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[bookmark: _Toc58799089]EXECUTIVE SUMMARY  

[bookmark: _Toc58799090]Objective
The purpose of this report was to understand workplace behaviour through values, beliefs and attitudes in Julius Rutherfoord & CO (JR&CO).

[bookmark: _Toc58799091]Methodology
The Management theories as bureaucratic, scientific and human theory. are used to explain values, belief and attitude within the company Additionally, it will be discussed the challenges that this company is having due to the pandemic and how they face them now and what plans can they do for the future. Finally, it will discuss how personalities affect workplace behaviour and how theories mentioned before affected them in this moment of uncertainty.

[bookmark: _Toc58799092]Major Results
A most significant result was that people value consistency with the company beliefs, their leaders and co-workers. When companies do not do what they proclaim people feel frustrated and caused dissatisfaction and hostile environment. So, if there are not procedures where the employees feel secure and valued, they will cause absentees and stress.

[bookmark: _Toc58799093]Conclusion
JR & CO works with people of different backgrounds, and their policies and procedures are aligned with the diversity of their workforce. It is a company that invests in technology and follow the health and safety policies to keep everyone involved safe. In this challenging time, they increase communication with their employees and keep the transparency of their decisions while they open new ways of maintaining their well-being.

[bookmark: _Toc58799094]Recommendation
JR & CO should implement their plan where stakeholders, shareholder and employees participate in the solutions that benefit both in times as the pandemic provoke. It not only is necessary to create the plan but to deliver with the clear steps on how to do it. communication is the key to obtain it.


[bookmark: _Toc58799095]INTRODUCTION 

Workplace behaviour is indispensable to build a culture where the mission and values of the company are reflected. As stated by Pettinger, workplace behaviour is essential to profit, efficiency and effectiveness of the work (2013, p.505). In addition, behaviour not only is demonstrated in the workplace, by in different environments the individual is. The environment at the moment is uncertain due to a pandemic called Covid19. It is an infectious disease caused by coronavirus 19, that affect people respiratory organs, that in many cases could be treated as a cold virus, however in some cases could be deathly (WHO, 2020). As a result of this virus around the world, governments create new laws and enforce lockdowns, to minimise the contagious of the disease.

Cultural behaviour has changed due to the new rule following government guidelines and helping health organisations to cope with the virus. In the UK, these guidelines are social distancing, face mask in public places, remote work where is possible, close of business, not travelling in or outside the country and other restrictions. As a consequence, many businesses have gone bankrupt, and the ones that still open, changed the workplace environment to adapt to the new norms. 

The new norms affect the beliefs, values and attitudes that humans have, and present a new set of behaviours that affect the workplace. Values are distinguishable acts that people use to collaborate and associate with people (Maclean and Harrison, p.38,2015). Underwood, define, beliefs as reasons that a person thinks about everything, including the self to be true and Attitudes are mental estimations people make to things, ideas, situations and others. The belief, attitudes and values are important because they form the individual working and represent the company through their actions.

This report discusses how organisational beliefs, values and attitudes affect the workplace of an organisation and how businesses can adapt to the changes following from COVID-19 to ensure that they tackle their adversaries and become more resilient in the future.  
These questions will be structure into a clear and straightforward style that will allow the reader to follow quickly and extract the essential parts they wish to read.  In the beginning, the report will discuss the background of the organisation, what are their beliefs, values and attitudes, also, different types of management theories, such as human relation theory, bureaucratic management theory and scientific theory. Those theories will be selected for analysis of the company changes due to COVID 19 and how the employees in the company selected behave with the new mindset. Moreover, it will show the challenges that affect the company and the solutions to create new organisational behaviour

[bookmark: _Toc58799096]Organisation Background 

The organisation discussed in this report is Julius Rutherfoord & Co (JR & CO). It is a commercial cleaning company that has been around since 1990. Its standards are upheld with its values of JR & Co and beliefs (see fig 2 in appendices) which principal focus is their customers. This is aided in their goal to assist facilities directors and managers in providing an immaculate and reliable workplace for employees (JR & Co, 2020).

