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Wahaca, which means "freshly good food" in the Mexican language, opened its first branch in the West End of London in August 2007, focused on showcasing famously fresh award-winning Mexican street food. In October 2008, a second Wahaca opened at Westfield in London. Two more branches opened in Canary Wharf and Soho in 2011, and Wahaca launched its first mobile street kitchen. It opened its Top One Wahaca Southbank Experiment in 2012. Wahaca opened its first restaurant in the northwest, in Manchester, in September 2015. Wahaca is a great place to work because everyone is friendly and fun, the kitchen staff is nice, and everyone works well together. Employee truly enjoys working in the restaurant. 

To begin this paper, here are the differences between attitudes, values, and beliefs. Our attitude is formed over time and includes both conscious and subconscious elements. Some refer to it as our instinct or nature. For example a rich man may find it repulsive to see a beggar, whereas another person feels empathy and wishes to assist the beggar. When we see someone, a place, or an object, our attitude determines how we react. We either like or dislike a person, place, or object, or we like some aspects but not others.  Location, time, social culture, economy, and other environmental and familial issues can all influence attitudes. There are rational and irrational attitudes, and there are no simple explanations for either. Attitudes are generally formed as a result of conditioning at home, school, work, or social circles. Our attitudes are influenced by our employers or people around us. Values, on the other hand, are our sense of what is right and wrong, our ethical and moral standards, and what we feel when we reflect on or analyze our duties, obligations, and life purpose. Our values govern how we lead and change our daily lives. The issue in one’s self may only address the value of living to be prosperous and successful and not worrying about how your actions affect the lives of others. Should you look after your family and society as a whole, or just yourself? A person's actions are guided by their values. So it is beneficial to reflect and review our actions on a daily basis to determine whether our actions are consistent with our sense of right and wrong, ethical or unethical values, or truth and falsehood. Finally, beliefs are not founded on empirical evidence or teacher-acquired knowledge based on logic, measurements, or physical or mystical experiences. They are based on past experiences or religious preaching, and are generally propagated through rituals or promises of success and a good life if we accept and practice these beliefs. Many people prefer to have someone else guide them and advise them on what to believe and how to think, and they take their advice as the final word. Questioning beliefs elicits such strong feelings and arguments that it becomes a source of harmony, conflict, and battle.

It is clear that values play an important role in the study of organizational behavior. Its importance stems from its function of influencing individual and organizational behavior, and managers can better manage and motivate employees by understanding it and its differences. Individual behavior is influenced by values, and negative values can lead to negative behavior. According to reports, an increase in unethical business practices is usually attributed to a shift in values. This should demonstrate how important and relevant values are to a company. As a result, value congruence is found to produce and promote communication and trust between managers and employees. It is also stated that workplace socialization increases. For instance, a workplace whose organizational value is good customer communication would endeavor to persuade its employees to exhibit good customer communication behavior. To do so, the employee must have values that are compatible with the organizational values. Individuals form and apply beliefs, but groups form and apply them as well. And it is in this capacity that they are so influential in organizational life and culture shaping. Most organizations have a set of values that describe the aspirational characteristics of their culture, such as integrity, teamwork, customer focus, accountability, and innovation. However, few organizations describe the beliefs they want to base their organization on. Fewer still can articulate the beliefs that they currently hold. Beliefs are subtle and often invisible, but when it comes to directing group behavior, they can be very persuasive. 

It is essential to keep in mind that everyone has good and bad days. Losing a customer, messing up a presentation, or even having a frustrating start of the day can all put a person in a bad state. A bad attitude, on the other hand, is usually a state of mind that has the potential to pervade a workplace and drag everyone down with it. A positive attitude at work may not guarantee better work quality, but it will strengthen how your coworkers perceive you as a person. It is critical in the workplace to work as a cohesive team to complete tasks. A positive approach will also help the entire group in coping with stressful circumstances. Understanding and trusting in your team that you will all solve the problem makes it less difficult to deal with the pressures that can accumulate with any type of office work. 




SOUTH WAHACA BANK

Wahaca Southbank, ensconced in eight recycled shipping containers assembled on two protruding levels alongside the Southbank Centre, represents award-winning Mexican street food like burritos, quesadilla together with astounding glimpses of life on the Thames sloshing by. Individuals can also experience a flavors of Mexico to go with Wahaca's takeaway burritos and salads by visiting the Mexican Street Kitchen truck, which is parked along the bank by the river. Customers do not need to make a reservation at Wahaca. Unreserved tables are always kept available by the staff. 

In the last two years, during the post Covid 19, Wahaca operating plan calls for the restaurant to maintain the most recent rates of sales and profit growth. However, the industry's economic situation may continue to have an impact on consumer demand, causing its sales growth to fall short of its target. The company's main challenge last year was the dramatic rise in the cost of food raw materials. Even in the midst of rapidly rising costs, the restaurant decided to gradually increase our consumer selling prices. Over time, Wahaca discovered that this is the most effective way of balancing strong consumer demand and profits, stable growth and consumer loyalty, and the business's financial health. The crisis has brought enormous challenges to the company and the organization, but it has opened up opportunities as well. Crises change the market environment and the ones who are adept to change will win. In light of the pandemic, Wahaca is strengthening its food safety culture even more to ensure that food safety practices and measures in all of its stores and restaurants in the United Kingdom consistently meet global standards. During the highpoint of the pandemic, the company said it immediately implemented its Food Safety Standards and Control Measures for COVID-19 Pandemic across all of its stores nationwide in order to implement new safety standards and assist employees in safely adapting to the new normal. Even before the pandemic, restaurant product standards were in line with global standards. To improve quality even further, Wahaca implemented additional measures to ensure food safety, as well as safety protocols to protect the health of store employees and customers. They've also linked our supply chain processes to a centralized digital data management system, which will assist us with data analysis and store monitoring whenever we need it. It's a food safety model that extends from our suppliers to our commissaries and all the way up to the store level. Digital marketing is playing a significant role not only in enhancing how customers interact with the foods during this pandemic, but also in our supply chain operations—long before our meals reach our customers. Customers can use the website to place orders and pay. The Supply Chain Food Safety and Quality Agile Audit System, developed in response to the pandemic, enables Wahaca Group's Quality Management team despite limited mobility due to lockdown restrictions, to regularly evaluate risk factors and ensure vendor, commissary, and store compliance. The Wahaca evaluates and monitors emerging food safety and quality risks proactively and keeps up to date on trends. In response to these identified risks and trends, the company creates food safety and quality programs that are implemented from farm to fork—from product design and development to sourcing, manufacturing, warehousing, and distribution, all the way up to restaurant processes. 


