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[bookmark: _Toc78643114]Executive Summary
Bonds Barbers was founded in the year 1999 and since then has been providing classic barber services for men of all ages, old and young. Due to the COVID-19 pandemic, a strict set of regulations and rules is being followed by the salon to operate its services safely and effectively. The employees are expected to adhere to strict safety and health measures, and various other changes are being implemented in accordance with the COVID-19 prevalence. With reference to the pandemic and workplace changes required to address challenges introduced by it two of the management theories that can be used effectively are systems theory and contingency theory. Bonds Barbers believes to have a diverse workforce. The company has hired individuals from all across the globe and they reject any kind of discrimination with their employees. While on one hand, diverse values, attitudes, and beliefs develop critical behaviour, on the other hand, studies suggest that managing a diverse workforce is far more critical and challenging than managing a workforce with similar values, beliefs, and attitudes. The leadership of the Bonds and Barbers has taken systematic approaches to deal with such situations among the employees. They have ensured to take care of both the physical and psychological well-being of employees. The company has convinced employees to adhere to the rules and regulations regarding the pandemic such as wearing masks. The firm further has started online booking facilities for its customers in order to avoid a crowd. It has strictly applied that customers should visit the saloon alone in order to keep its employees safe. While all such considerations have been made, the business could also enhance the outcomes by putting more attention towards training, humanisation of employees, performance management, job safety, and more. 
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1. [bookmark: _Toc78643115]Introduction of Bonds Barbers
Human behaviour and psychology are prone to change due to sustained periods of hardship. According to Cerruti and Godoski (2020) coordinated and mass behavioural change to succeed is required by COVID-19 pandemic mitigation. Employees have adapted to social distance. Unconscious reactions to scenarios that may seem normal and harmless previously may also emerge along with a set of new expectations and concerns. Due to the significance of business continuity, it has become important for employers to reshape the organisations to make employees more comfortable. Moreover, almost every industry throughout the world has been impacted massively by COVID-19. Amongst them is also the hairdressing industry in the UK with many struggling to adapt to how daily operations have been disrupted by sudden changes. Filippaios (2020) pointed out that despite providing close contact services, excellent work is being performed by salons in lessening the COVID-19 spread. One such prime example of a salon is where I work – Bonds Barbers. 
It was founded in 1999 and since then has been providing classic barber services for men of all ages, old and young. It provides a friendly and clean-cut environment to its employees and customers (Bondsbarbersgreenwich.co.uk, 2021). Salon also offers a 20% discount to students on the presentation of a genuine Student Union identification card. Due to the COVID-19 pandemic, a strict set of regulations and rules is being followed by the salon to operate its services safely and effectively. The staff is expected to adhere to strict safety and health measures. Customer Walk-ins are not encouraged. Service appointments by using Booksy are facilitated. Each customer is provided with a clean towel and gown. Salon also embraces purchasing of hand sanitiser in case if customers have forgotten to bring their own. Customers are expected to come to their appointment alone.  

2. [bookmark: _Toc78643116]The Key Management Theories
Management theories can be implemented to assess the impact of organisational value systems, attitudes, and beliefs on workplace behaviour. It can help in increasing service quality and organisational productivity (Dochy et al., 2011). Depending on the workforce, purpose, and workplace a combination of theories can be used. Management theories originate with bureaucratic and scientific management hierarchies and have evolved from emphasis on structure and authority to a critical focus on employees (Markgraf, 2017). Corporate culture has been accepted as a performance contributor. Huge informal exchange of behavioural norms and information is encouraged in a positive corporate culture. With reference to the COVID-19 pandemic and workplace changes required to address challenges introduced by it two of the management theories that can be used effectively are systems theory and contingency theory. Systems theory relates to the management of actions recognised how a worker may be influenced by different systems. Contingency theory relates to the management of actions based on aspects that are significant to the current situation like the COVID-19 pandemic. Both of them are contemporary management theories and focus on the entire organisation with employees as a main element of the system.

