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[bookmark: _Toc123601415]Part 1 Report
[bookmark: _Toc123601416]1. Introduction
Workplace behaviour mainly refers to the specific behaviour employees conduct to fulfil their responsibilities and duties. This report has aimed to develop an understanding of the impact of organisational beliefs, attitudes and value systems on workplace behaviour. Furthermore, it will also discuss the possible changes stemming from the pandemic. To provide a better discussion on these, it has also selected two relevant theories; furthermore, the discussion will be conducted in the context of Primark. Finally, the relevant theories will be critically assessed and a set of suggested recommendations will also be provided. 
[bookmark: _t93rcabnnem6][bookmark: _Toc123601417]2. Organisational background
Primark is an Ireland-based, multi-national retailer with over 400 stores all over Europe, the US, and the UK. Currently, the organisation offers employment to 70,000 employees all across the world (Primark.com, 2022). Diversity is at the core of this organisation’s mission, values, and business objectives; therefore, it is also one of the primary factors shaping the organisational culture. The organisation believes that with over 180 cultures included within the corporate environment, Primark is better positioned to cater to a wide range of customer demands (Primark.com, 2022). The diverse cultural background of the organisation further allows Primark to achieve its business objectives, including offering sustainable and affordable fashion to its multigenerational customer groups. The comprehensive ethical guidelines of the organisation provide a detailed framework for the employees to ensure a good and valuable working environment; inclusivity is one of Primark’s most important shared values (Primark.com, 2019). Equal opportunity for all is the founding policy of the recruiting, selection, and development strategies at Primark.  
[bookmark: _aeb9t6xey8n][bookmark: _Toc123601418]3. Theoretical context of the report
[bookmark: _o6vo7ct4hunb][bookmark: _Toc123601419]3.1 Human relations theory
The Human relations theory posits that through increased social relationships within the workplace and recognising the individual employees. Productivity and efficiency can be improved (Caligiuri et al., 2020). Furthermore, this theory focuses on various formal and informal elements of an organisation; traditional elements refer to the organisational structure, whereas, Informa elements refer to the individual interaction between the employees. In the context of management, the human relations approach emphasises the role of managers and employers; they require specific skills to ensure a culture that is conducive to positive social relationships and more. Five specific skills are considered integral in the human relations approach - communication, conflict resolution, multitasking, negotiation, and organisation (Anastasiu et al., 2020). The theory has also identified a few elements of a positive work environment, such as empowerment, participation, and favourable treatment. Therefore, by focusing on employee empowerment, their active participation within the workplace, and individual treatment their performance can be influenced positively. One of the key characteristics of the human relations management theory is its treatment of individual employees; unlike the previous management theory, it considers employees as unique beings, rather than machines or parts of a larger system (Garg et al., 2021). 












[bookmark: _vzb17sj1st7][bookmark: _Toc123601420]3.2 Behavioural management theory
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Figure 1: Maslow Hierarchy of Needs
(Source: Created by Widarko and Anwarodin, 2022)
In the workplace context, behavioural management theory often refers to the human relations movement that discusses the human aspect of the nature of work. According to theorists, an enhanced understanding of human behaviour, such as motivation, conflict, expectations, and so on can lead to improved productivity and efficiency (Widarko and Anwarodin, 2022). Historically the human relations movement has provided two different theoretical concepts which have provided better insight into improving the social skills of managers. These two theories are - Maslow’s hierarchy of needs and Theory X and Theory Y. The motivation theory proposed by Maslow has assumed three factors regarding human behaviour in the workplace context - human needs cannot be wholly satisfied, individuals are always striving to fulfil their needs, and these needs can be arranged in a hierarchical manner (Lopes et al., 2019). 
