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Introduction

There are no identical people with the same characteristics. Certainly this is the reason for the existence of different beliefs, values ​​and attitudes. "Engel, Blackwell & Miniard (2000). The universe is huge with more than 7 Billion of people and with around 193 countries worldwide, but even then you cannot find people with completely equal characteristics including the way of thinking and acting. We often hear about attitudes, beliefs and values. But we never get to know what they really mean and its real impact on our lives. Attitudes, beliefs, and values ​​constitute a thought system, whether conscious or unconscious, significantly changing people's behavior on a daily basis.
Leadership and management are very important roles within an organisation. While it is the function of the leader to inspire, the manager has the primary function of planning. However, both are crucial in spearheading the organisation towards the path of success and driving change. In this particular task, the human relations theory by Mayo has been used for understanding the concept of leadership and management in Tesco Plc. The importance of Scanlon plan and JIT has been explored. In addition, the importance of values, beliefs and attitudes in managing an organization in the context of Tesco leadership was also analyzed. The success of any organization depends on how values, beliefs and attitudes are cultivated and managed within that organization.






Beliefs, values and attitudes
The beliefs and values, interconnect with each other, because with the passing of time the beliefs become decisive, values ​​are also created, such as: ethics, responsibility, caring for others, respect, among others. Probably most of us have heard about such matters as beliefs and values. They are not just separate or misaligned concepts, they are fundamental pillars of life. In daily living, whether with family, friends or clients, we often find the place where these concepts take root. In most cases we find people with beliefs different from ours. In other cases, we find values ​​different from ours. And occasionally we find people who share the same opinions and ideas similar to ours.
Beliefs are about the opinions and feelings that a determiner or community adopts with conviction and faith. Here, for example, religious creeds are included. Two distinct beliefs may be correct. One does not nullify the other. Diversity exists and its maintenance fulfills the purposes of personal and cultural diversity in an important way. We all have our Values and our Beliefs. In reality they begin to emerge from our childhood, when they are transmitted by our parents, siblings, grandparents, other relatives. As we grow we broaden our beliefs with our educators, colleagues, friends, media (radio, television, books, magazines, newspapers, and internet).
Our family, culture, region, religion influence our Values and Beliefs that define our behavior, both in the daily routine and in our Vision of the future. Our set of Values and Beliefs define the Principles governing how we act and react to the various situations that arise in our lives. Beliefs are assumptions or beliefs judged true about people, concepts, or facts. The values represent the degree of importance subjectively attributed to people, concepts or facts. Beliefs and values are not inacted and, rather, learned, varying according to society, culture and the age. They cannot be seen or heard, but nonetheless they are real, they influence consciously or unconsciously the behavior and guide the individual and the group. Beliefs and values are interrelated and are incorporated into a learning process, which occurs in the early stages of life, when one learns acceptable or unacceptable patterns of behavior.

Discussion

[bookmark: _GoBack]The business environment is changing with innovations, development, information explosion, new methods of business and launch of new products and services. The changing business environment has led to the development of new concepts, beliefs and values. Thus, applying critical thinking is an essential element of managing such change and development. In terms of leadership and management, critical thinking is required to understand the individual role and responsibility as well as that of others to maintain the balance and relationship between the staff and employee. In this regard the beliefs, values and attitudes are taken into account that shapes the workplace behaviour and roles(Bernecker and Pritchard, 2011).Beliefs are described as an internal feeling or thought of something to be true irrespective of its actuality. Beliefs are thus formed as a part of psychological upbringing, and similar experiences. Thus beliefs govern various aspects of life as it entails what and whom to trust and what to avoid. Therefore, belief in leadership role requires believing in the system, process, the subordinates, the system and organisational values. On the other hand, values constitute a process of continuous learning and become the importance given to something (Shealy, 2016). Generally values are governed by the morals of right and wrong and define human behaviour. In leadership and development values entails the concepts adopted by the individuals, while value also drives direction and motivation in work. Attitudes are usually behavior of a person influenced by their beliefs and values and displayed through their expression of emotions and ideas(Robinson, Shaver and Wrightsman, 2013). Hence, leadership and management attitude constitutes a combination of the individuals’ belief system as well as the organisational and personal values.