As a high-quality cleaning organisation, they pride themselves in having processes that ensure their cleaners have the best of their abilities. As such, they divide their client’s property into two categories: commercial spaces and public/private spaces. 
The commercial space is cleaned with a method optimised for office space that does not disturb the clients. In contrast, the public/private spaces are cleaned with systems that allow the property to be enhanced to their client’s requirements. JR & Co offer a wide range of cleaning expertise; from marble floors to towering windows, provided to grade 1 building, to laboratories, museums, offices and schools (JR & Co, 2020).

To ensure services are up the standards, they provide their staffs monthly specialist training in cleaning, security procedures and Health and Safety. Their staff and potential staff are checked before they are employed. To verify the quality of services, they have a biometric ID system to confirm that all staff are on time and identify the person. In addition, they use employees’ language (Spanish, Portuguese) to communicate. This emphasis on security and technology allows them to clean sectors such as finance, tech, legal, healthcare and education (JR & Co, 2020).

As a dynamic organisation, they prepared for the pandemic in early April introducing measures as social-distancing, implemented training to prevent COVID-19 and using technology for their office employees working from home following Government guidelines. This preparedness and methodical procedures implemented for the pandemic allowed them to assiduously prevent the spread of COVID-19 in their workplace and client’s workspace. However, at the moment of writing this report, five cases have been reported and treated according to health and safety regulations preventing more contagious (JR & Co, 2020).
[bookmark: _Toc58799097]Management Theories 660

Companies success depends on how their management and culture transmit to their employees and customers, their ethics and goals. Management and culture depend on the leadership and values that the organisation have, so using a specific theory or a combination of them, help them deliver their functions. The following theories were created a long time ago but still applied in organisations.

[bookmark: _Toc58799098]Bureaucratic Management

Max weber is associated as the creator of this theory; he believed that organisations need a system where efficiency and productivity are the product of hierarchical management. Bureaucratic management is an effective structuralising of an organisation achieving advantages in precision and predictability. As stated by Kurian (2013) is led by hierarchy, discipline, examples and rules. Bureaucratic management can be refined into five critical parts as specialisation: employees with similar skills are grouped. Decision making: the degree in which employee make their own independent decision not influenced by others. Participation in the decision: how much an employee can influence others to do what they decide. Formal standardisation: how closely related an employee’s conduct and behaviour fall in line with the organisations. Furthermore, lastly, punishment: the degree at which an organisation suppresses undesirable qualities. 

One of the advantages of these systems is the structure; for example, an employee knows his job responsibilities. However, the drawback of bureaucratic management is the rigidness and lack of ability to adapt to fast changes and a lack of innovation (Dischner, 2015). Likewise, impede creativity and demoralise employees due to the rigorous rules.

Scientific Management Theory

The management theory developed by Frederick Taylor was to increase productivity and reduce labour cost. It puts importance in organisational systems that are logical and efficient in operation (Law, 2016). The theory focuses on a systematic approach to improve efficiency with strict observance to ensure that all activities are done cost-effectively. One of its principles is that managers are required to take full responsibility in the planning of labour and use methods to ensure that all work is cost-effective. Managers are required to select the most appropriate employee for each designated work, to train them in the things they lack, to improve efficiency and performance, to verify that producing meets the standards of what it is needed (Tirintetaake, 2017). Although, one of the advantages of this theory is the training of employees in their role, they cannot choose training methods or roles. Illustrating this, some companies reward their employees whose performance were on target; on the contrary, others increase the workload without rewards. As can be seen, this theory focuses on the success of the organisation trough their own rules and managers planning.