2.1. [bookmark: _Toc78643117]Contingency Theory
The significance of analysing the influence of the external environment on organisational leadership and management was established during the 1960s. The notion behind contingency theory is that control systems and organisational structures selected by managers are dependent on features of the external environment in which the organisation has to adapt to meet the demands and operates (McAdamet al., 2016). The theory also considered the external influences or factors that impact the functioning of the business. The business is also influenced by social factors like how beliefs and behaviour of communities, households, and consumers. For example, a greater number of pensioners in a population and changes in attitude towards health. 
The theory also studied the differences between organic and mechanistic structures. The behaviour of subordinates in mechanistic structures is controlled by top managerial authority (Contingency theory, 2018). On the other hand, organic structures encourage cross-departmental teams in which authority is provided to teams, departments and individuals due to which they can control the particular issue faced by the organisation. Overall, the contingency theory frames that there is no single way of organising. 
The design of organisational control systems and structure can be determined through features of the external environment. A mechanistic structure is selected by organisations operating in a stable environment (Alexander, 2017). It controls through strict procedures and rules, vertical communication flows, and centralised authority. On the other hand, organic structures are selected by organisations in changing environments. These structures also focus on intra-departmental cooperation, horizontal communication flows, and decentralised authority.
Contingency theory can be used effectively in assessing the impact of organisational value systems, attitudes, and beliefs on workplace behaviour. It may help organisations in finding effective methods for addressing organisational issues efficiently. It can help organisations in understanding how the direct relations between dependent and independent variables in the study of organisational behaviour can be influenced by particular situational factors (Alam, 2020). Immediate contingent situations are referred to under contingency. Thereby it is important that organisations must tailor their controlling, leading, organising, and planning to their specific situations. 
Lastly, contingency theory can be used in seeking motivation from the manager. It can inspire employees to focus on the increase in professional and personal growth and to be more productive (Bantugan, 2021). Organisations should encourage the hiring of such managers that can improve employees’ productivity level and those who can effectively and efficiently deal with issues. For example, staff may not seek motivation if the manager is quite lax when it comes to organisational management. In contrast, a successful manager may always inquire staff about the issues and update the company with relevant information as he/she understands the importance and impact of communication. Such a manager also shows respect and genuine concern to the staff and provides credit and words of encouragement. 

2.2. [bookmark: _Toc78643118]Systems Theory
The systems theory is based on emotions, values, attitudes, and beliefs. An internal feeling that something may be true is referred to as belief, even though that belief may be irrational or unproven (Burden, 2018). The importance an individual attaches to something or a measure of worth is referred to as a value. The values of people are often presented in the manner they are spending their lives. Whereas, the manner in which values and beliefs are applied or expressed by an individual is considered as attitude. It is expressed through behaviour and words. On the other hand, short-lived and intense feelings are referred to as emotions (Lai and Huili Lin, 2017). 
In the 1940s the systems theory was introduced by Ludwig von Bartalanffy. As per the general systems theory, individuals work between and within a variety of systems including information system (a course or class), social system (workgroup), functional systems (academic department), and structural systems (road network). The key motive is to explain principles (tools, methods, measures, purposes) and discover conditions, constraints, and dynamics of the system systematically that can be applied and discerned to systems in every field and at every level for accomplishing optimised equifinality (Beven, 2006).
System theory can be used to assess organisational values, beliefs, and attitudes in different ways. In the 21st century approaches of the organisation to manage the behaviour of different individuals have changed. The organisation involves different individuals from different societies, different departments, and different functional parts. Sometimes different parts of an organisation are even working together to meet organisational objectives. To enhance the organisation productivity and performance and to manage organisational behaviour widely used approach is the theory of general system. The relationship between the operational activities and individuals’ beliefs and values in an organisation is significant. This theory suggests that optimal performance can only be obtained with the help of cultural harmony and cooperation among the individuals working in different systems in the organisation. This theory can be used to determine what kind of behaviour individuals possess in different systems of an organisation. Furthermore. It demands the leadership to be adaptive to changes to address if there are any issues regarding the organisational behaviour. 

