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[bookmark: _Toc133485993]PART ONE:
[bookmark: _Toc133485994]Introduction 
It is the Raja UK company that I am looking forward to working for in the future, so I am quite excited about that. It is a leading one in terms of the e-commerce packaging, and the Raja UK firm is a leading one in terms of delivering fantastic solutions in terms of this being the primary provider in the country of the UK.(Raja UK,nd) Since it was founded in 1954, this company has garnered a solid reputation for being able to provide businesses in a wide variety of industries with a comprehensive selection of packing materials, office supplies, and warehouse equipment.(Raja,2021) It is common knowledge that Raja UK's key goals include, in addition to the one related to producing income, the ones related to sustainability, innovation, and providing exceptional customer service.(gov.uk,nd) This is one of the most well-known facts about Raja UK. Because it has been able to adjust to the shifting dynamics of the market and keep up with the latest technological developments, the company is now a significant participant in the packaging industry.
[bookmark: _Toc133485995]Key management theory 
[bookmark: _Toc133485996]	This study will go over many management concepts and structures that will be employed to evaluate how Raja UK's workplace conduct is impacted by the company's opinions, mindsets, and ideals.  The report will also look at how modifying the work environment to reflect the post-COVID ethos might help the company overcome its challenges and build a stronger corporation.(Armstrong and Taylor,2020)
The contingency theory is the first theory of management that was used in the present paper.  According to this theory, there is no "one-size-fits-all" approach to leadership and the best strategy for leadership relies on the particular context or circumstance at hand (Armsytrong and Taylor,2020). This thesis will assess how organizational culture and attitudes at our company, specifically Raja U, have changed in response to the COVID-19 pandemic's impact on the company's environment. The theory can also be employed to evaluate how RAJA UK may specifically design workplace enhancements to solve the difficulties presented by globalization and conservation.  (Bond,2010)The transformational leadership theory will be the second management theory used. According to the theory's name, managers which motivate and inspire their workforce can improve output, satisfaction with work, and organizational performance.(Cascio,2018)  The firm leadership's impact on the organizational atmosphere and numbers, particularly with relation to staff participation and customer service, will be assessed using this theory. The model will also be utilized to investigate how the corporate case study will guide its staff through the adjustments brought on by the COVID-19 epidemic.
The concept of human relations will be the third theory that will be applied. According to Alfes et.al (2013), this theory emphasizes the value of employees' needs, inspiration, and pleasure in accomplishing organizational goals. Raja UK's emphasis on staff fulfilment and its effects on the organizational culture and core principles of the business will be assessed using this theory. The concept will also consider how RAJA UK may keep putting workers' interests first in the job environment after COVID-19. The organizational culture model will be used as the fourth administration model. The relevance of communed beliefs, attitudes, and behaviors in forming organisational culture is emphasized by this paradigm. (Raja UK,2021)This model will evaluate how the organizational environment and values of a given case study have influenced workplace behavior and helped to the accomplishments of the business. The model is going to be utilized to examine how RAJA UK's organizational culture may change in order to meet the challenges brought forth by  the COVID-19 epidemic.