In case of Tesco, one of the leading UK retailers, CEO Dave Lewis has made significant changes in the organisation by implementing new strategies and a new Code of Business Conduct. The Tesco leadership focused on the affordability and accessibility of the services while aiming to restore trust on the store and the brand (Lawson, 2015). Moreover, Dave Lewis has focused on strengthening the supplier relations as a mean to improve the trust and bond with the suppliers. Therefore, in this context, it can be seen that Tesco harnesses the value of customer satisfaction, responds to customer demands by working as a team, demonstrates trust and respect among co-workers, shares knowledge, and keeps the customer with the main focus. (Tesco Plc, 2019). Therefore, in this context the relationship between belief, values and attitudes is needed to be understood. According to Ponizovskiy et al. (2019), belief that is displayed as behaviour borne out values determines the relationship between value and behaviour. Furthermore, value representing beliefs are developed as behaviour either reinforcing or inhibiting the value. Hence, in case of Tesco, the value of customer satisfaction and belief in the leadership drives the staff behaviour and service. Hence, according to Schwartz’ theory, the values are interrelated and act as a motivational aspect in driving organisational growth.
Thus working in Tesco requires abiding by the core values and organisational beliefs that drives the business. Similarly, leadership and management in the organisation will thus constitute application of these belief oriented values in individual behaviour and the way employee relations are handled. In this context the Human Relations theory and approach can be taken into account. The human relations theory contradicts the scientific management theory outlined by Taylor, which states that scientific management must be applied to manage what the employees want to do and ensure it is performed in the most cost-effective way, while the Systems approach considers that every task should be performed in a systematic and scientific manner. Rather, the theory developed by Mayo in the context of Human Relations focuses individually on the role of employees in decision-making processes.(Tirintetaake, 2017). Hence, in the human relationship of theory the individual employees are involved in the decision making process as they are either influenced or influences the organisation.  Secondly the Human Relations Theory encourage working as a group and building strong relationships in the workplace instead of making technological and economic contributions as a form of organisational growth strategy. The Hawthorne studies(1924-1932) on the other hand discusses the Human Relations Approach. Theorist Elton Mayo developed the Human Relations theory by conducting the Hawthorne studies and the Hawthorne experiment. Mayo had examined the work conditions and productivity to reach the conclusion that workplace relationships influence productivity (Őnday, 2016). In this regard effective team management and employee involvement can be obtained with the implementation of the Scanlon Plan and Just in Time management or JIT. Thus Scanlon Plan entails enabling employees to actively input ideas and suggestions for constructive development which must be rewarded so that it would encourage productivity, profitability and the workers would be steadily motivated(Nakpodia, 2011). Tesco has a two way communication process as a method of employee engagement, where valuable feedback of the employees are entertained by the Leaders to make effective improvements (Nelson, 2012). Tesco also empowers the staff in decision making and thus can be said has effectively implemented the Scanlon Plan. Similarly, the JIT constitutes using minimal supplies to produce timely and sufficient product to reduce wastage. This strategy enforces total employee commitment in finding the root causes of issues and eliminating them to achieve seamless functioning of the organisational system. In this case leadership plays and eminent role in deciding division of work and ensuring complete involvement of the employees. Thus it is at this point a value based attitude is necessary for implementation. In Tesco JIT management of inventory is obtained as an independent demand principle is followed that enables the company to make a scientific and reasonable forecast and ensure appropriate amount of stock is obtained. This forecast is undertaken with the help of the employee network and understanding (Zhao, 2014).
Human relations theory represents that leaders must communicate their beliefs and values to their subordinates to ensure it influences their attitude and behaviour. An appropriate management of relationships with the help of motivation, communication and cooperation will enable in transferring these values to the lower order employees. Additionally, it can be said the leadership is linked to personal values and beliefs. Thus Tesco can be easily influenced by the individual values and beliefs. However, these values are often formed by the organisational culture and goals. Hence, based on the Scanlon Plan or JIT management, leaders can showcase leadership that will most effectively target the employees and increase their productivity. In relation to the Human Relations Theory, it can be said, that productivity is ensured, when there is a shared philosophy or belief in among the staff and senior management(Tsai, 2011). Similarly, the transformational leadership style and attitude displayed by leaders and senior management can act as a motivation among employees. This is further approved by Choi et al. (2016), who states that empowerment acts as a mediating factor and plays an extremely important role in the context of leadership and workplace satisfaction. Thus in this regard, it can further construed, that Elton Mayo’s human relations theory provides a wider berth of opportunity to test the applicability of communication, empowerment and effective leadership management as enticing and motivating factors for organisational productivity. Mayo’s theory further highlights the role of social environment and the employee interactions as factors affecting productivity. Hence, in relation to Tesco, the inclusive environment created by the organisation is an eminent value that has contributed to the rich employee pool and demonstrates an inclusive, and diverse organisational culture that instils trust and faith among the workers. On the other hand, the Human Relations Theory puts more importance on employee relationships than on organisational culture(Belias and Koustelios, 2014). Hence, it is necessary that a service management perspective is also obtained by Tesco leadership that directs the staffs to also commit to customer satisfaction as part of their activity. Finally, it can be said, that emotion is also a significant factor influencing employee relationships and hence, based on the human relations theory, beliefs and values also influences the emotions and finally the behaviour that encourages cooperation, communication and commitment to the organisational goals. Mayo's human relations theory helped introduce new employee engagement capabilities at Tesco, as well as developing an ambitious strategy and development within the work team.  