3. [bookmark: _Toc78643119]Application of Theories to Bonds Barbers
Values, beliefs, and attitudes impact the organisational culture in several ways. An organisation is a place of collective approach where individuals from various parts of the world with different values, attitudes, and beliefs come to gather to work on shared goals. These contribute towards developing a critical environment and culture at the workplace. Studies have found that at today’s workplace cultural diversity has made things complex where the individual with diverse ethnic and cultural values are brought together (Kinicki, 2014). Organisations are continuously seeking to establish a diverse workforce since it has been a proven way to enhance the productivity and performance of organisations. This is because where individuals from similar backgrounds, with similar beliefs and values, share similar thoughts to address an issue, individuals from diverse backgrounds combine multiple perspectives to address the same problem. Furthermore, a diverse workforce also enhances critical thinking at the workplace. According to Mazur (2010) individuals with different values and beliefs represent different ways to handle organisational problems and offer a critical view of the challenges as well as contribute to making critical and informed decisions. Bonds Barbers believes to have a diverse workforce. The company has hired individuals from all across the globe and they reject any kind of discrimination with their employees. The company believes that having a diverse workforce of individuals with different values, beliefs and attitudes contribute to developing critical workplace behaviour.  
However, on one hand, diverse values, attitudes, and beliefs develop critical behaviour, on the other hand, studies suggest that managing a diverse workforce is far more critical and challenging than managing a workforce with similar values, beliefs, and attitudes. According to Thomas et al. (2016), this is because individuals from various backgrounds may involve in conflicts for misunderstanding and for miscommunication. These challenges can be handled with the help of bold and wise leadership. Conflict management among a diverse workforce has also been a centre of the debate in recent years. Leadership and management are trained in a way that they can manage conflicts effectively. Furthermore, there are several elements that impact workplace behaviour and the effectiveness of leadership at the workplace (Andrew and Maund, 2018). Leadership needs to recognise that their leadership practices may face difficult situations to be handled such as managing a diverse workforce. 
	Bonds Barbers believes in situational leadership where managers and leaders are able to manage the situational issues within the organisation. using the theories of contingency leadership such as situational, gaol path oriented allows the leadership at Bonds Barber to determine which approaches should be applied to deal with certain issues. In addition to that for the behavioural management of its employees’ company’s leadership set goals and clear paths to reach goals (Kuhn, 2018). This helps to address the issues of role ambiguity and task ambiguity in the organisation. Role ambiguity happens when the roles of the employees are not clear and there are no apparent job descriptions for them. This may lead to developing negative behaviour at the workplace and impact the relationship between the employees and the leadership. On the other hand, task ambiguity is there is a specific confusion in executing the task. Both of these issues influence the behaviour of an organisation. However, the leadership of Bonds Borders, with an approach of contingency understands these issue and recognise that need to be handled in a different way (Bonsdsbarers, 2021). Therefore, they are able to address such issues and enhance the productivity of the employees.
Furthermore, the current pandemic has impacted the business and organisations badly. The first case of the Pandemic was reported in China in late 2019 and in no time it has become a global epidemic. It has reshaped the working practices, keeping social distancing at the workplace, wearing masks and other preventive gears were imposed (Sharif Nia et al., 2021). In no time it has become a new normal and probably things would not become similar as they were earlier. This was a new situation for the company to deal with and keeping in mind the strict rules and regulations regarding social isolation, wearing masks, and adhering to other protective gears its leadership has decided to impose such measures for the employees. It has made mask-wearing compulsory for the employees as well as for the customers. The leadership of Bonds Barbers has decided to offer services to the customers without a mask (Bonsdsbarers, 2021). 
