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[bookmark: _Toc59218497]Executive summary 
The coronavirus suddenly broke out and in turn in changed the business environment which was existing at that time. Some of the major changes that lead to are companies adopting digitalization and the way the employees were working. The work practices have changed drastically after the breakout of the coronavirus. All the offices were shut down and the employees started working from home. The business cultures of the different organizations changed significantly overnight. There are many things related to the business environment and the perceptions of the people that have changed after the pandemic. For instance, the workers have gotten used to the routine of work from home. The need to maintain a balance between the personal and professional lives is no more an amenity, but a necessity. People have become more concerned regarding their safety. Organizations realized the importance of employee wellbeing and have started giving more importance to the mental and physical health of the employees. In this regard, it is of utmost importance that the organizations give priority to the changing needs of the employees to increase their job satisfaction. Increased job satisfaction will not only benefit the employees but will also boost the productivity of the organizations. 


[bookmark: _Toc59218498]Introduction 
To understand the impact of organizational beliefs, attitudes, and value systems, it would first be important to understand what are organizational beliefs, attitudes, and value systems in the first place. Organizational culture can be defined as the umbrella term that engulfs the beliefs, attitudes, and value systems of an organization (Jones and Cater, 2020). The beliefs of the company lead to certain behaviors that can seem to be relevant in an organizational context. Attitude on the other hand can be defined as how the employees of the organization react in their environment. Attitude includes the feelings, behavior, and beliefs that are directed towards groups, people, ideas, or objects. Attitude has a significant impact on the behavior of people. The behavior of the individual tends to change with a positive or negative attitude. The value systems on the other hand are more deeply rooted within the organization. Values, on the individual level, can be defined as what someone feels is important in their lives, something that they would not compromise (Brooker and Latham, 2015). Business organizations have a set of values which are called value systems. Organizational belief and value differ in a way that belief can be changed easily while the value does not change so easily. When the leadership in the organization will be based on values, it can help to build trust and credibility between the employer and the employee. The values of the organization are the one that motivates the leaders to make ethical decisions. Thus, it would not be hard to notice that organizational beliefs, attitudes, and value systems have a significant impact on the behavior of the employees. 
There was the research that revealed 75% of the leaders had observed a positive effect on their work practice after the coronavirus broke out (Hu, He and Zhou, 2020). While some organizations permanently shifted to the practice of work from home, some organizations changed the way work was being done previously. For instance, the sudden breakout of the coronavirus, the lockdown that was imposed, and the culture of work from home lead to many significant changes in employee behavior. For some employees, the pandemic took a toll on their mental health and most of the employees became more conscious of their health. Some got used to the flexible work duration while some started finding it difficult to maintain a balance between their personal and work life. Now when the organizations will start opening their doors for usual work from the offices, many things regarding the work environment will have changed. In a situation like this, the organizations must change their beliefs, work culture, attitude, and values according to the current scenario. The ongoing situation is like a challenge for the organizations to adapt themselves and design a resilient workplace that will not just provide the employee's protection from anxiety and fear but will also adapt according to the attitudes and behaviors that have changed post coronavirus. 
In this regard, this report will elaborate on the impact of work culture, attitude, beliefs, and values on workplace behavior. It will draw a connection between the value systems and beliefs of the workplace and adapting according to the time. It will discuss how tailoring the changes in the workplace can build more resilient businesses for the future. 
[bookmark: _Toc59218499]Introduction of organization: Goldman Sachs 
The organization that has been chosen as a part of this report is Goldman Sachs which is one of the leading multinational financial services and investment bank companies. The headquarter of the company is located in New York City. Some of the services that this company offers are related to the management of the investment and assets, prime brokerage, securities, and securities underwriting. This company also provides investment banking and management services to institutional investors. The company has more than over 38,300 employees working and its revenue was $36.546 billion in the year 2019. The worth of the total assets of the company was $992 billion in 2019 while the company held equity worth around $90.808 billion by the same year (Lartey, 2020). 