Applying the key theories to the chosen organization
	Organizational principles, opinions, and views play a major role in determining how people behave at work. At RAJA UK, the organizational culture and behaviour of workers are strongly ingrained with the company's values, practices for environmental responsibility, and CSR initiatives. Its basic principles include a commitment to providing excellent customer service, creating a fun and welcoming workplace, and treating workers with dignity and respect. (Cascio,2018)The practical consequences of the major theories covered above with regard to the subject at hand will be covered in this part. According to the theory of contingencies, the best management approach will depend on the circumstances. The business argument study has had to adjust to a rapidly shifting business climate during the pandemic. The pandemic has had a significant impact on Raja's industry.
Due to the pandemic, Raja UK was unable to procure raw ingredients or meet client deadlines for deliveries of its products. Border closures, travel limitations, and lockdown procedures made the situation much more difficult.(Bidger2022)
The organisation has increased its e-commerce and CSR efforts, made modifications to its work environment rules and practices, and moved more towards these strategies to solve these difficulties. For instance, the business case study has improved cleaning procedures and mandated masks for every employee. (Raja UK,nd)
In order to lessen the effects of supply chain interruptions, Raja UK closely collaborated with its vendor partners to identify new sources for essential components and to diversify its supplier base. Real-time monitoring tools were also put in place by the business to monitor and oversee inventory levels more effectively.(Alfes et.al 2013) According to the revolutionary leading theory, leaders who inspire and encourage their teams can improve organizational outcomes, job satisfaction, and performance (Hansbrough & Shins 2018, p. 20). For RAJA UK The organizational culture and values have been significantly shaped by the company's leadership. The executive level of the business was renowned for its charismatic leadership and dedication to its core ideals. Employee devotion and dedication to the company's mission are at an all-time high because to Kelleher's leadership (Cascio,2018)In order to accomplish organizational goals, the study of human relations places a strong emphasis on the needs, inspiration, and contentment of employees. First off, any organization's staff is its skeleton and foundation, and it determines whether that organisation succeeds or fails. As a result, whenever employees' needs and wellbeing are taken into account, they are motivated to attain both their own personal goals and long-term organizational goals (Raja uk,nd) At RAJA UK, a key element in the company's success has been its emphasis on employee satisfaction. Because of its significant CSR initiatives and implementation of different initiatives to improve worker happiness, such as providing profit-sharing programmed and possibilities for advancement in their careers, Raja has continuously been recognized as one of the most desirable places to work in the According to CIPD(2017) the organizational culture model emphasises the significance of common values, beliefs, and behaviors in forming organisational culture.  At RAJA UK, the organizational culture of the business is built on a positive culture that places a lot of emphasis on values. (Raja UK,2021)These values include a commitment to providing excellent customer service, creating a fun and cheerful work environment, and respecting people with dignity and reverence. These common ideas and viewpoints have developed a distinctive organizational culture that is essential to the success of the business. This is so because the culture of a company affects how staff members deal with customers, how the upper management handles its subordinate employees, and how the organisation interacts with outside parties. In simple terms, an important factor in a company's success and survival is organizational culture, which determines and molds an organization's image/goodwill to outsiders. (Deci and Ryan,2000) Organizations must adapt their workplaces to reflect the post-COVID mindset in order to overcome existing obstacles and forge stronger organizations in the future. In response to the COVID-19 outbreak, RAJA UK has changed a number of workplace regulations and practices. For instance, the business has improved cleaning procedures and mandated masks for all staff members and customers. In order to continue putting staff needs and wellbeing first and build healthier businesses in the decades to come, RAJA UK also offers online working.(RAJA UK,2021) The success of RAJA UK has been significantly influenced by its focus on employee happiness .Organizations must put employee safety first and offer possibilities for advancement in career and personal growth in order to adjust to the after the COVID workplace.Organisational attitudes, convictions, and value system play a critical role in determining workplace behaviour, as was previously said.(Fitz-enz,2007) The ideals, organisational culture, and leadership of RAJA UK have played a significant role in influencing employee behaviour and ensuring the company's success. Organisations must modify their workplace rules and processes to take into account the shifting economic climate in order to address the problems brought on by the COVID-19 pandemic (gov.uk,2022) By doing this, businesses may design a work environment that is friendly and flexible with shifting conditions.