[bookmark: _Toc58799099]Human Relations theory

The definition of human Relation theory according to Law (2016) Management is based on the fact that employees are motivated not just by monetary payments but also by a variety of social factors such as a sense of belonging or achievement, which is closely related to Maslow’s hierarchy of needs see fig 1.  This theory came by Elton Mayo, who focused on factors needed by humans in organisations. It has been identified that employees have needs and interest that could motivate them and create a high source of productivity, these needs identified could allow a manager to lead them better as the employees gained a sense of fulfilment and accomplishment. In addition, in this theory employees are considered the main assets of a business as is them that work to accomplish the objectives (Rose, 2005) which can be translated in feelings of importance, belonging and recognition, the accomplishment of a task, involvement in making decisions and their attitudes toward commitment, teamwork, and productivity (Kermally, 2005, p.24). on the other hand, some critics as Rice (1982) said that communication does not influence employee productivity. To illustrate this, the pressure for results and responsibilities could cause stress and affect productivity. Ultimately, this theory helps organisation to look after the well-being of their workforce.


[bookmark: _Toc58799100]Workplace Behaviour Affected by Culture
[bookmark: _Toc58799101](Beliefs, Value Systems and Attitudes)


An organisation is a small community where threats and norms are shared to encourage collaboration and support for its benefit (Guiso et al., 2015). As such, an organisation is a consistent distribution of values and beliefs that assist an individual to comprehend an organisational function and therefore issue them standards for ways in the organisation (Deshpande & Webster, 1989).
One possible reason why organisational belief affect workplace behaviour is that the organisations' use of belief may create an environment or discord or harmony. A belief is what an individual decides is the truth which eventually is shared between a group of people (Sagiv et al., 2017). In addition, beliefs can be advantageous or restricting towards a person, depending on how they perceive the world. For example, when an organisations belief about prioritising quantity over quality or when they impart their belief onto their employees that failing is not the end but a way to self-actualisation. Research by Steen shows that CEOs role is significant to establish an environment, network and direction where the employees feel excited to be part of and collaborate in the achievement of goals. Therefore, the beliefs need to be changed when they can damage the brand and employees behaviour are not acceptable to the standard established (2005). Ultimately, it could be said that beliefs impulse people to conduct appropriately in organisations.

Similarly, values are the foundation of an organisation which influence its behaviour in a constructive or an obstructive manner. A value is the worth of action and identifies its importance (Sagiv et al., 2017). Values mould business ethics and provide a purpose to an organisation's procedure. However, it is not beneficial when values are not promoted to which later hinders the employee engagement, retention, company branding and customer satisfaction. For example, a lack of training declines morale and leads to unsatisfactory performance. Alternatively, outstanding customer service demonstrates efficient management. In other words, values help the company employees to grow, to improve teams, to improve retention and to create trust in their policy and management (Corey, 2019, p.7). Values must be unique to represent the goals of the company and understandable to employees and customers (Elliot and Corey,2018, p.68). on the contrary if the values are known only for leaders, they cannot create commitment between employees and business goals cannot be achieved (Ofori, and Sokoro, 2010). In the light of the evidence, organisational values demonstrate to employees, customers and competitors their uniqueness and how they influence the culture and actions to be successful.

Equally, an attitude is heavily linked to how beliefs, feelings and thoughts influence organisations behaviour. This intentions of positive or negative behaviours can be the results of personality, past experiences, environment and conflicts. So, an attitude is a conventional way of responding according to a set of personal values and beliefs (Oxford Dictionary of Public Health, 2018). As stated by Rahman and Rasmi (2017) Attitude has a direct impact on work performance of an employee' so is vital to follow evil and good attitudes to be rewarded or corrected before produce a hostile environment that could affect employees and productivity. To illustrate it, a lethargic manager will affect the workers to be lethargic. Whereas if a business strives to hire employees with the right attitude, that will contribute to the overall performance of the organisation.

In contrast, managers that compliment, collaborate and create are developing
a peaceful workplace and employee well-being. This means people attitudes influenced in their workplace can impact in their satisfaction, involvement and commitment to the job (Rahman and Rasmi, 2017). As describe, employees are the mirror of the culture and ethics of an organisation. So, organisations must have a well-structured plan that manages people and help them grow to represent and keep the reputation of the company.

[bookmark: _Toc58799102]Difference Between Values, Beliefs and Attitudes.