Most of the investment banking offices were shut down by the month of March when the coronavirus broke out. Some of the employees have started going to work while some employees are not expected to return to work at least until one more year, while some, never. David Solomon, the chief executive officer of the company revealed that the employees would slowly be notified when they have to return to their offices. There will be team rotations in the future that will give all the employees to be present at the offices. There are many different considerations for instance regarding the changed schedules of school, personal and family health management and not being able to commute to the office during the peak hours that are to be made. 
[bookmark: _Toc59218500]Models and theories associated with workplace motivation and leadership
Some of the models and theories of management that can be used to assess the impact of organizational beliefs, value systems, and attitudes on the workplace are the classical management theory, Human relations theory, Neo-Humans relations theory, and the System theory. 
Classical Management Theory 
According to the Classical Theory of Management, the workers at the business organizations have only the economic and physical needs (Na, 2016). This theory does not consider the job satisfaction of the employees or their social needs. This theory of management focuses on streamlining the operations of the organization, enhancing productivity, and improving the bottom line of the company. It advocates the need for specializing the labor, the need for a centralized leadership at the company, and decision making to maximize the profit. This theory of management arose in the 19th century and it later gained importance in the 20th century. According to this concept, an ideal workplace depends on three different concepts: 
· Hierarchical structure: According to the Classical Management Theory, there can be three separate layers of management. The owners of the organization sit at the top. They are the business executives and board of directors who have the responsibility of setting the objectives for the organization. The employees in the middle of the management are the ones who have the responsibility of overseeing the supervisors of the organization and deciding on the goals confining to managers' budgets. The supervisors are at the lowest level in the chain of management who address the concerns of their workforce and provides training to the employees who need them. 
· Specialization: The Classical Management Theory has the assembly line outlook of managing the work. Hereby, the larger tasks are broken down into smaller components of the task that can be achieved easily. This ensures that all the responsibility of accomplishing a certain task is not given to a single employee at once. The workers know in detail about their roles and have their specialization in specific areas. This has the potential of increasing the productivity and efficiency of the employees while at the same time eliminating the need for a single employee to look over many different tasks. This way, the employees experience less stress at work. 
· Incentives: According to this theory, the motivation of the employees can be increased with the help of financial rewards. It believes that the productivity and the motivation of the employees will increase if they are awarded the financial benefits based on their performance. The employers who can use this technique can increase the profit of the organization, the efficiency, and production of the organization. 
While this management model can prove to be effective in increasing the productivity of the employees, it does not take into account human behavior, the importance of creativity, and human relations. This theory almost looks at the workers almost as if they were to be machined while ignoring their job satisfaction, what advantage the employee morale and input can give to the organization. 
Human Relations Theory 
Human Relations Theory can be defined as that school of organizational thought that focuses on the satisfaction of the employees, the informal organization of the workplace, and as a way to impact the productivity of the employees (Chen et al. 2015). There are three major components of the Human Relations Theory. Firstly, this theory does not view the employees like a cog in a machine but an individual that responds to what is happening in the environment of their workplace. It gives importance to the individual and their needs. This theory believes that if an organization wishes to boost its productivity and ensure the overall wellness of the employees, it must take into consideration these factors. Secondly, this theory takes into consideration the informal organization in the workplace. This is important because it can help to preserve the cultural values of the organization. It believes that when the employees will be able to associate themselves with the managers and other employees socially, they will experience togetherness and this in turn will enhance the satisfaction of the employees. Something important for an employee or something affecting the productivity may not always be the official chart of the organization. 
Some of the main benefits of the Human Relations Theory are: 
· It enhances the productivity of the employees. 
· It does the task of eliminating the grievances of the employees with their organization. 
· It improves the chances of employee retention of the organization. 
· It helps the organization create good human relations among the employees. 
· It can enhance the goodwill of the organization. 
Some of the objectives of the Human Relations Theory are: 
· To enhance the productivity of the employees. 
· To address the grievances of the employees. 
· To achieve the goals of the organization. 
· To enhance the goodwill of the organization. 
· To provide efficient, acceptable, and fair leadership to the employees. 
· To provide an opportunity for the employees where they can voice their opinions and express the problems that they are facing. 
Some of the principles on which the Human Relations Theory functions are: 
· Recognizing and appreciating the efforts of the employees. 
· To develop empathy and understand the feelings and emotions of the employees. 