[image: ]
Figure 2: Theory X and Theory Y
(Source: Created by Ali and Anwar, 2021)
On the other hand, Theory X assumes that employees of an organisation are inherently lazy and unwilling to fulfil their responsibilities. Therefore, managers need to continually motivate or push them to perform according to organisational standards. However, Theory Y posits that employees can be creative and innovative, and their lack of performance is not intentional. Managers need to identify that the needs of the employees are more than the needs being met within the organisation, therefore, various motivational strategies need to be implemented to motivate the employees (Ali and Anwar, 2021). 
[bookmark: _w07ezudfia7f][bookmark: _Toc123601421]4. Applying the theories - Primark
[bookmark: _il60h5ewj8m5][bookmark: _Toc123601422]4.1 How do organisational beliefs, attitudes, and value systems affect workplace behaviour?
Individual attitude refers to the collective set of beliefs, opinions, and value systems of a person regarding the various aspects of the environment. Researchers believe that in the context of a workplace there are two different attitudes that have the highest impact on individual behaviour such as job satisfaction, and commitment to the organisation (Anastasiu et al., 2020). These attitudes overlap significantly as the factors that influence high satisfaction also make an individual increasingly committed to the organisation. However, it is important to understand that even though tracking these job attitudes is necessary to understand and anticipate employee behaviour; several other situational factors can include workplace behaviour. 
The value system of Primark focuses on diversity, inclusivity, and sustainability; therefore, organisational behaviour is also significantly influenced by these factors. In consideration of a sustainable and ethical supply chain, the organisation works with several organisations around the world. Primark recognises that creating an ethical and sustainable supply chain is not an individualistic approach; hence, the brand is working with various local and global organisations to create sustainable change (Primark.com, 2022). Furthermore, the organisational culture is also driven by talent development across different sections and departments of the organisation; this is also a crucial factor that influences organisational behaviour. In the context of Primark, the theory of human relations management can be discussed; in order to ensure effective individual development, Primark offers a wide range of developmental programmes. These developmental programmes include leadership training, customer promise training, and so on to ensure high-performance work culture within the organisation (Primark.com, 2022). The individual attention and recognition of all the employees ensure a positive culture within Primark, which further results in positive organisational behaviour. 
Organisational justice is a significant factor contributing toward a positive work attitude, which is job satisfaction and organisational commitment. Organisational justice refers to the fairness of treatment received from managers and employers (Lopes et al., 2019). By focusing on active inclusion, diversity, and individual development, Primark has been able to develop a respectful culture that treats employees with fairness. Hence, it can be said that the employees of Primark demonstrate positive work attitudes and workplace behaviour based on several factors associated with the organisational value system and beliefs. Social relationships within the workplace are a crucial indicator of job satisfaction and other positive work attitudes. Hence, in this context also, the human relationship management theory can be implemented (Ali and Anwar, 2021). Primark can further incorporate a positive work culture by encouraging positive social relationships among colleagues and co-workers. 
From the above analysis, it can be said that fairness, learning and development, diversity, and inclusion are some of the key factors of Primark’s value system. This has a significant influence on organisational behaviour through employee job attitude. Furthermore, it has also helped in implementing the human relations management approach, which allows a better understanding of the human aspects of Primark’s work culture. For example, the employees of this organisation are motivated by individual recognition and adequate learning and developmental opportunities within the organisation.
[bookmark: _v52h2k9eyyoc][bookmark: _Toc123601423]4.2 How will tailoring workplace changes for the post-COVID mindset tackle the challenges we face now and create more resilient businesses in the future?
