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[bookmark: _Toc23710]Introduction of the Organisation
Covid-19 has turned into a global pandemic and has affected almost every sector of work and every industry. The organisation that has been chosen in this context is Zensar Technologies. This is one such organisation that used to work seamlessly in the pre Covid era in Information Technology domain. The organisation is one of the followers of the mixture of the mechanistic model and organic model pertaining to the organizational structure. To elaborate further it followed both a centralized approach as well as a decentralized approach of the work and deliverables. Zensar Technologies had a hierarchical structure to some extent of the division of power while a more cross functional structure for the lower levels of power. There was a mixture of standardization as well as mutual adjustment between the management and the employees. The rules and regulations were pretty distinct and straightforward while there was no lack of coordination among the employees to be very fair. Due to a mixture of these two models there were at times when the dissatisfaction of some group went hand in hand with the satisfaction of another group. 
The management of Zensar Technologies responsibly handled the grievances and dissatisfaction of the employees from time to time. However, in this organisation the organisational culture played an integral role in setting up the work environment for the employees. It was seen at times that an unwanted conflict rose between the two parties belonging from a high context culture and a low context culture. In those extreme cases, the management has to intervene to stop further aggravation of the issue. Most importantly there were exchange of ideas, difference in opinions, group celebrations, appraisals, festivities etc. due to a face to face interaction of the employees and the employer. However, the productivity of work has increased lately due to the people working from home. The downside of this global pandemic is that it has hugely disrupted the natural flow of work and culminated confusion and misunderstandings.
[bookmark: _Toc22957]Key management theory/theories
The two management theories that would be followed in this context are the Herzberg’s Two Factor Theory and the Contingency Theory.
 Herzberg’s Two Factor Theory
This is one of those theories in the area of management theories that is also known as motivation-hygiene theory and dual factor theory. This theory was proposed by the great human being Frederick Herzberg in the year of 1959. The basic framework of this theory states that there is a commonality between the intrinsic factors and job satisfaction whereas there is a direct relationship between the extrinsic factors and job dissatisfaction (Daddiet al., 2018, p. 6). In older times it was believed to be true that both satisfaction and dissatisfaction are two poles of a same node but later Herzberg proposed and reframed the theory by saying that the two aspects that are both satisfaction and dissatisfaction are two poles of two different nodes. To state in simpler terms Herzberg said that it is not mandatory for a person who is not satisfied to be dissatisfied while it is also not mandatory for a person who is not dissatisfied to be satisfied about something or someone. 
To support his argument, Herzberg said that the ‘hygiene factors’ is one set of factor that takes employees from a state of dissatisfaction to a state of no dissatisfaction whereas the ‘motivators’ is one set of factor that takes the employees from a state of no satisfaction to a state of satisfaction. Refining it to a greater extent, it can be inferred that eliminating the attributes specifically related to that of dissatisfaction for an employee will not necessarily make the employee more satisfied after which he will work to his full potential. Thus there has to be motivators either in the form of responsibility, achievement, the work, growth, recognition and responsibility along with the there has to be hygiene factors either in the form of company policy, relationship, working environment, relation with the subordinates and the peer groups, salary, security and status (Zilahy, 2016, p. 23). The motivators act as a catalyst for the improvement of the behavioral aspects of an employee while the hygiene factors act as a catalyst in eliminating the dissatisfaction attributes of the employees.
	Correlating to the scenario after the Zensar Technologies has come under the grasp of the pandemic, for most employees working from home staying away from the natural environment of work required some of the hygiene factors to move forward and come out of the stage of dissatisfaction. On the other hand employees who were still continuing their work without appraisals, promotions, rewards, growth and were struggling to stay focused with that of the work, require huge motivation to come out from the stage of no satisfaction or lack of satisfaction. 
Even before the pandemic era, this practice has been incorporated by several organisations worldwide into their work culture to improve the productivity and quality of work. Herzberg theory has thrown some serious challenge to the traditional theories practiced in the same area with a different viewpoint and beliefs (Dahlgaard-Park, Reyes and Chen, 2018, p. 21). It was observed that the organisations that have already taken up this management theory have a competitive edge over the others.