BELIEF
BEHAVIOUR
VALUES
ATTITUD




Satisfied
 Customer 
Good Customer Service
Customer
First
Quality of Customer Service



Dissatisfied Customer 
Bad Customer Service



One of JR & Co, value is the quality of customer service, this is represented by their belief that the customer is first which is shown in the employees’ attitude of good customer service and behaviour to ensure a satisfied customer.  An employee not integrated into this will show an attitude of lousy customer service that leads to a dissatisfied customer.


Equality
Polite
Respect
Integrity



Negligent
Inequality



Another value of JR & Co is its integrity; this is represented by their belief of respect which is shown it the employees’ attitude of equality and behaviour to be polite.  An employee not integrated into this will show an attitude of inequality followed by behaviour that leads to negligent.
Accountability

Responsible
Punctual
Commitment


Procrastination
Irresponsible




JR & Co, value is the accountability of an employee. This is represented by their belief of commitment which is shown it the employees’ attitude to be responsible and behaviour to be punctual.  An employee not integrated into this will show an attitude of irresponsibility followed by behaviour of procrastination.



[bookmark: _Toc58799103]Julius Rutherfoord & Co Beliefs, Attitudes and Values Systems and Their Impact On Workplace Behaviour. 

[bookmark: _Toc58799104]Bureaucratic management 

Julius Rutherfoord & Co works under the frame of some theories; one of those is bureaucratic management. In this company, the authority is hierarchical, and its structure is from top to bottom, where each one has a defined job. For example, Employees knows what to do and their immediate bosses. In addition, the company has rules and procedures that must abide, as members they use uniforms, be on time and report when they are sick. One of the advantages of this system for the employees is that they can be promoted based on their knowledge instead of favouritism, however, employees cannot give their opinions, because there are not taken into consideration as in the human relations theory. Finally, this theory is useful today due to the set of rules that help to function in any environment (Serpa and Ferreira, 2019).

[bookmark: _Toc58799105]Scientific Management theory

Customer-orientated or ‘customer first’ is one of the beliefs of JR & Co. This belief is shown in its organization as the motto to do their business. The company believed that to give an excellent service; their employees need to be supervised and control their time, forgetting that they are humans creating an environment of distrust. In contrast, human relations theory argues that people trust increase productivity and create an atmosphere of collaboration. Employees cannot decide how to serve the client; they have the training, that is decided for them, explaining how the job must be done and how to satisfy the customer. This theory limits the participation of employee’s opinions and creates a lack of motivation due to a repetitive task. Overall, this theory emphasized production through the detail of procedures and mechanic training (Mulliens and Christy, 2016, p.40).

[bookmark: _Toc58799106]Human Relationship Management Theory
This company promotes motivation in its staff through a series of activities as recognition, communications and profitable relationship. As stated by the human relations theory, those are point that increase productivity and job satisfaction. To illustrate, they communicate every week updates of the company through the managers or emails; they send this information in the language their personnel knows, in this case, English, Spanish and Portuguese. The employees feel essential because they are being talked to in their mother language. Also, they recognized any worker that has been without absences and give them a voucher, to promote punctuality and encourage commitment. Human behaviour is affected by many motives, and attitude as one of those, where with the right leadership can be changed and create a better human being (O’Connor, 1999). In other words, behaviours are the reflection of the culture and produce well-being in the employee.

[bookmark: _Toc58799107]Reshape of Julius Rutherfoord & Co For The Post COVID-19 And Future Uncertainties 

Due to the pandemic, businesses have had to adapt to the recent changes in social and financial factors. Since employees are required to be motivated not only by a financial factor but also a sense of belonging as stated by the Human relations theory, a new hurdle has arrived abruptly by the pandemic in businesses (Donath and Gustafsson, 2020). Employee needs and requirements have changed in what is now viewed as essential and ordinary. 