Owing to the pandemic, the nature of work, along with the scope and the way organisations around the work operate, has changed significantly (Lal et al., 2021). Experts believe that extended periods of challenges and hardship tend to alter human behaviour and attitude; therefore, in this context, behavioural management theories can be implemented to develop a better understanding. Some of the most important changes in employee behaviour are the consciousness of surfaces and space; due to the nature of the disease, people have grown to be anxious around surface areas in public spaces (Cerutti, 2020). Therefore, organisations have been urged to change the layout of their offices to include adequate adjacent spaces for people to pass by each other without crowding. Since individuals have grown anxious about touching various surfaces, touchless technology has witnessed a significant upsurge in usage within organisational premises. However, even after the pandemic, Primark has demonstrated a significant lack of interest and investment in technologies and digital means (Kasapi, 2022). The newly non-transactional website of the organisation points customers toward the nearest store, and the click-and-collect model allows shoppers to purchase products. Owing to the lack of e-commerce efforts, Primark has remained a largely physical business, which has created significant challenges during the pandemic for the brand. Since the employees have been forced to shift into remote work culture, it has impacted the work efficiency within the stores. Agile HR technology has played a major role in ensuring the effective engagement of employees and spontaneous communication within the employees and between employees and managers (Primark.com, 2022). 
Another significant change after the pandemic is the increased concern for personal safety, health and well-being. Market research shows that after the offices have been open, employees are often preoccupied with stress regarding their personal safety from the disease (Cerutti, 2020). This reduces employee engagement in the responsibilities and reduces productivity and efficiency. This indicates a psychological need for a safe workplace as discussed in Maslow’s hierarchy of needs; this motivation theory discusses five needs - physiological, safety, social, self-esteem, and self-actualisation. If employees are unsure about their personal safety in relation to the disease they will be unable to develop effective job satisfaction and organisational commitment. Hence, organisations need to provide employees with significant respite from both psychological and physiological challenges of the workplace. To navigate through the challenging times of the pandemic, Primark has created new managerial roles across the UK for a simplified management structure (Primark.com, 2022). In order to provide greater flexibility to the employee and ensure a seamless change in the management structure, the organisation has also cut down 400 retail jobs across the nation (Topham, 2020). In continuation of the needs in Maslow’s hierarchy of needs, after the pandemic, workplaces have also witnessed a massive increase in the awareness and requirement of provisions in relation to mental health (Cerutti, 2020). Emotional and mental health well-being is closely associated with safety needs listed in the motivation theory - unless the employees feel safe, especially in relation to their mental health and well-being, they will not be participating actively in the workplace. Therefore, since 2021 Primark has started providing adequate support and provisions to deal with mental health issues in its supply chain in partnership with the British Asian Trust (Primark.com, 2022). 
[bookmark: _3zbexpb1aohf][bookmark: _Toc123601424]5. Critical evaluation of the theories
[bookmark: _2r9hr3lwxcmp][bookmark: _Toc123601425]5.1 Human Relations Theory
Even though the human relations management theory was one of the first theories that argued for better treatment of employees, some believe it still condoned the manipulation of employees in some form (Schuh et al., 2021). One of the most significant criticisms of this theory is the inability to account for the broader implications of various social, economic, and political factors on organisational behavioural factors. Furthermore, researchers have also opined that this theory merely focused on the interpersonal relationships of the employees rather than considering the nature and scope of the work itself. 
Additionally, since the human relations management theory is largely the product of the Hawthorne Experiment, many have argued that this lacks scientific foundations (Weatherburn, 2020). The sampling process and analysis of the experiment were not scientific; the sample size was too small to make any generalisations. Another important criticism of this theory is the inability to consider trade unions and their pro-management stance. The Hawthorne Experiment had taken into consideration over 20,000 interviews, However, the influence of trade unions has yet to be mentioned. This makes the theory significantly biased and partial to the management of an organisation; it also places significant importance on coordination and collaboration within society (Liu et al., 2021). However, the human relations theory does not account for any conflicts within the workplace. Hence, it can be said that the theory fails to provide a detailed understanding and view of workplace dynamics. 