Contingency Theory
Another theory that has a close association to this context is the contingency theory. According to this theory effectiveness is regarded as contingent because of the fact that it is entirely dependent upon the relation between the managerial behavior and a particular scenario or situation. The entire subject of organizational behavior is studied on the basis of the formulation of contingency theory pertaining to some contingent factors such as technology, culture and external environment. These factors generally regulate the functionality and design of a particular organisation. The contingency theory has been initially developed by Fred Fiedler and was later sharpened by MS Sridhar. According to him the modern era organisations are more complex in nature as compared to that of their traditional counterparts.
	So only getting aligned to that of a particular managerial strategy may not fetch the desired results in every situation. Therefore there is a dire need for the adoption of the contingency approach as an whenever it would be required in an organisation. In simpler terms, each situation arising within an organisation should be handled separately keeping in mind the fact that each situation demanded separate solution techniques (Eveleens, van Rijnsoever and Niesten,2017, p. 12). To do that effectively it is important to have plans considering all the internal and external factors to supervise the areas, continuities and complexities of the rapidly changing environment. And accordingly the best fit managerial approach and applications should be implemented. This theory is dedicated towards the emphasis that the organizational outcomes are the fruit of a direct linkage two or more than two factors.  However, the focus of the contingency theory is dedicated towards the organizational framework.
In the modern era of the complex organisations, the contingency theory is practiced keeping in mind that the organisations have a basic framework and also possesses a specific organizational structure in due course of leading the workforce with help of motivation. Some of the areas where the contingency theory is seen quite often are in the planning of the decision making systems, sophisticated control systems, development of the required communication channels, decentralized decision making as in the organic model along with development and training of the internal workforce of a structured organisation (Ferdous2016, p. 26).
Therefore it is implicative that the contingency theory is confined towards the behavioral motivation and the outcomes of such motivation are driven from the interactions with that of the various factors relating to the environment. Considering the rate of change of the changing environment this theory gives the management an edge to be at par with the work dynamism (Colvin, Witt and Lacey, 2020, p. 12). The contingency theory not only enables the management to be dynamic but also enables them to be ready with a backup plan if a situation is not conducive to an extent it was expected to be.
[bookmark: _Toc18664]Solution to the major issues
How do organisational beliefs, attitudes, and value systems affect workplace behaviour?
Organizational belief:
The organizational belief is based on providing a proper work environment to the employees. The organization believes in management that initiates the working process and then they start to help the employees in progressing the task. It can be stated that the employees feel at home while performing the regular tasks (Kurniawan and Heryanto, 2019, p.6). Hence it can  bestated that the output of the organization has been high as well as the employee satisfaction. Workplace environment is highly dependent on the working process of the employees. The coordination of the employees also decides the working environment of the organization. This section ensures the fact that there is presence of proper and co existing mutual friendship and this leads to creating a better work environment. Creating better bonding in between the employees has been playing an important role in performing better work function. The organization believes in both being mechanist and organic in nature in terms of performing management segmentation. 	This management segmentation enables the managers to analyze the functionality of the employees and this employees ensures that there is a better working environment (Priarso, Diatmono and Mariam, 2019, p.14). It is seen that the working process is divided in iterations and hence wise the entire work is allocated to the employees who are proficient in their field. Hence the work completion process is performed with higher accuracy. This accuracy in the workplace also helps in bettering the business management section. However the company has a formal code of conduct and this ensures that there is a proper segmentation of the works that are to be completed. With a formal code of conduct, it can be stated that communication between the employees are much more effective in nature. The communication is generally goal oriented in between the employees. Management has been promoting collaboration as well as team work. The mission of the company is to seek higher advancement via goal achievement. As this follows a mechanistic model, the work structure is decided by the managers and hence this ensures that the work dedicated is performed by the workers as per their expertise. Day to day working elements are well planned and hence the employees are at ease while working (Putri et al., 2019, p.16). Again the management floors organic theory as well. This insists that the management is concerned about the personal relationship as well. 