Social distancing, face masks and hand washing measure are used for own health and others. According to government guidelines, those measures are necessary to reduce contagious and mortality (UK Gov, 2020). JF & Co has reshaped its offices, with close workstations, signs on the floor and gel sanitisers, to give security to their office employees. Besides, their cleaners use PPE (personal protective equipment), products specific to kills germs. The bureaucratic management is present because people are in their places without interacting with others or doing it in a limited way. This is a contrast with the theory of humans relations, that advocate for collaboration and wellbeing of the individual. Aspects as teamwork, open spaces and communication are intrapersonal aspects that increase wellbeing (Bartels, Peterson and Reina, 2019). In other words, changes in the environment could affect how people feel and may produce stress.

Furthermore, the environment that the world is now is producing insecurities and instability, so companies are trying to cope with it implementing their policies and regulations to benefit employees. In JR & Co, technology is being used to communicate, to interact with other co-workers and to training staff. Human relation theory (Elton Mayo), which also emphasises the productivity through communication with the manager suggests that these measures are trying to prevent dissatisfaction and keep productivity. However, an OECD report (2020) states this could produce more overtime, extra costs for using the internet and lack of ICT safety. It points out that companies should plan and work with managers to increase the wellbeing and work-life balance. In addition, Companies should integrate a plan where they support the whole family while working from home and increase learning in any area of interest (Vanhulle, 2020). In other words, well define plans by companies increase the wellbeing of the employees.  

Uncertainty cause distress to companies and employees, so it is vital to plan the actions to reduce this and keep the continuity of the business. Leadership is vital to integrate new ideas, and the use of technology is a tool to emphasise it. Human relations are essential for that implementation on the policies and engagement through the transparency of their decisions.

[bookmark: _Toc58799108]Theories Under Different Personalities Traits.

One of the assets of an organisation is their people, who helps the company achieve its goals and mission. Many studies suggest that personality is linked to the way a person behaves in an environment and how this environment could affect the person. So, in other words, personality is a connection between physical and psychological attributes that influence the behaviour. Personalities are divided into a five-factor model and their study could help companies create an environment suitable for employees and others

First, is Extraversion personality, people with this trait tends to be enthusiastic, social, talkative and active. These people could be the centre of attention in a meeting and their happiness is contagious. In a study by McCabe and Fleeson (2012) stated that extraversion affect how positivity, people interactions and fun help people get their goals. In the workplace those attitudes create an environment of friendliness and joking around with others, but with the social distancing this could be affected because their social aspect is diminished. Their positivism helps them cope with new situations, but lockdowns affect them (Prentice et al., 2020) so is difficult to them to management new norms especially, social distancing.

Anxiety, depression and negativity are one of the traits that define Neuroticism. It is one of the five traits of personality and can be detrimental for a person if it affects their daily lives. In the workplace context, it is indispensable that leaders are not neurotics and self-manage their emotions. Besides, if a leader is angry or demanding in the workplace, the self-esteem of the employees will drop and cause worry and dissatisfaction in the work environment (Johar, 2013). A person with this type of personality is aligned more with human relation theory because they will feel secure and recognised, and their self-esteem will increase. 

 Another personality trait is Agreeableness, described as people who help others. They focus more on what they can do for others than for themselves (Bourdage et al., 2018). These people are courteous, cheerful, warm and agreeable to work with. Their positivism helps them to interact with people of different traits and be amicable, accepted and trusted by other employees. They can manage any environment of work so they could work under any of the theories proposed before. However, the scientific theory could be their best because they will support the team and enriched their knowledge, and others could not manipulate their kind side.

Besides, conscientiousness traits are hardworking individuals, organised, reliable that tent to be appealing for companies because it represents an excellent model for their reliability and hard work to employees. In a test made by Sacket and Wanek (1996), honesty and moral values are standard with this trait of personality. Even though they can work in any environment they like structure, so a Bureaucratic Management style is more suitable for them because they like routines and focus on their goals. Conscientiousness tends to be calm and please with their jobs (Salgado, 1997). In other words, companies and employees benefit if their goals are the same and productivity and satisfaction will be achieved, however, for this people adaptability is not one of their strengths, due to the like of routines (Le pine, 2000), and with the present situation for them it will take time to assimilate the new rules, but they will obey them.