· To provide the employees with the freedom that they need. This can include providing workplace flexibility to the employees. 
· To develop effective communication with the employees. 
Neo-Human Relations Theory  
The Neo-Human Relations Theory focuses on the significance of leadership and motivation in the workplace. Maslow developed a ground-breaking theory that talks about the needs of human beings on a hierarchical basis (Dhameja, 2016). Maslow was a psychologist who developed the hierarchy of the needs of human beings with the help of a pyramid. He made the assumption that people needed to satisfy all the different levels of need before they could go to the next level of their needs. For instance, for a hungry person, his need would be fulfilled by food and not with love. This theory suggests that we are motivated to satisfy the five basic needs related to human nature. All these needs explained by Maslow are arranged in the form of a hierarchy. This theory tells that first it is important to meet the needs at the lower level of the hierarchy. Once all the needs at the lower levels of the hierarchy are achieved, anyone can towards the top of the pyramid to fulfill other needs. 
The hierarchy of needs as explained by Maslow from the base of the pyramid towards the apex are: 
1. Physiological Needs: Physiological needs can be explained as the basic needs that are important for the survival of the human being. It can include salary, ability to drink and eat properly, and stable employment. 
1. Security needs: The security needs include a stable emotional and physical environment. Some of the needs included by the security needs are a safe environment for working, fair work practices, benefits, and pension and job security of the employees. 
1. Social needs: Social needs include some of the needs related to social interaction for instance friendship, cooperation with the managers and team members, and feeling like a part of a team. 
1. Esteem needs: This comes at the higher level in the hierarchy of needs which includes the needs such as respect and positive self-esteem, recognition at the workplace, the title of the job, workspace, etc. 
1. Self-Actualization needs: The need for self-actualization includes the issues related to the organization such as autonomy at the workplace, the challenge in the work, and the need of the employee for personal development and growth (Gopinath, 2020). 
Systems theory of management 
The systems theory can be applied to the organizational systems to explain some of the specific approaches to management. This theory when seen in the perspective of business management can be explained as the idea that everything in the business environment is related to each other and are interdependent (Popa, Guillermin and Dedeurwaerdere, 2015). For instance, it tells that the organizational system is made of parts that are dependent and these parts unite as a whole. This theory can be used to explain that the values, beliefs, and attitudes at the workplace are related to the workplace behavior of the employees. 
[bookmark: _Toc59218501]Difference between beliefs, attitudes, and values in a workplace context 
William James was an American philosopher who said that the biggest discovery of this century is that people have the potential of changing their lives just by changing their attitudes (Perloff, 2020). Beliefs, values, and attitudes in the management perspective constantly interact with each other with the help of the employees, managers, and other leaders of the organization. By harmonizing the value system of the organization, it can make the professional relationship between the organization and its employees successful. If an organization wishes to achieve excellence, the leaders and the employees at the company must make an identification of the important values and beliefs that supports the attitude. 
While on one hand it can be said that workplace values, attitudes, and beliefs are interrelated to each other, they cannot be perceived as the same thing. For instance, the value system of the organization serves as the guiding principle to direct the organization on what should be done and what shouldn't be done (Zhao et al. 2016). For instance, if an organization gives importance to the well-being of the employees in its value system, it must take the necessary steps to achieve the same. Belief, in the same way, can be being accountable for the wellbeing of the employees. Work attitude can be defined as the feelings that the organization has towards the different aspects of work. Job satisfaction is one such attitude of the employees that can have a profound impact on the way employees behave (Jung and Yoon, 2015). Learning the relevant skills and knowledge can help to improve the performance of the organization. Whereas having the right beliefs and value system at the organization will increase the motivation of the managers and the employees to accomplish a particular task and also increase the engagement and intention with one such task. An organization might have the required knowledge and skills to accomplish a task, but without the right attitude, it is not even halfway towards the task. What is important in this regard is having the right value system to enhance workplace behavior and having the right attitude to comply with the values. The inner framework of values and beliefs of an organization are responsible for inculcating the right attitude within the organization. 