[bookmark: _Toc133485997]Critical evaluation of the theories
	Depending on a person's ideas, attitudes, and values, management theories can be interpreted in a variety of ways. For instance, someone who values productivity and efficiency would view the Taylorist theory as a highly effective method of setting up and running a workplace. However, Taylorism may seem repressive and constricting to a person who values worker independence and job pleasure.(Gallup,2021) The human relations theory can also be applied in other ways. It might be viewed by some as a technique to enhance connections at work and boost happiness at work. Others, however, might see it as a means of controlling the workforce and preserving the status quo. The theory of contingencies also emphasises the significance of tailoring management procedures for every situation's particular requirements. (Grant,2012)However, this strategy may seem random and chaotic to someone who loves stability and regularity.Peoples with various ideas, mindsets, and values may also perceive the implementation of these theories different in the setting of the chosen organisation, RAJA UK. Certain workers, for instance, who love a competitive and high-energy work atmosphere, may view the organization's emphasis on its "CSR significance in having a "positive training for staff, favourably.( Grant,2012)Other workers who place a high importance on work-life balance and downtime, however, can view this attitude as encouraging an unhealthy and unsustainable culture. According to a person's views, attitudes, and values, applying post-COVID workplace adjustments can also be understood in different ways (CIPD,2022) Staff members who admire flexibility and balance between work and personal life, for instance, may view the enactment of remote work regulations favourably, while those who like in-person interaction and collaboration may view it negatively. RAja UK's organisational environment has been crucial in navigating the challenges presented by the COVID-19 pandemic, as staff members have shown perseverance, flexibility, and an intense dedication to the principles of the business. Raja UK must keep adjusting its organisational culture to accept new working practises, changing customer demands, and developing commercial prospects in order to handle the constant difficulties of the afterwards age.(gov.uk,nd)Therefore, it is abundantly evident that an individual's ideas, attitudes, and values can have a significant impact on how management theories are interpreted. Therefore, it is wise to assess these theories thoroughly and take into account how they might affect various organisational stakeholders. This can aid in ensuring that management practises are efficient, egalitarian, and in line with the principles and goals of the company and its personnel.(Hallup,2021)
Recommendation and conclusion:
This paper suggests making certain organisational changes that are in line of a post-COVID mindset after carefully analysing the impact of organisational attitudes, convictions, and value system on workplace behaviour. These adjustments should concentrate on RAJA UK's values, attitudes, and beliefs in order to help it overcome current obstacles and develop resiliency in the future. With these adjustments, RAJA UK is likely to be able to develop a more adaptable work environment that supports worker health, encourages diversity and inclusion, embraces agile methods of management, encourages moral leadership, and prioritises conservation. (Cooperrinder ,1995)
Place a focus on employee wellbeing
 Although RAJA UK places a high priority on employee engagement and satisfaction, the business may further advance employee well-being by putting policies in place that give balance between work and mental health top priority. This can be done by offering more remote job options, time flexibility, and tools and support for mental wellness.(RAJA UK,2021)

Promote inclusion, equity, and diversity
By increasing cultural competence and educating both managers and employees, RAJA UK may strengthen its initiatives to promote diversity, equity, and inclusion. This can involve putting bias training into practise, actively seeking out a diverse workforce, and cultivating an environment that values inclusiveness and respect. This is so that individuals from diverse backgrounds can join the team and contribute their knowledge, skills, and experience to accomplishing both personal and organisational goals. (Grant,2012)
Use agile management techniques
 Agile management techniques that value flexibility and adaptability can be used by RAJA UK. This may entail putting in place cross-functional teams, fostering collaboration as well as interaction, and fostering an environment that is open to creativity and experimentation. This is that it is simpler for an organisation to adjust to changes designed to survive in marketplaces and unforeseen events like the Covid-19 outbreak when leadership is adaptable. (Cooperrinder et.al 1995)
Encourage moral leadership
 Any successful organisation has ethics as one of its core values. In order to prioritise responsible management, RAJA UK should encourage transparency, duty, and accountability. This can involve putting in place a code of ethics, giving management and staff ethical instruction, and fostering an environment of integrity and truthfulness.(RAJA,2021)
Putting Sustainability First
Any organisation must put into place precise measures and policies in order to enjoy sustainable growth and development. By putting environmental responsibility into practise and encouraging social responsibility, for instance, RAJA UK may prioritise sustainability. This may entail lowering the company's carbon impact, encouraging waste disposal and recycling minimization, and aiding humanitarian causes.
In conclusion, it can be seen that the scholarly paper has illustrated how many ideas can be applied. not the RAJA UK's success and resiliency, even in the face of difficulties like the COVID-19 pandemic, can be attributed to its ability over the course of time to adapt its executive team's method to shifting circumstances, its strong leadership of transformation, its emphasis on staff fulfilment, and its clearly defined organisational culture.
In conclusion, Raja UK's agility and dedication to its key values—sustainability, innovation, and excellent customer service—have contributed to its success during the COVID-19 epidemic. We examined Raja UK's challenges using contingency theory, transformational leadership theory, human relations theory, and the organisational culture model.

Adapting to the changing business environment, focusing on employee satisfaction, and maintaining a strong organisational culture have helped the company survive the epidemic. Raja UK's proactive response to the crisis—strengthening the supply chain, adapting to customer needs, facilitating remote work, ensuring employee health and safety, and maintaining organisational culture—demonstrates the importance of flexible and responsive management in the face of unexpected challenges.

	
Second part:


This learning trip documents what I learned in the Management and Leadership Skills for the Workplace scholastic programme from the first to the ninth weeks. This is exactly the goal of this professional appearance is to demonstrate my knowledge, knowledge, and private growth in regard to beliefs, mindsets, and values in the workplace, as well as the practical use to leadership ideas. The entire journal has been referenced using Harvard style.
Now that the week has passed, I will think back on each day and reflect on the chores I completed and the lessons I learned from the course.