[bookmark: _gbz80rjgo1n8][bookmark: _Toc123601426]5.2 Behavioural Management Theory
Critics often argue that the behavioural theory of management is a one-dimensional approach; it has failed to consider various internal phenomena such as individual moods, emotions, and feelings and their impact on individual behaviour (Wang et al., 2022). The behavioural management theory has mainly focused on external factors such as job satisfaction, factors associated with the same, and more. Furthermore, this theory also needs to consider the different avenues of learning besides punishment and positive reinforcements; for example, employees can learn from various internal and external factors other than reinforcements and punishments. Kaufman (2020) has opined that rather than psychology, “psychologistic” is the key problem in contemporary strategies HRM; each macro-level HRM issue is reduced to an individual-level personality and behavioural matter. 
[bookmark: _p739j3talgef][bookmark: _Toc123601427]6. Recommendations with justifications
· The pandemic has created massive challenges within the retail sector; several small and large organisations have been forced to close their stores permanently on the UK high street (Pedersen et al., 2022). However, many e-commerce businesses have been able to leverage the emergence of digital technologies and the virtual economy. However, Primark has failed to adopt technological advancements, especially for employees. Considering the changes in employee needs, expectations, and attitudes, Primark must incorporate effective digital technologies that enable employees to preserve their health and well-being. It can inculcate touchless technologies within their offices and in the stores. Furthermore, using advanced technologies to plan the layout of the stores will also ensure enough free space for people to pass through. This will further positively impact the brand’s profitability as customers will feel much safer within the stores. 
· Currently, the brand prioritises diversity, inclusion, and sustainability as brand values; considering the recent changes, it also needs to include mental health advocacy as one of the brand priorities. In addition to the challenges of the front-line workers within Primark stores, the brand has also been forced to lay off 400 people. Providing comprehensive mental health and well-being provisions will not only help the employees but also improve the brand’s reputation in the current market. Addressing the mental health challenges of the employees is an integral part of ensuring positive job satisfaction and organisational commitment (Widarko and Anwarodin, 2022). 
[bookmark: _a312lvdv953o][bookmark: _Toc123601428]7. Conclusion
In conclusion, the pandemic has changed various work and organisation aspects. It includes the nature and scope of work regardless of industry, as well as the employees' value system, expectations, and beliefs. Primark has also demonstrated significant changes after the pandemic, mainly due to its inability to adapt to the changing times and rapidly developing technologies. This report has critically assessed the human relations management theory and the behavioural theory of management. Based on this analysis it can be said that human relations theory can help in describing the influence Primark’s organisational value system has on organisational behaviour. For example, its culture of diversity and learning fosters individual recognition and positive job attitudes. Lastly, behavioural management theory has helped in understanding that Primark needs to introduce several changes to ensure effective employee satisfaction. 
[bookmark: _1hiatkpqo434]

[bookmark: _yqfxadeh60gy][bookmark: _Toc123601429]Part 2 Reflective Journal
[bookmark: _665w68nvlvw1][bookmark: _Toc123601430]1. Introduction 
Workplace behaviour plays important role in building healthy work culture within the organisation and further motivating the employees to work in a collaborative fashion. This will not only help in bringing a higher level of customer satisfaction level but also impact the growth and profitability of the organisation in a positive way. The current reflective journal is going to describe beliefs, attitudes and values within a workplace along with my personal learnings while covering the above modules. Moreover, a critical analysis of appropriate management theory and its impact on beliefs, attitudes and values is going to be described in a comprehensive manner.