Again the work attitude of the management board plays an important role. The management being an initiation or the management being helping the working individuals to perform the entire job in a better manner. Self efficacy theory has been used by management theory and has been accepted in a better manner. It can be stated that social cognitive theory plays an important role. With the help of the social cognitive theory, it helps the employees to feel that they are capable of working. Instilling self belief in the employees helps in probing higher attitude beneficiaries. One of the major segments that has been seen in the process is that self efficacy of the individuals develop. With the help of instilling self efficacy, a betterment in the social environment has been seen. This segment ensures that the work environment stays highly motivated (Lees, 2020, p. 16). Another aspect that has been seen in the organization is that proper feedback is provided to the employees for the employees. In case the employees are provided with proper feedback, the employees always have a positive attitude towards the work process. As the employees are provided with proper feedback, employees get a better learning experience and hence they have a positive outlook towards the entire working unit. But there will be one major issue in the process (Juliarti, Agung and Sudja, 2018, p.19). The issue to be considered is that there might be a lack of creativity in the employees. As the management will be initiating the entire task, the task will be divided into iterations and hence wsie distributed. After distributing the task, the employees work on the segments provided to them respectively (Pawirosumarto, Sarjana and Gunawan 2017, p. 5). This reduces the scope of creativity in the working process. Despite the fact that in the domain, all the tasks segmented yields high output and that is what is required. Yet creativity acts important in each and every working process. This enhances the working environment as well. 
Another major factor that decides the working environment is the goal setting process. The organizations generally focused on setting tough goals for the employees. One of the major reasons is that the employees try to work hard and meet the target (Porpiglia et al., 2020, p. 14). Despite The fact that some employees fail to meet the target, they still reach a respectable position in terms of end result. Generally, organizations that set tough goals have an affinity to keep a buffer. This segment ensures the fact that despite not being able to meet the target, the employees provide a decent output. So, the individuals also feel at home regarding them receiving proper support from the management. This sense of assurance ensures that the work environment in the workplace remains positive. 
Again, it has been seen that organizations have been trying to increase self efficacy among the employees (Kristanti and Pangastuti, 2019, p. 34). One of the main strategies that has been usurped includes, developing enactive mastery among the employees. In this section, the employees start believing in themselves and hence they feel that they have performed similar tasks before and hence this helps in creating a positive work environment. Usage of vicarious modelling is also seen. The management ensures that the employees feel that in case the co employees are capable of performing the task, then the other employees can do so as well. This process also helps in maintaining the positive work environment. Verbal communication is also performed. With the help of the verbal communication process, the employees will be gaining confidence in themselves as well (Antara, Landra and Agung, 2020, p. 23). 
Another aspect that is considered in the working process is reinforcement theory.  The strategies that are considered in the working process is namely operant conditioning and social reinforcement theory. It has been seen that in case of operant conditioning, people learn to get something and hence avoid the rest. Denial of the unwanted segments benefits the entire working process (Oktaviani, Susanti and Syah, 2020, p. 15). 
One of the major influencers of the workforce is having a proper cross-cultural diversity acceptance. It can be stated that due to globalization, the need for higher acceptance of cross-cultural diversity has been bettering the working environment as well (Ariussanto et al., 2020, p. 17).   
Also, how will tailoring workplace changes for the post-COVID mindset tackle the challenges we face now, and create more resilient businesses in the future?
There is a requirement to implement changes in the workplace. Two aspects that are to be considered in this section. The very first is the sitting arrangement and the sanitization process and the second aspect is to provide work from home to 60% of the total workforce. In case 60% of the total workforce is provided work from home, it will be helping the management to create a safer working environment for the employees. This will also create a higher space in the workplace and hence proper distance can be kept. This will change the entire working process as well (Buheji and Buheji, 2020, p. 26). 
One of the best aspects that can be implemented in the working process is by improving the communication process in between the management board and the employees. It can be stated that the employees feel unwanted and unmonitored while performing work from home. Arranging regular video sessions with the immediate supervisors will be acting beneficial for the management. With performing daily virtual meetings with the employees, proper tracking of the employees can be made (Naveed et al., 2020, p. 29). Daily work progress is monitored in a better manner. This segment ensures that the daily target of the employees is achieved. With enhanced conversation and collaboration might be bettering the working process. 