[bookmark: _Toc59218502]Beliefs, attitude, and value system of Goldman Sachs 
Goldman Sachs has a distinctive set of core values and culture that serves as its guiding light in achieving the desired tasks. The values of the company can be reflected in the business principles of the company. These business principles of the company keep the needs of the clients first and contain the integrity and commitment towards innovation, excellence, and teamwork. The company believes in the well-being of the employees and this is the reason that it is enjoying a high revenue year after year. Goldman Sachs offers restricted stock units, options of stocks, and interests to the employees. Following this plan, the employees of the organization including the former employees will own 65% of the company (Goldman Sachs | People and Culture, 2020). 
The organization believes that the employees of the organization are its greatest assets. It believes that with only the effective contribution of the employees they can serve their clients effectively. The organization attempts to create a diverse workforce that will have the potential to meet the diverse need of the clients. The company invests in the career of the employees at all the steps, making sure that the highest need for self-actualization is met. The goal of the organization is to enhance the potential of the individuals and reinforcing the values and beliefs of the organization. The company promotes a culture of teamwork and believes that there should be an all-inclusive environment in the organization welcoming and supporting individual differences. The organization also believes that its employees have the right to expect a place of work where they will be valued as a person and as a team. The company has been so successful because its people are its power. They have been successful because they have been supporting diversity and an inclusive team. Something positive about the work environment at Goldman Sachs is that it has a very welcoming environment where the employees feel that they are at home. The work culture at the organization is unforgettable where all the managers and leaders have a welcoming attitude. 
However, there is a new challenge in front of the company at the current stage which is the challenges posed by the sudden outbreak of the coronavirus (Buheji and Ahmed, 2020). The team at the company did not believe that they will be able to coordinate all the work related to their company from remote locations. But suddenly everyone started working from home and now they have gotten used to it. Things are not going to remain the same as there are some considerable changes that covid19 has brought along with it in the behavior and attitude of the employees. It is of utmost importance for the organization to meet these needs and alter the workplace values, beliefs, and attitudes according to the current pandemic scenario (Cairns and Wright, 2017). This will ensure that the organization can meet the unprecedented challenges posed by the coronavirus effectively. 
[bookmark: _Toc59218503]Interpretation of Human Relations Theory 
People with a different set of values, beliefs, and attitudes tend to react differently to similar situations. The Human Relations Theory focuses on the satisfaction and wellbeing of the employees (González-Cruz, Botella-Carrubi and Martínez-Fuentes, 2019). An organization that gives more value to financial benefits might end up thinking giving financial rewards to the employees will solve all the issues related to the workforce. In this organization, concerning Maslow's hierarchy of needs, the security and social needs would have to be met to make the financial benefits any considerable impact on the workforce. On the other hand, if there is an organization that focuses on the emotional wellbeing of the employees first, it will achieve a greater satisfaction of the employees. 
[bookmark: _Toc59218504]Reshaping the workplace in the post coronavirus world 
The employees at Goldman Sachs had gotten used to the culture of work from home and this is when they got the announcement of the offices reopening. When humans face a sustained time of hardships, it changes many different aspects related to human psychology and behavior. There needs to be coordinated behavior from the side of the organization to meet the challenges posed by the pandemic. As the employees will start coming to offices in the coming time, they will bring in new concerns and a newer set of expectations related to the workplace (Shaw et al., 2020). 
The employers have given due consideration to employee wellbeing in the last decade, which includes taking care of the mental and physical health of the employees. Many different organizations are making workplace assessment to get an idea about the changes that seem to be the need of the hour. The employers need to understand that there is a close relationship between the satisfaction of the employees, their wellbeing, and workplace production and efficiency (Guest, 2017). It is therefore important for the company to address the needs of the changing times so that there can evolve according to the current time. Some of the basic changes in the behavior of the employees after the outbreak of coronavirus are: 
· People will now be more conscious about the space around them, the surfaces they touch, and the physical interaction with each other. It was revealed in a survey that there were 3 out of 10 people avoided touching the doorknobs and lift buttons (Gao et al. 2020). There are newer products related to the hygiene of the people that are getting used. Some organizations are also resorting to touchless technologies for the same. People have become more aware of cleanliness after the coronavirus. Therefore the organizations should start investing more in touchless technologies and give appropriate space to the employees at their workplaces. The workplace attitude should be shaped in a way to give more importance to safety against diseases. The cleanliness and disinfection of the work surfaces should be encouraged. Some of the touchless technologies that the organizations can start using are gesture recognition, touchless sensing, voice, and facial recognition, and customizing the personal devices of the employees to control things at the workplace. 