Additionally, workplace behaviour is the overall code of conduct which employees at an organisation. values beliefs and attitudes of the individuals are the major elements that develop and shape organisational behaviour. Values, attitudes, and beliefs impact the conduct of employees, the way they communicate to other employees, and the way they handle their assigned tasks (ORTEGON-MONROY, 2003). Therefore, the contribution of these traits towards shaping workplace behaviour is significant. The recent pandemic has reshaped the behaviour of the employees as well. It has prompted fear and advanced stress among individuals. Further, meetings, communication, and coordination among the employees have also been impacted due to the recent pandemic (Lloyd-Smith, 2020). The leadership of the Bonds and Barbers has taken systematic approaches to deal with such situations among the employees. They have ensured to take care of both the physical and psychological well-being of employees (Bonsdsbarers, 2021). Companies have convinced employees to adhere to the rules and regulations regarding the pandemic such as wearing masks. 
The company has started online booking facilities for its customers in order to avoid a crowd. It has strictly applied that customers should visit the salon alone in to keep its employees safe. Moreover, Bonds and Barbers understand the need for its employee's emotional well-being and its contribution to productivity and job satisfaction. It offers a comfortable working environment where individuals feel a sense of freedom and enhances cooperation among its employees (Bondsbarbers, 2021).   Application of the system theory allows the company to determine the challenges such as the recent pandemic, recognising their impacts on its employees' wellbeing, and acting accordingly to avoid the worst consequences.  The application of these theories also helps leadership at Bonds Barbers to create more resilient businesses in the future. Life may not get back to normal again after the pandemic ends and this is not the last disaster that the company has faced. In the future company may face further crises and takes different interpretation approaches that have developed critical thinking among the leadership to adapt to situational changes in the future to deal with uncertain and unpredictable situations. 

4. [bookmark: _Toc78643120]Critical Evaluation of Theories
Values, beliefs, and attitude of different individual impacts the application of theories differently. Perhaps the theory that is influenced most by the beliefs, values, and attitudes of different individuals interprets this theory differently. This theory is particularly based on the emotions, beliefs, and values of individuals. In an organisational framework, various individuals work in a systematic function. The cross-functioning system where individuals from various systems and departments work together further makes the interpretation of this theory complex and critical (PEAKS et al., 2018). This theory involves various systems such as social system, information system, functional system, and structural system. It has been found that in the social system values, beliefs, and attitudes cause class distribution. 
The status of the individuals is compared and judged in a social system with respect to others. Values, beliefs, and attitudes of working groups, hence pose challenges to the interpretation of this theory from the social perspective. Furthermore, from the information system which refers to a course or class values and beliefs cause to the different interpretation of this theory (Ruben, 2018). Classrooms include individuals from various backgrounds and their approaches of interpretation of system theory may differ from each other as well. Interpretation of this theory from the functional perspective is also influenced by the values of different people differently. A system theory combines different functional parts of an organisation. Individuals from different functional parts and with different approaches hence interpret this theory differently from each other. 
	The contingency theory is considered a theory that states that there could not be a single chosen method of organising a company or make decisions. The theory further states that the optimal course of action is contingent upon the external and internal situation. With regards to the contingency theory, individuals may choose to interpret the theory differently following their attitudes, beliefs, and values. In accordance with the theory, the internal factors of individuals may influence people to interpret and assess situations differently (Boehe, 2016). Organisations keep facing numerous concerns and situations that require interpretation from the employees on an individual level. The aspect of decision-making for instance is one of the most critical parts of it, and employees in varied situations could uniquely make assessments and proceed with their decisions in accordance. Working overtime is one of such situations, and according to contingency theory, every employee may make decisions in accordance with his/her situation and environment in which he/she is operating. A person who gives more value to work-life balance may not incline towards working overtime and would rather choose to spend time at home and family. On the other hand, a person who values monetary benefits more could have a higher interest in working overtime to earn extra money (Wadongo and Abdel-Kader, 2014). 