A review of opinions, perspectives, and principles in the context of the workplace was given during the first week. I discovered that ideals are the principles of behaviour that influence our priorities and behaviours, attitudes are how we judge things, and beliefs represent the opinions that we have about what is accurate (Cottrel,2019) In order to maintain good interaction and cooperation, I can simply declare that the past few days has highlighted the importance to be able comprehend people in terms of their personal and organisational thoughts, beliefs, and objectives.It is crucial to highlight that I have been working on things related to this and have helped me comprehend it deeper.In this vein, it's critical to note that the first week's session was more than instrumental in helping students establish a solid knowledge of the notions of convictions, mindsets, and principles in the context of working life. We looked more closely at the specifics of these parts and how they connect to one another. It is crucial to note that I have worked with numerous examples from real life to better illustrate how these ideas affect how people behave at place of employment and how organisations develop their cultures.(Cooperrinder et.al 1995)
I was able to understand the significance of appreciating and respecting a range of views, perspectives, and beliefs among colleagues during collaborative debates and case studies. These distinctions can produce distinctive viewpoints that help the organisation expand and succeed ultimately (Cottrel,2019) We had a discussion about how cultural affects staff behaviour and creates a sense of being part of something, which in effect enhances job fulfilment and performance as a whole in the final section of the lecture (Grant,2012) I now have a firm grasp on these important ideas thanks to the revelations of this week's session, which I will work to improve and use in my career.
Moving on to week 2, I can simply say that we have explored many approaches for examining the convictions, mindsets, and principles of an organisation. The employing of interviews, surveys, and observation were all part of this. I discovered that by comprehending these elements, organisations can create methods for fostering a pleasant work environment by spotting possible hotspots for tension or misalignment.To be able to comprehend the subject better and obtain a more accurate picture of the workplace structure and interactions between staff members, as well as to take into account the possibility of observer bias alongside the need for an organised strategy to data collection, it is crucial to note that we have examined the benefits and drawbacks of each method and discussed various studies relevant to the topic 

The third week was devoted to the influence of thoughts, opinions, and beliefs on behaviour at work. As a result, we have been talking about several factors that can impact staff inspiration, job fulfilment, and achievement this past week. According Alfes et.al( 2010)a company with a strong value system that places a significant emphasis on teamwork, respect, and honesty can build a healthy workplace culture. This will increase employee engagement and productivity.We must therefore take into account both mental and social elements when determining how to develop our knowledge, behaviours, and businesses.We discovered that motivated workers are more engaged, devoted, and resilient under pressure (Armstrong and Taylor,2020)They are motivated by their own specific values and beliefs.

Regarding week 4, we looked at various management-related theories, including contingency theory, interpersonal theory, and managerial science. We talked about the potential for these theories to be interpreted in various ways by people with various views, views, and attitudes. It is crucial to note that we have also worked as a team to explore and apply these ideas to the world of business. Our team has also worked with various examples of how these concepts can be interpreted, such as how someone who values efficiency and structure may be more likely to support scientific leadership, while someone who values focused on humans approaches may prefer the concept of human relations (Alfes et.al 2013)
In a hands-on activity during Week 5, we evaluated the values, beliefs, and convictions of workers in a made-up company. With the help of this activity, we have been able to comprehend the practise in regards to the assessment strategies we talked about in Week 2 and see how these aspects affect workplace behaviour. It was wonderful to observe how the exercise enhanced my comprehension of the intricate interactions between a person's ideas, attitudes, and values and those of an organisation.(Cottrrel,2019) I really enjoyed how this exercise helped me to gain a lot of useful knowledge and skills in problem-solving as well as critical thinking. We also worked on various case studies that involved managing various groups, resolving possible disagreements, and fostering a positive atmosphere at work. We were given the task with determining the essential principles, views, and values that shaped how organisation personnel behaved while working in groupings.