· People now have started giving more importance to their personal safety and are more concerned about their mental and physical health. The seriousness of the coronavirus outbreak has created new concerns in the minds of people regarding their safety (World Health Organization, 2020). Many people were facing stress in their work from routine and found it difficult to maintain a balance between their personal and professional lives. Going with the Human Relations and Neo-Human Relations theory, the overall wellbeing of the employees has a profound impact on their productivity, therefore, coronavirus has laid the challenge of tackling these needs in an efficient manner (Jenkins, 2019). A negative working environment can have a profound impact on the workplace behavior of the employees. Deteriorating mental and physical health can have a significant impact on the wellbeing of the employees. According to one of the objectives of the Human Relations theory, organizations need to address the grievances of the employees. Therefore, the workplaces should open wellness centers and hire mental health experts and doctors to address the grievances of the employees related to their mental and physical health. Increased levels of stress in the employees leads to a decrease in their productivity and vice versa. Therefore, the organizations need to address these needs not just for the wellbeing of the employees but also to enhance the productivity of the organizations. 
· The workers are going to return to their offices with a new set of concerns for their safety and anxiety regarding the same. It is therefore the responsibility of the workplaces to reinforce safety among the employees (Cresswell, Dhami and Sheikh, 2020). The policies and the beliefs of the individuals need to change and these changes in the policies need to be communicated well to the employees. In this regard, the workplaces can enhance the communication channels so that the changes in the policies are communicated well to the employees. The workplaces can implement displays on the working floor to ensure that the employees can see the changed policies in real-time. There should be signage in the workplaces to ensure that the users are highlighted regarding what they need to do and what they do not in the workplaces. 
· Social distancing is going to become the new norm after the coronavirus outbreak. The meetings with several people discussing work-related things will become a thing of the past. It is important to foster a sense of togetherness and community feels while also taking into consideration the mandate of social distancing (Murphy et al. 2020). It will be a challenging task for the workplaces to foster a feeling of teamwork and community from a distance. One solution that the organizations can resort to is providing a centralized space to the employees where they can allow the people to contribute to the teamwork and maintain a feeling of community when they are not actually together. The organizations can resort to digital technologies for that purpose. The social needs in Maslow's hierarchy depict that the employees need to have the teamwork and community feeling to be satisfied. Companies can start using digital technology to provide employees with an online platform to discuss with their team. Companies should dedicate space to videoconferencing rooms for small and large meetings, with the employees being able to attend the meeting from remote locations. 
· [bookmark: _Toc59218505]Flexibility in the working durations is going to be perceived as a necessity rather than an amenity. When the workplaces will be flexible, it will allow the employees to take care of their family and other personal liabilities along with their work (Perrigino, Dunford and Wilson, 2018). Providing willing employees with work from home facilities will not only be convenient for the employees but will also reduce the cost of occupancy of the office space. The Human Relations Theory supports addressing the personal needs of the employees as well the self-actualization needs in Maslow's hierarchy promotes the need for the employees to be able to fulfill their personal needs to be satisfied at the workplaces.

[bookmark: _Toc59218506]Conclusion
It was seen that there are many things regarding the workplaces that have changed after the prolonged lockdown and work from a home period of business organizations. This pandemic has changed how organizations conduct their businesses. Therefore, at a challenging time like now, business organizations must change and evolve with the evolving times. The mitigation to this pandemic requires the coordinated and strategic effort of the organizations to meet this challenge. It has become important for organizations to reshape their beliefs, attitude, and value systems to be able to address their current needs. When the business organizations will be able to evolve and cater to the needs of the employees, it will increase the satisfaction of the employees. This in turn will make the organization more resilient for the future and ready for any such unprecedented situations. The increased job satisfaction of the employees in turn will also boost the efficiency and productivity of the organization. 
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