	Every individual may have a unique set of beliefs, values, and attitudes, and this could make a significant impact on how people tend to make decisions in the workplace. A person having an attitude that inculcates progress and growth may lead to make use of opportunities and make decisions that could assist him to attain the performance objectives. Training and extra programs to enhance skills, for instance, could help such individuals to improve their abilities and probability of achieving growth and personal progress. Consequently, a person having a different attitude may not give ample attention to any of such programs or training sessions and would rather be more relaxed and laid back towards success and growth (Mikes and Kaplan, 2014). Some individuals may tend to take use and advantage of the situation in which they are functioning, and others may not depict an equally high interest due to their approach, attitude, or beliefs. The theory could be interpreted differently by all such individuals as well, as varied people may not depict a clear understanding of how the environment could make a difference to the overall decision being taken. Some people may not consider the environment to be playing an imperative role, and rather assess every event on the standard situation or circumstances (McAdam et al, 2019). 
	People who do not depict a positive attitude towards the contingency theory may completely ignore the environment in which a particular decision is being taken, and this could lead to a negatively impact on the overall impact and efficiency (Boehe, 2016). The systems theory further is completely based on emotions, values, attitudes, and beliefs. This theory also asserts focus on difference and uniqueness among individuals in terms of their emotions, values, attitudes, and beliefs. The belief system of people differs from each other, and one example of this could be associated with the decision-making and consideration of managers. A manager with more religious values and beliefs is highly probable of ensuring that a fair and equal environment is developed in a company, and all ethical considerations are given high value while making decisions. Consequently, a manager with a lesser inclination towards such beliefs could focus more on productivity and getting the objectives completed. The difference between the values of each person could eventually lead to having an impact on the company and its overall performance as well (Ramosaj, 2014).
	A difference in attitude, in the same manner, could have the same impact on the company and its related dynamics. An employee with an attitude of attaining high performance and the one motivated towards efficient productivity may have varied performance in comparison to the one who has a lesser motivation of achieving set targets or ensuring greater performance. In the same manner, individuals may have a unique stance towards the implications of theory who are more emotionally vulnerable and have lesser emotional intelligence, as compared to those having high emotional intelligence (Teece, 2018). Employees who are more emotional and have high vulnerability have a greater probability of not making effective decisions when it comes to collaborative effort and teamwork. Also, such individuals may tend to be more vulnerable to complex situations and their performance could be affected due to it. On the other hand, individuals with high emotional intelligence are lesser prone to such instances and they tend to depict a more solid stance towards intricate scenarios (Macdonald et al, 2018).  


5. [bookmark: _Toc78643121]Recommendations for Organisational Changes for the Post-COVID Mindset
	Considering COVID-19 and its implications, various recommendations could be taken into consideration. Every individual has been impacted by COVID in one way or the other, and certain changes and amends need to be made to overcome the risks, adversities, and probable issues that may take place post-COVID. Some of the most imperative recommendations related to organisational changes for the post-COVID mindset have been discussed below:
	Training could be considered one of the most imperative aspects to handle the post-COVID mindset among individuals. Even though other necessary changes need to be made in terms of safety and other operating procedures, training could be regarded as the most critical element among the rest. It is highly essential to provide training to employees and attempt to not only focus on their performance targets and approaches but their behaviour overall. The behaviour of employees needs to be changed as they would require more motivation than ever to work and put in their best effort. COVID has impacted individuals in varied ways, and the impact on mental health has been very significant as well. Employees are striving to remain sane and content with the new procedures and operating standards and motivating them to maintain the effort and attitude could be a tough and daunting task for companies. Through proper training, the adequate focus needs to be given to improving the behaviour of employees and contributing to overall success so that the company may not suffer any adversity of failing in the work setting. With such training, the value system of all individuals would be positively impacted, and this could add to their overall approach towards work in the long run.