[bookmark: _5pudrfx10mng][bookmark: _Toc123601431]2. An analysis of the difference between - beliefs, attitudes, and values within a workplace context
Beliefs, attitudes, and values are all related concepts that can influence a person's behaviour and decision-making in the workplace. Beliefs are thoughts or ideas that a person holds to be true. These can be based on personal experiences, cultural influences, or other sources of information (Jena, 2020). In the workplace, beliefs can influence how a person approaches tasks and interacts with others. Attitudes refer to a person's overall evaluation or feelings about something. In the workplace, attitudes can affect how a person responds to changes, feedback, or new tasks (‌Anglim et al., 2019). For example, someone with a positive attitude towards their job may be more motivated and engaged, while someone with a negative attitude may be more resistant to change. Values are principles or standards that are important to a person. These can shape how a person behaves and makes decisions in the workplace (Anglim et al., 2019). For example, someone who values teamwork may be more likely to collaborate with others and contribute to group projects, while someone who values independence may prefer to work alone. During the module, I have addressed that the above-mentioned factor has both positive as well as negative impacts on the growth and development of the organisation. For example, on the positive side, it helps an organisation in developing a diversified employee base who will be handling the organisational system and processes on their own approach and further maximising the growth and revenue of the organisation in a positive manner. Apart from that it also helps in getting a diversified solution to existing as well as future problem and further make the organisation stand out from other players in the market. In the report section, I have discussed Primark which is one of the top leading multinational retail organisations in the UK. The company has a diversified employee strength of 70,000 people (Primark.com, 2022). I have understood that this huge diversified employee strength has helped the company to gain a competitive advantage over other players in the market and further generate a higher level of profit. This has also helped the company to expand its business in 12 different countries and become one of the leading international retail brands all over the world (Primark.com, 2022). In my opinion, this has also a negative side as well. For example, organisational conflict is one of the integral challenges of all that an organisation can face when they have highly diversified people. While covering the above module I have found that companies like Primark face challenges regarding organisational conflict in a huge manner. This not only hampers the efficiency and productivity of the employees within the organisation but also hinders the overall goal-achievement process of the organisation. While searching for the data regarding the above factors I have understood that teamwork skill is highly dependent on the attitude, belief and values of the organisation. That is why companies like Primark try to hire effective leaders and managers who will be able to regulate the attitude and values of the employees and further align them with the organisational goals and objectives (al Habibi, 2019).
This module has helped me in understanding the importance of employees’ beliefs, attitudes and values in the overall growth and development of the organisation. In this context, I have learned about the different aspects of the retail sector of the UK as well as the world. All these factors will help me effectively do well in my current study along with helping in developing some of the crucial transferable skills which can lead me to land the best professional opportunities.
[bookmark: _sy1yd4pi6ql][bookmark: _Toc123601432]3. Critical assessment of the organisation’s beliefs, attitudes and value systems and their impact on workplace behaviour
Critical evaluation of the organisation’s beliefs, attitude and value system is one of the important exercises in enhancing the organisational culture and performance (Sholikhah et al., 2019). In this case, identification of the organisational core belief, attitude and values can be found by reviewing the mission and value system of the firm. While researching the current research topic I have found out about the missions and vision of Primark which has helped them not only stand out in the highly competitive retail market but also align the personal goals of the employees to final organisational goals and objectives. During the research, I have found that the main mission and vision of the organisation is to develop the best quality fashion product within an affordable price range. Apart from that utilising sustainable and recycled raw materials to positively impact the environment and life of the people in the society is also been one of the integral parts of their mission statement. I have noticed that supporting the supplier’s livelihood, employee growth and more has helped the company to become one of the innovative brands in the highly competitive retail space of the UK as well as all over the world. For instance, the company focuses hugely on the overall growth and development of the new employees and further makes them go through the relevant training and development programs to maximise their productivity (Sholikhah et al., 2019). In this case, effective leaders have also been hired by the organisation in order to analyse the strengths and weakness of the employees and further covey the brand requirements, rules and regulations and other aspects of the organisation in the best possible manner. I have noticed that this has helped Primark to promote transparency and further inspire the employees to work hard towards the organisational goals and objectives in an effective fashion. The research has helped me to find some crucial factors related to companies' culture and values which have helped them become employee-friendly brands. The company has focused on improving the fair pay system within the workplace in order to minimise any sort of organisational and employee conflict. This has helped the organisation to inspire the employees in a positive fashion and further sustain their intrinsic motivation for a longer period of time (Primark.com, 2021). Apart from that safety and healthy working condition is other factors that have helped the company to develop a healthy work culture where the employees will utilise their innovation and creativity in the best possible manner (Primark.com, 2021). This is the main reason which has helped the firm to increase its employee base in an exponential fashion and further expand in the different international regions in the best possible manner
While researching this topic I have found that employees' efficiency and productivity depend highly on the organisational culture. Primark is one of the top leading fashion retail company has focussed on hiring effective leaders who can inspire employees in developing quality products at affordable prices. The module has helped me to understand different aspects of employee behaviour and their impact on overall organisational growth and profitability. This has also improved my overall research skill which can help me in doing well in my current study. Above all, the module has made me realise the important personal and professional skills that I need to develop in order to grab the best future professional opportunities and further enhance my overall professional growth in a positive fashion.
