects of the work, as well as the outer environmental issues, the risk associated with the task, in event of non-performance of said task, the relevant contingency plans in-case of matters not working out as expected, and in what timescale the work needs to be finalised. 
These are the required steps that will empower an employee to carry-out his or her job successfully. However, many managers do supress these details that are required to carry-out work, this may-be intentional, or possibly due to lack of foresight. In addition, in many cases this can  be explained.
A. 
If a male or female is told their incentive will drop, and this will make the individual feel less important at the outset. This is understandable, and a good argument, but when it is pieced together in this manner, it brings into question the professional capabilities of work colleagues. Then the problems that present themselves are, improving the knowledge of your employee, change employee for another, or sack employee; This has very little to do with the employee’s present task.
B. 
“Why should the individual, male or female know? The information is for me to deal with, and I am the one responsible for all decisions.” Not involving the employee, may lead to the employee to carry out actions the manager totally intended from the outset, but performing within certain boundaries their duties successfully, fairly, (or entirely) unrelated task and reaching the original target set by the manager.
C. 
“Allow the individual male or female, to carry out the work as is; if they were informed of all the details all individuals could complete it.” Putting the employees in this unsuitable position, demonstrates the manager has a lot of free time on their hands and not that interested in the end result. 

However, in present day work life squandering employee’s work time is not seen as acceptable, additionally, if an employee is to go through any sort of test, this would be more acceptable whilst they go through a probation period. In addition, individuals who are tutored in this fashion, and the bill is picked up by the employer, should contemplate whether the manager himself needs to be trained. 

This sort of procedure is more linked to the bureaucratic frameworks of larger companies, and their teams.    
However, what this demonstrates in all cases to the employee is distrust; primarily, destroying team cohesion which spreads negativity to individual employee development. 
Additionally, by not revealing the complete picture to one’s employees from the outset places the manager in a position of unprofessionalism, lacking backbone, and strength.
According to Marks and Spencer Annual report, (2018) Talent and Capability, the company seeks to entice, produce, and keep the best applicants to attain a highest operational success rate. Additionally, while the company heads into this new phase of change the standard of the staff going forward are essential to the company. Furthermore, there are a few hurdles that may have to be faced head on, for example an expanding labour market, the issues with Brexit, and possibly a not so robust UK retail sector, all these could play vital roles for the company whilst seeking to pull in the right applicants going forward.         
[bookmark: _Toc7462483]Scientific  Management:   
According to (Bell, and Martin, 2012) Frederick Winslow Taylor, was referred to as a “Capitalist Philosopher” (who I mentioned earlier in the report, but with little depth) who observed individuals at work in their working surroundings while recording his findings, this took place in the 1900s. Additionally, at the time this was revolutionary. Taylors work which dates back 100 years and still applied today, is known as, “The Principles of Scientific Management”. 
Taylors observations uncovered how long individuals took to carry-out certain works, what items were being used to carry-out the work, and what techniques the workers applied, all the time assessing the workers to maximise their time for better efficiency. 
Furthermore, Taylor’s research gained advantages for employers and workers alike, by mastering the time and motion procedure. However, work analysis and design started through scientific management, additionally, large corporate businesses around the globe today still apply these human resource methods. 
According to (Bell, and Martin, 2012) Who believe that equity theory should be considered significantly important for communicating, however, managers who adopt this process are inclined to apply, 11 strategies, for managerial effective use, which are: positive assumptions, targeted monitoring, constructive feedback, having an open channel of contact amongst employees, a connection of trust, employee development, circulation of information, allowing employees to be part of the decision making process, incentives for employees, allowing contact communication to work both way’s. In addition, managers who apply their communication channel only to project a negative critical opinion, will make their workforce feel uneasy which will have a counter reaction on the strategies mentioned above.
[bookmark: _Hlk7411705]According to Norman, (2017) who believes a fast turnaround is the only way forward. Furthermore, he has opted for a time frame of 5 years to turn the company around, to hopefully get the company back in shape. “The genesis of any turnaround starts with the unvarnished truth”. Archie Norman, Chairman. (Snippets from chairman’s annual statement). 
Additionally, according to Rowe, (2017) “Marks and Spencer need change and change fast. We are now in the first phase of our transformation, restoring the basics so that we can deliver sustainable, profitable growth to investors, colleagues and the communities in which we operate. The company now adopt a system called “suggest to Steve” scheme where-by colleagues, staff members across the company are allowed to put forward their ideas, for improvements  going forward. Steve Rowe, Chief Executive. (Snippets form CEO’s annual statement).

[bookmark: _Toc7462484]Recommendations:
According to my report I feel there are a few recommendations I would like to put forward the first of which are: I believe Marks and Spencer should sever all links with those countries I have mentioned in my report from the Ethical Consumer, that do not adopt the same ethical values as the company, unless they can turn matters around. 
Furthermore, I feel that it is not appropriate that Marks and Spencer are claiming an image of good ethics, which has been mentioned in the report, considering the great work being applied by Ethics Round who seek out companies entering the global stage that are unethical. Additionally, as I have already mentioned these are positive moves for the business going forward, for all shareholders, colleagues, and communities involved. “Good ethics good business”.
However, my second recommendation is to do with the fashion at Marks and Spencer, according to Fernie, and Grant, this was a leading sector for the company for many years. In addition, the article in the Financial Times, most importantly the comments from Muriel Conway the employee designer, her comments: ugly  women clothing, where is the originality, the style and so on….  
According to the human relations section, I feel there is some sort of disconnection between senior and, middle  management, are senior management keeping all other workers on the same page, it does not appear so.
However, going forward there would need to be changes around this area, I feel they also might need to work closely with the more hipster designers, have links to the London college of fashion for example, to hopefully get ahead of the crowd in terms of great designs. Additionally, I feel these are vital steps that will possibly see the company heading back to those leading sector days.   
There are some best practices I do find interesting they are: “suggest to Steve” scheme where-by colleagues and staff members put forward ideas to the company, these are positive steps for the business. 
Additionally, as I have already mentioned as long as channels of communication stay open amongst all staff members less mistakes will be made, as my report has uncovered in the human relation section. In addition, I feel if these are followed meticulously and monitored well, the company will see great positive changes within the next 5 years.  










[bookmark: _Toc7462485]Conclusion:
Marks and Spencer, the penny bazaar that became a giant on the British high street, now requires a giant makeover as I have previously recommended. 
The company needs to reconsider what countries they involve themselves with from an ethical viewpoint, the company cannot promote themselves to be ethical whilst jumping into bed with countries that have issues with poor wage structures and animal cruelty concerns.
My findings have also uncovered problems with ladies’ fashion which does not look so appealing as it once was, which requires a major overhaul.  
My findings have also revealed several issues at senior management level to do with workplace attitudes amongst middle management which I feel requires more collaboration between the two groups, which will create better cohesion.
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