	One of the other changes that need to be made is to focus on providing more job safety to the employees so that their behaviour could be positively affected, and they could put attention on their work rather than their job security and related issues. It has been identified that many employees during the COVID-19 phase have been made redundant by companies due to lack of productivity and the need for a greater span of control. Employees have not had any job security and they were being asked to leave the job without giving any prior reason. The trend in the recent past has impacted significantly on the behaviour of employees and the individuals have been concerned about the safety of their job and income. Due to higher focus on such issues and worries, employees have not been able to concentrate well on their performance and this has affected the overall performance of companies. By ensuring employees that their job is secure, and they will not be made redundant without any significant reason, the individuals would be able to focus on their work and put in the required amount of effort to assist businesses in achieving their overall goals and objectives. 
	Another recommendation for organisational change is the humanisation of employees. Businesses must put keen attention and focus on the health and safety of employees post COVID-19, as this is one of the most critical aspects for individuals in such a vulnerable and uncertain environment. COVID-19 has brought in severe health issues for individuals all over the world and people have been highly conscious and concerned about their health when moving out of their houses. Offices of companies must be designed and developed in a manner that ensures health and safety for all individuals, so that they may be able to focus on their work adequately and not be concerned about their health issues. Businesses all around the world have been evolving with regards to post COVID environment and mindset. People are now more conscious than ever about their health and this has impacted their overall workplace behaviour. By creating a work environment that takes into consideration all precautionary health and safety measures, employees would be given more satisfaction and this eventually could lead to augment their work performance. By caring more about the health of employees, companies would positively impact the overall approach and behaviour of all individuals towards the workplace, and this could influence employees to work even harder. 
	Another approach that could be taken into consideration is the transition from designing for efficiency to designing for resilience. A greater focus needs to be put on how problems and issues in the company could be resolved and consistency could be maintained. Rather than putting more focus on greater performance, companies could take into consideration a greater inclination towards resilience, and this could holistically amend the overall culture of the business and how it functions. The behaviour and mindset of employees could be different post COVID, and this may require firms to adapt to a varied approach towards the work environment and overall culture. Resilience training and mentoring could be performed by the leaders in which the area of the target could be the behaviour of employees. Individuals today need to be told how they may overcome the constant difficulties and issues, to attain a broader goal and objective in terms of sustainability. Companies today are not striving towards growth only, and one of their motives has become continuity. As the environment and circumstances have evolved, the needs of firms have changed as well, and such aims could be attained through asserting more attention on resilience. 
	Focusing more on performance management could also be one of the aspects that must be taken into consideration by companies in the contemporary environment and increasing the skills of employees could allow them to have a safer and secure feeling about their personal career growth and plan. With augmenting vulnerabilities, employees feel more insecure about their jobs and future professional careers. By providing them opportunities by which they could enhance their skills, employees may feel more content and eventually focus on their work responsibilities. Individuals who remain satisfied at work often depict better overall performance, and so a greater inclination towards performance management may also positively contribute to the wider objective. 

6. [bookmark: _Toc78643122]Conclusion 
It has been identified that the impact of organisational value system, attitude, and belief has a significant impact on workplace behaviour. Every individual is different from the other, and diverse organisational structures have further augmented the complexity even further. The increasing intricacies have presented challenges for organisations and leaders in a significant manner, and managers today have to put ample focus and attention on all such aspects to make sure that they could mitigate the related adversities. As much as having a diverse workforce has become a necessity for businesses, the related challenges and complexities have made it difficult for managers to control the span of control. Every individual in the diverse workforce today is varied from the other, and their perceptions, requirements, and demands also differ from each other in accordance. To ensure that effective work performance is attained and the company can succeed in the marketplace, each one of the employees is treated adequately and kept content. Further, the changing internal and external environment has been identified to be affecting individuals and their attitudes, belief, and values. Even though leaders do not have complete control over all such factors, they must develop a close and effective relationship with the individuals through which they could remain aware of what is happening. The pros and cons of it persist, and it highly depends on the efficiency and effectiveness of the manager as to how he/she handles and manages the employees and their related concerns. 
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