A belief constitutes an idea which an individual considers to be true. An individual could base some belief on certainties such as faith related matters, probabilities or general principles. A belief could emanate from different sources including the own experiences of the individual, accepted societal or cultural norms and also other people’s opinion. On the other hand, personal values encompass the long-lasting and stable beliefs regarding that which is considered to be important by an individual. They are role models that serve as examples to follow and help them to make difficult choices in life. Attitudes comprise mental dispositions of individuals towards each other and also towards the contemporary circumstances in life that help people to undertake decisions resulting in their behavioural outcome. Underlying beliefs and values primarily lead to the formation of people’s attitudes(IAA, 2019). Tesco is build on the basis of individual beliefs, attitudes and values of all the people who are connected with the organisation. One of its primary beliefs is the importance of sustainability and protecting the environment. Tesco has its own “Our Little Helps Plan” which outlines the target of the organisation for making their products sustainable as well as affordable and accessible to one and all. They have committed towards the addressing of sustainability related challenges pertaining to their supply chains(Tesco , 2019). According to Tesco leader Dave Lewis, great value encompasses more than just great prices. In this context, the value they are providing is not just aimed at their customers but also their colleagues, supplier partners, farmers and the communities where their customers and colleagues live in(Tesco, 2018). The core value of the organisation is “Every little help makes a big difference” and this has inspired their “Little Helps Plan” which was launched in the year 2017. They have focused on three core areas for development and these include their People, their Places and their Products. In fact, this sustainability initiative of the organisation has supported it to differentiate their brand through being responsible to such issues as are hold important by their customers, in the reduction of costs through minimisation of resource wastage and consumption and also driving innovation in order to improve their impact. The success of this plan could be evaluated through their progress highlight of the year 2018/19 whereby 17,156 managers have been provided with leadership training, 77.51% of their suppliers are satisfied, 12% costs have been saved with their “helpful little swaps” basked, 81% of their targettowards “no food safe for human consumption will go to waste (UK)” has been reached and 2,915 tonnes of their unrecyclable materials have been removed from their “Own Brand Packaging (UK)”(Tesco, 2018). 
The organisation also believes in the importance of food conservation which has shaped its practices. Also, as the leader believes that food wastage reduction could never be achieved if wastage reporting is not made mandatory. The UK accounts for 10 million tonnes food being wasted every year. Food wastage accounts for 8% green house gas emissions. Thus, another important attitude of the organisation under consideration is their call for transparency. As an organisational leader, it is believed that publishing of data on food wastage is crucial and this would help to achieve the “Sustainable Development Goal 12.3” i.e. to halve the food wastage amount by the year 2030(Blakeney, 2019). Tesco has urged its suppliers, i.e. 38 of them, to publish their data on food wastage. In fact, it was the first retailer of food products to be publishing its data in the year 2013. In fact, as per the values of the organisation, they believe in eradicating hunger from the world by donating near about 78 million meals ever since 2012 through their distribution centres and stores. In fact, their suppliers are using ‘perfectly imperfect’ vegetable and fruits to be used for suppliers of ready meals. Therefore, it could be deduced that the leadership in Tesco works on the belief towards a better world for the deprived and also towards a sustainable world for the future generations(Sparks, 2010). This belief and value system has shaped their endeavours and business practices. Furthermore, Tesco has partnered with WWF for contributing towards more sustainable shopping baskets for the customers. Their shared ambition is reduction of environmental impact caused by the average shopping basket in the words of David Lewis. In fact, they have been future-proofing their fish stocks as well. The increased protein demand while at the same time ensuring that there is minimum environmental impact has led to the development of sustainable aquaculture such as farmed salmon that could lead to the provision of nutritious protein sources and also omega-3 fats. They have divulged their attention to use of seafood by products and vegetable oils and algal oil for feeding fishes and at the same time reducing the use of wild fish for feeding farmed fishes thereby reducing the pressure on the marine ecosystem(Tesco, 2019). 