Another strategy that can be implemented in the working process has been providing a visual scorecard to each and every employee for bettering the team collaboration. WIth the help of visual scorecard, contribution of the employees towards the group is also well seen. This segment ensures that the employees are well aware of the contribution that they are making towards the team. This not only helps the employees to keep a track of their performance but also helps the management team to track their performance and hence wise proper actions can be taken by the management (Del Rosario, 2020, p. 39). With the help of the visual scorecard, one not only gets to access their own performance but also gets the opportunity to analyze the performance of the competitors. Hence this will be providing the employees and the team managers to get into a healthy competition in between the other teams. This competition will also help in increasing the performance level of each employee as well as the team at a whole. Hence this will not only help in meeting the target but also will create a path for the employees to overshoot the target. 
Another strategy that can be implemented in the working process is by taking continuous feedback from the employees regarding the work from the process. It is expected that the employees might be failing to perform properly due to the increase in communication gap (Chowdhury, 2020, p. 18). This increase in communication gap ensures the fact that the employees might get demotivated and hence affect the working proceeds in a negative manner. Hence a continuous improvement in the communication process might be helping the employees to perform well (Li, Ghosh and Nachmias, 2020, p. 22). With feedback, the issues in communication that the employees are facing with their immediate supervisors are well known. This will help the supervisors to understand the issues that their team members are facing and hence this ensures that there is a better assessment of the working process. Again it can be stated that the employees will be monitored as per the feedback provided by them. It is obvious that each and every employee will not be facing similar problems, hence there is a requirement of tailored solutions of the issues that are being faced by the employees. With the help of this feedback the entire issue can be resolved (Kaushik, 2020, p. 23). 
Another strategy that can be implemented, that is technology for tracking the working time of the employees. Real time tracking software installation in the software will be helping in bettering the analysis process of the work rate (Levin, A.C., (2020, p. 12). With the help of this software installation, the work rate of the employees can be tracked and in case one employee is not working in a proper manner, he can be provided with instant warning (Wong et al., 2020, p.16). In case the screen of the laptop is at rest for a longer period, a warning to the team leader as well as the employee will be sent. Hence the immediate supervisor will be well aware of the working their team members are performing. 
[bookmark: _Toc7219]Critical evaluation of the key management theory/theories
For the critical evaluation of the above discussed two management theories, the intercultural values within an organisation is highly required to be taken into consideration. This is due to the fact that the employees with contrasting beliefs; attitude and values might interpret the theories in a completely different manner altogether. It is known that the organizational culture plays a significant role in driving the performance and job satisfaction of an employee. It could be easily derived that the Herzberg’s Two Factor Theory is entirely dependent upon the satisfaction levels of an employee. Therefore, it is highly essential that the Herzberg’s Two Factor Theory focuses more towards the organizational culture rather than the organisation itself. Not only with the Herzberg’s Two Factor Theory but also in the adoption of the Contingency Theory, Zensar Technologies must be critical and distinct as a simple difference of opinion may give rise to complete misinterpretation of the entire theory. The Contingency theory encourages the managers to be more dynamic and handle situations as the situation demands and not on the basis of predefined principles. However, it is important to disseminate the techniques from time to time to the employees since they are at the periphery of an organisation and might differ with the dynamism some way or the other.
Critical evaluation of the Herzberg’s Two Factor Theory
Now that the above questioned has been answered by the application of the key management theories to the Zensar Technologies it is important to critically evaluate the Herzberg’s Two Factor Theory. As stated earlier, the two factors that form the basic framework of this theory are the ‘motivation factors’ and the ‘hygiene factors. As per the theory the ‘hygiene factors’ takes the employees from a state of dissatisfaction to a state of no dissatisfaction whereas the ‘motivation factors’ takes the employees from a state of no satisfaction to a state of satisfaction. If the organizational culture is brought into this context then there might be slight deviation as the theory might appear to not hold true for someone with different beliefs, attitudes and values.