In Week 6, we looked at how values, attitudes, and beliefs relate to resolving conflicts. We talked about conflict resolution techniques like active listening, empathetic comprehending, and collaborative problem solving (Armstrong and Tayalor,2020)I've come to the conclusion that learning more about this will enable me to improve my interpersonal skills, as well as assist me find more efficient ways to settle conflicts and promote a positive work atmosphere.I have learned in this session how to resolve various conflict kinds, including those involving the use of various conflict resolution strategies, such as playing, welcoming, avoiding, compromise, and partnering (Bridger,2002) We talked about their advantages and disadvantages, and we decided which one we could use more effectively. By comprehending our own resolution of conflicts preferences and those of others as well, we can modify our strategies to deal with disagreements more effectively and arrive at amicable solutions. As a result, we participated in many group discussions this week where we practised this.

The topic of several leadership philosophies, such as servant, transactional, and transformational leadership, was the emphasis of week 7. We have outlined in this section of the lecture how the leader's convictions, mindset, and principles can affect both their own method of leadership and the behaviour of their followers. For instance, a transformative leader who emphasises empowerment and creativity may encourage staff to adopt the same views, values, and convictions. As a result, this week we have examined many leadership philosophies, such as profound, monetary, and servant leadership, and examined the distinctive traits, advantages, and disadvantages of each (Bond,2010)
 On the other hand, a transactional boss who prioritises attaining particular objectives and rewards or penalises staff depending on their accomplishments may promote a more focused on outcomes work environment wherein staff members place a higher priority overall accomplishing tasks than on growth as individuals (Bond,2010) Additionally, in the latter portion of the workshop, we participated in and explored the idea of servant leadership, which emphasises the significance of leaders prioritising their followers' personal and professional growth and putting their needs first (Cottrel,2019)Workers may feel more appreciated, valued, and inspired to contribute to the success of the organisation as a result of this style of management, which can have a significant impact on their views, attitudes, and values.

In week eight, we looked at numerous theories related to management and how they may be interpreted and applied differently depending on the convictions, mindset, and principles of the individual. We looked at both more modern ideas, including the Human Relations Approach by Elton Mayo (1933) and Systems Theory by Ludwig von Bertalanffy (1968), as well as more traditional theories, like Scientific Management by Frederick Taylor (1911) and Bureaucratic Management by Max Weber (1947).Due to the significance of standard operating procedures, strict division of labour, and centralised decision-making, Scientific Management and Bureaucratic Management may be more appealing to employees who admire efficiency, order, and clear hierarchies. This is why this session has considered how managers and employees may affect workers using various leadership theories. A good example is related to this.The Humanistic Approach and Systems Theory, on the contrary hand, emphasise the value of interpersonal connections, the well-being of workers, and the interrelated nature between different organisational components, and may therefore appeal more to those who place more emphasis on seeking to collaborate and develop.We also participated in a group activities discussion after the session's closing to apply these theories of management in real-world situations while taking into account how our personal ideas, attitudes, and values may have an impact on how we perceive and implement these concepts. We have thus thought about the consequences of various organisational cultures and how these affect employees' performance, morale, and general workplace ethic.
Week 9 was all about self-reflection and introspection; we looked at our own attitudes, values, and beliefs to see how these affected our professional practise. In order better comprehend ourselves or our perspectives, this week has focused more on how to engage in and carry out self-assessment campaigns using various relevant case studies. We have also studied various evaluation exercises, journaling, and discussions in groups.(Alfes et.al 2010)
I've learned about the cultural ideals that have influenced my behaviour. We also looked at potential prejudices and blind spots that may result from our mindsets, opinions, and principles and how these could influence how we make decisions, interact with others, and form connections at work. As a result, during this week, members have shared pertinent insights related to this, enabling us to recognise each person's distinct strengths and struggles as well as the variety of views, mindsets, and principles that exist in our group.
Finally, the nine-week course on values, attitudes, and beliefs in work has been a priceless source of knowledge. As a result, over the past few weeks, we've discussed the complex interactions between organisational and individual convictions, opinions, and principles and how they affect a variety of workplace behaviours, including motivation, satisfaction with work, achievement, resolving conflicts, leadership styles, and managerial theories. Through hands-on projects, examples, conversations in groups, and reflective thinking exercises, we have ultimately gained a greater understanding of these concepts and their implications for our future careers in related fields. In the end, I can simply say that this class has given me the critical knowledge and perspective I need to better understand the dynamics of work and promote a welcoming and encouraging workplace. I may therefore help to create a productive workplace culture that is consistent with both my own values and the ideals of the organisation by being more cognizant of my personal opinions, beliefs, and objectives.
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