In different roles that the leader has to perform, their values, attitudes and beliefs are in constant interaction with those of their peers, employees, etc. Harmonisation of these value systems is very important for an effective causal relationship. The possession of right belief and value system could influence their intention, engagement and motivation towards the undertaking of a particular task. In the context of the ‘iceberg’ diagram, it could be stated that identity, values, beliefs and convictions shape our behaviour and capacities(Le Borgne and Cummings, 2009). Thus, it needs to be understood that we tend to ‘assume’ attitudes based on the observed behaviour. In this context, it could be observed that Tesco has one of the largest workforce in the private sector in the UK, about 295,000 employees and each of them have their individual expectations and needs regarding their career and work. In order for maintaining a good relationship with the employees, Tesco has undertaken a program known as "Listen and Fix", which has made Tesco a great place to work as well as a pleasant place to shop, and has also gained a deeper insight into key concerns across all business areas. In their distribution centres and stores, at Tesco Bank, their head office and at Tesco.com (Nelson, 2012). In fact, Tesco has an annual survey for their staff members called “Viewpoint” whereby they get to know the views of their staff members. “Listen and Fix”, on the other hand, made optimum use of digitised processes for establishing a two-way communication with the employees. Employees have been invited to drop their thoughts through the medium of email or text that ensured a low participation barrier. In fact, leaders too responded through voicemails and texts, blogs, in-store communications or the intranet. This had led to a granular and detailed set of data and the data is exclusively protected through ensuring anonymity. In fact, Listen and Fix provided the “helicopter view” for dealing with things. Thus, it can be observed that since attitudes, beliefs and value systems are interactions by nature and the values, employees' understanding and manner of acting significantly influences the productivity and success of any organization. Tesco has invested a considerable amount of money in training and knowledge of its employees, giving them more ability to be ready for the company's challenges. 
Decision making often comes to depend on the calculation made through the values with the options available within the company's financial circle, which becomes a function of an individual's internal state of being and the organizational environment. 
In the contemporary world, due to dynamic environments the options’ values tend to change which has a result on the selection of actions by the individual. This leads to furthering of complications(Paulus and Angela, 2012). Thus, possessing emotion-regulation skills becomes crucial for great leaders in order to successfully manage their employees. This is all the more important for workers lookup to leaders in order to learn nuances of effective behaviour especially when the time is concerned with change and turbulence. Thus, leaders need to arbitrate a rational and calm front which is most profoundly expressed in the case of Tesco leader and has helped him to spearhead the company forward. 



Conclusion

It can be thus concluded, that leadership and management are essential elements of effective business function and organisational growth strategy. The leaders and their subordinates are rule by organisational beliefs, values and attitudes that determine their profitability. In this aspect the Elton Mayo’s Human Relation Theory ensures, that efficient social environment and positive interaction in the workplace encourages productivity. The humans are unique species on earth. Unlike other species, they have their own personalities and needs that motivates them to act and make decisions in their life. It is these qualities and personalities that make us different from each other and each with a diversified view of the world, arousing the desire to discover it and to know it better. Many scientists are interested in doing an in-depth study of humans in order to better understand all the diversities and complexities around human life. In this way, the social environment within the organization is often influenced by the interaction of beliefs, customs, values, habits and attitudes of leaders and employees. However, while the beliefs and values influence workplace behaviour and functionality, the workplace condition, norms and culture has also a significant influence on the workplace attitudes and functions of the staff. Furthermore, decision makingis an integral part of employee relations and leadership management. Hence, considering the case of Tesco Plc, the various implications and role of Scanlon Plan and JIT in effective leadership and employee management is observed, while clear demarcation of leadership style and responsibility of the leaders and staffs are also outlined effectively.
Beliefs are characterized by legitimized ideas, considered as true, that are incorporated and unquestionable by employees, being present in the way individuals act, while values ​​are understood as basic presuppositions, formators of the center of organizational culture, that is, they reflect the behavioral patterns required by the company, based on the concepts of attitude and behavior; and finally, the mission, which symbolizes the reason for the existence of the organization, so its conception must encompass the basic purpose of the company, and the values ​​it hopes to add to elements that interact with it. Hodiernamente numerous organizations express their missions, beliefs and values ​​as a result of the primary stage of the implementation process of a quality management, however, generally the positive impacts of these cultural elements, their reflexes in the a posteriori decisions are understood by few collaborators, seen that most companies perceive only their ideological nature, not incorporating them into their daily practices, or assuming them as guiding tools and guiding the adjacency conditions of organizational practice. It urges to point out that Organizational Culture researchers explain how necessary it is to understand the dynamics of the a priori corporation of the development, modification of processes in the organization.
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