[bookmark: _4gu6s68lrea8][bookmark: _Toc123601433]4. Critical assessment of an appropriate management theory to evaluate how someone with different beliefs, attitudes and values might interpret the theory differently
Management theory refers to the various ideas and approaches that have been developed to understand and explain the principles of management and how to effectively manage organizations (Boon, 2021). There are many different management theories that have been proposed over the years, and these theories often differ in terms of their underlying assumptions and focus. While researching the above-mentioned topic I have understood that in general, there are different types of management theories that an organisation can consider while managing its systems and processes in an effective fashion. Scientific management theory is one of the types of management theory that focuses on incorporating scientific methods to optimize the overall work process in the best possible manner (Braverman, 2020). Administrative management theory basically focuses on the management functions and activities that can help in formulating effective strategies that can help in enhancing the overall customer satisfaction level in a positive fashion (Zabala et al., 2019). Max Weber introduced the concept of Bureaucratic management theory where an inclusive hierarchy structure has been maintained in order to minimise organisational conflict and further achieve the organisational goals and objectives in a collaborative fashion (Kanter, 2019). Human relation theory is one of the important management theories that have been used by the organisation in order to analyse the psychological need of the employees and further satisfy them to enhance the overall retention rate. Contingency theory is the last type of management theory that is being used by the organisation in order to consider the right set of management approaches as per the required situation and market need (Safari and Saleh, 2020).
While compiling the report I have addressed the management theories that have been used by Primark in order to develop an effective and inclusive work culture that can maximise the organisational growth in a positive fashion. In this case, the company has taken the advantage of Human relations and Behavioural management theory in order to manage the diversified employees within the organisation. During the Covid-19 pandemic just like other organisations, Primark has also faced huge challenges related to financial crises and job loss (Sen et al., 2020). This has significantly minimised the intrinsic motivation of the employees and further minimised their overall efficiency to perform at their peak potential. As mentioned earlier, Primark has highly diversified employees where there is a huge difference in their work approach as per attitude, beliefs and personal values. The above-mentioned management theories have helped the organisation to streamline the personal values and goals of the employees with the organisational goals and objectives.
This part of the module has helped me to understand different aspects of the leadership and management approach and the further utility of the management theory in developing an inclusive work culture within the organisation. In this context, I have also realised the importance of motivation in enhancing the employee's efficiency and further make driving quality result for the organisation. Apart from that, I have also understood the aspects of employee behaviour and their influence on the organisational culture and overall growth and development. All this learning has not only enhanced my knowledge about the business market and environment but also helped me in understanding the necessary skills and traits I need to develop to stand out from other candidates in the job market. Above all, this management approach has made me explore some of the important management techniques that I will be integrating into my daily study and further do well in the examination.
[bookmark: _n5t6r1g31cc1][bookmark: _Toc123601434]5. Conclusion 
The above reflective journal has helped me in understanding the difference between the attitudes, beliefs and values of employees within the organisation. In this case, an example of Primark has been taken into consideration in order to discuss the factors related to organisational belief and attitude and their impact on workplace behaviour. In the next section role of management theory in streamlining employees' core values with organisational goals and objectives is also been described in a comprehensive manner. In all parts of the discussion, my personal experience and learning regarding the module have been assessed in an appropriate fashion.
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