People with Openness traits tend to be artistic, analytical, and curious. They are more open to new ideas and experiences; their freedom of choices makes their life happy. Openness people tend to find satisfaction in their choices no in what they can get from them, and it seems that openness reduced through the life of the person (Schwab et al. 2019). In the current situation of COVID-19 this personality people will adapt better to any new rule, policy or regulations a company offer to their personnel. Their adaptability to unexpected changes could be due to their unique ways of decision making, creativity and observation about their surroundings (Le Pine et al., 2000). On other words, this type of personality may thrive under a relax atmosphere as human relation theory to promote their creativity.

As it can be seen, people personalities are affected by many factors, and that show in their behaviours a work. So, companies need to be aware of these traits to implement their leader’s interactions with employees, solve problems, and maximiser production and create a culture where the people feel understood and listen to. In this moment, is indispensable to involve employee’s participation with their opinions of the new regulations relating to health and safety in the workplace. 


[bookmark: _Toc58799109]Recommendations 

Organizational change is the strategies a company use to transform their process and the workplace environment to achieve their mission (The coaching Heads, 2020). Organisations needs to identify and create a plan where the needs, problems and solutions are achievable. This plan should include stakeholder, shareholders and employees which enrich it with their opinions and suggestions.

The author will give some recommendations base on the analysis made to JR & Co.

Leadership is a key role to face challenges by companies. Leadership requires planning, trust and adaptation to take decisions in difficult times as COVID-19 (Ahern and Loh, 2020). Leaders creates strategies to reach goals that benefit the company. In the case of JR & Co leaders needs to continue with the implementation of the rules created to give employees specific task relates to their position and the place where they are. In addition, leaders need to assure that employees follow the rules by explaining the importance and its benefits to them and the others around them. Therefore, rules and regulations that support the environment of the employees and assist the company to reach their goals are necessary to create with the participation of stakeholders, employees and shareholders.

Communication has been part of organisations creating an effective channel to promote values, structure and productivity. In uncertain times as the one provokes for the pandemic; leaders’ responsibilities have increased now they need to execute plans that explain the steps to remain operational. One of the best ways is implementing the communication channels between all the parts that conform an organisation. In the case of JR & Co, the use of digital media between their employees help them to reach quickly the message of new procedures or find how their wellness. Moreover, supervisor should be instructed to communicate in a professional and personal level to create trust and dissipate or share fears appealing to their comprehension. The channel could be text message, email, website, video and face to face, the one appropriate for the situation, but should be use in a consistent manner to keep the employees satisfied and engage with the company. In other words, sincerely and frequently communication are the key points to improve the wellbeing of employees and to companies show their human side.

Health and safety regulations are including in JR & CO, but with the pandemic they amend it with new governmental rules that must comply to benefit the company and society. The employees should be given the equipment to work, such as adequate face mask, products that are safe to use, glasses or face shield when necessary and mark spaces to move. Encourage the hygiene of them and their equipment through using hand sanitisers and keeping clean their uniforms, cloths and buckets. In summary, create a cultural where hygiene and sanitation are values that help to protect them from getting sick.


[bookmark: _Toc58799110]CONCLUSION 

This report attempted to provide some information between the relation of beliefs, values and attitudes in the workplace and how that influences in the decisions that companies make facing an unexpected change, as COVID 19. In particular, it was exposed examples of how that values system could influence the workplace behaviour and how a JR & Co use management theory to adjust their employees to these new changes.

It was found that a company can have different styles on management at the same time, without losing their objectives and profitability. It shows as well how personality affect behaviours and how an organisation leadership could tailor specific measure to cope in difficult situations and how this help employees and leaders to understand each other. 

The company has created new regulations and procedures to tackle the new norm between their employees. Additionally, they increase the training through a series of videos about the procedures on specific task, as how to clean a place, and relevant information to the place they are working. All those measures are made to help employees accomplish their jobs with minimum disruptions as lack of knowledge.

However, all the theories have their pros and con, and applied to different situation within the company increase the human process, there was not a participation from the employees of this company to ask them their opinions about the company and their leaders. So, this could limit the efficiency of this report from the human point. 
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