There might be employees within the organization who thrives from high context culture and also there might be employees who might thrive from a low context culture. The employees from a low context culture might understand the ‘motivation factors’ because they are cooperative and more relationship oriented (Aithal, 2017, p. 13). They might be driven quickly from an area of no satisfaction to an area of substantial satisfaction. However, the things might be entirely opposite for the employees belonging from a high context culture because such employees are more competitive in nature and are often task oriented. They also have an individualistic approach towards everything. As the theory is not completely explicit, they might misinterpret the factors to a different aspect altogether. This might give rise to a sense of conflict in those consequences and the theory then will completely backfire proving to be detrimental for the organization especially during the post Covid-19 times.
The above scenario might be affecting a complex organization such as the Zensar Technologies especially after the post pandemic times when things are falling back to normalcy. The managers are therefore required to be utterly careful in the adoption of this management theory (Prasad, 2020, p. 24). People with different work attitude and values might also generate grievances towards the management since they are not used to these sorts of approaches in mitigation of the dissatisfaction levels or the boost of the satisfaction levels. It is thus quite important for the management to align itself accordingly and state the necessary paths of the planned approach to avoid even the minute ambiguities if any. The manual of policy should therefore be well framed for the employees irrespective of the context of culture they are thriving from.
Critical evaluation of the Contingency Theory
Another theory that requires critical evaluation keeping in mind the misinterpretation possibilities from someone coming from a different cultural background possessing difference in beliefs, attitude and values is the Contingency Theory. Effectiveness is regarded as contingent in this theory because of the fact that it is entirely dependent upon the relation between the managerial behavior and a particular scenario or situation (Prescott and Filatotchev, 2020, p. 23). The behavioral state is relative pertaining to different contexts and scenarios. Most of the approaches of this theory is implicit and demands to align according to the situation. However, this may be viewed negatively by the people originating from a high context culture. The planning horizons according to this theory are implicit or mostly informal (Zeltet al., 2019, p. 23). This theory is mostly applicable in the working environments that are mostly dynamic and complex. This requires flexibility in the organizational structure and design. However, if the organisation is bureaucratic this situation might not work and yield the desired results. This theory also faces criticism from the point of view that this theory is mostly straightforward and might not be effective in the times when the situation becomes tricky to its core and the number of factors increase invariably. In that situation the organisations such as Zensar Technologies may have to suffer from several wastages of time and money and that would be detrimental for the organisation. Or there may be times where due to deadlines there is an outcome consisting of a superficial solution especially during the times like as of now that is during the time of this pandemic. As the theory is concentrated towards particular situations, decisions made by the managers that are perceived to be fruitful for a particular situation might not be effective for the organisation in the longer run. This is the reason the contingency theory is considered to be feasible and conducive in each and every condition (Maclean, Harvey and Clegg, 2017, p. 12). 
As mentioned earlier the organizational culture also plays a significant role. The productivity and the job satisfaction of an employee thriving from a high context culture may be highly hampered since the theory does not explicitly determine the effectiveness of the organisation in its longer run. It is due to the fact that the person is holding a completely different belief and values that are required in that particular point of time. These are some of the areas where the contingency theory will fall short to deliver to its full potential due to its myopic nature at a given point of time after the world has been struck by a pandemic of this stature.
[bookmark: _Toc723]Recommendations with valid justifications
1. In these difficult times when the world has been hit by a pandemic as that of Covid -19 that has completely changed the way how the normal business operations used to take place. This has also given rise to much complication within the organisation regarding its management and other working professionals. The misunderstandings have increased a lot due to the fact the organisations are not being able to guide their employees physically as they are unaware of the present state of mind. 
One of the things that the organisations might try during this point of time is they can take feedback from every employee and reshape the hygiene and the motivation factors accordingly. This will not only enable the employees to toggle their satisfaction levels but also will enable the management to eliminate any form of ambiguity.
2. Another thing that the organisations might try during this point of time is they can consider the culture, the technology and the external environments from a longer point of view of the organisation. This will help the organisation to cope with the myopic nature of the contingencies that may prove to be a threat otherwise. This way the organisation will always have an upper hand over every situation even during this time of the pandemic.
[bookmark: _Toc8988]
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