When it comes to new challenges that the company is facing right now, the most difficult challenge is how to care for the employees, the majority of whom are on minimum wage, and the second is our significant revenue loss, which forced the restaurant to shut down almost the entire company. The company needed to use all of our available funds to meet payroll and give something extra during lockdown because the company didn't have the usual cash flow from daily restaurant sales. The company faces a significant financial burden as a result of the lockdown.  Restaurant food and service should now be thought of in terms of the "new normal," wherein Wahaca must pivot to accommodate changes in consumer behavior. People will avoid congested areas, always keeping in mind the minimum social distance for safety/health. Personal health hygiene like sanitation of hands and wearing facemasks will now be standard practice. People will prefer open kitchens because they will want to see how the food was prepared. It heralds the arrival of a new generation of "health-conscious customers." Even if the lockdown is lifted, the restaurant may see a significant increase in delivery business as customers are less likely to go out. Some restaurants may be forced to reduce their capacity indefinitely, causing their profit margins to suffer and forcing them to change their business models. The restaurant industry will undergo a new paradigm that will eliminate the weak and allow the strong to survive, but as they say, there is light at the end of the tunnel. We are about to enter a new era. Restaurants are about more than just food; they are about the combination of food, service, attention to detail, and ambiance. Restaurants are now forced to rely on takeout and delivery. Wahaca Southbank and its other branches restaurants must now be innovative in order to maintain the brand during the takeout and delivery processes, and each to his or her own in terms of execution. Companies will see true creativity in this space, and true entrepreneurs will survive this crisis because they were quick to think of ways to improve the takeout and delivery service. There are also difficulties in selecting and hiring employees who are suitable for the job; restaurants admit to finding employees who are fully vaccinated, but we all know that we all have different opinions and beliefs when it comes to doing what they need to do, whether the government will imply the rules as a compulsory or mandatory of getting COVID 19 vaccine. We are fully aware that getting vaccinated is a must, especially in a workplace where we are constantly communicating with other people or customers. We couldn't put a customer or an employee's life in danger if one of us had the coronavirus. Wahaca also reminds employees that if they are feeling ill, they should not come to work and should notify the manager that they are sick. 

In order to go to the new challenges this post COVID 19, company managers should come up with plans on how to be resilient from a workplace, the perspective provides resilience for a person experiencing setbacks and encountering constant futile waste of life situations. An organization's resilience requires intellectual engagement. Which is frequently lacking. Questions like what exactly are "single points of failure"? The padlock in the storeroom only has one key? There is also a particular reason that there is only one person who knows where the orders come from?  Companies that provide Training and documentation are beneficial to the manager, store owners should come up with the idea of the purposes of other staff if Covid-19 unexpectedly changes your business? The company becomes more creative. What if your computer fails and you lose all of your accounts and customer orders? All of this should be included in SWOT Analysis, which measures the Strengths, Weaknesses, Opportunities, and Threats. Nothing is too trivial to consider, and everyone should participate. This is fraught with difficulties. Because it is a "management task," only appropriate managers should be involved. It's a waste of time, so I'd like to be the manager who makes money, while you can be the manager who "wastes'' money on contingency planning for things that never happen. Especially right now that we're competing with various companies with new challenges. When confronted with adversity, almost all of us fight or flee. We are even unaware that another option exists. As a result, we face many adversities in our lives but learn almost nothing from them. This guarantees that we will suffer throughout. These attitudes are simply commitment, control, and challenge. If you have these attitudes, you will believe that it is better to stay involved with the people and events around you (commitment) rather than withdraw, to keep seek to influence the result in which you would be associated (control) instead than stop trying, and thus to strive and explore how much you can develop through all the pressure (challenge) rather than lament your fate.  "Our homes are battlegrounds where war is raging. Our workplaces are hunting grounds on which we either hunt or are mercilessly hunted. Life is always a battle, and we just want peace but are constantly harassed. When faced with adversity, we must stand and face it without attacking or fleeing. We learn our lessons when we stand our ground calmly and endure the onslaught while observing ourselves and everything around us. We also take effective precautions to protect ourselves and others from harm and try to mitigate the negative consequences as much as possible. Under any circumstances, we never blame or attack anyone. At work, we face all challenges head on as a team. We never point fingers or make personal attacks. We assist everyone as best we can while giving our all. To help everyone succeed, we foster a highly supportive environment. We are extremely perceptive and use our intelligence to learn and manage everything for the best possible outcome. This is the most effective way to increase resilience. Employees were more able to devote themselves to the work at hand after committing to their work. This allowed the workers to understand what was going on for them. Having a feeling of authority ‘organizational to act in ways that had an impact on the changes that were taking place. Still, they have a point if the company's finances require you to sail close to the wind, take risks, and hope for the best.


Reflection Journal


The COVID-19 pandemic, one of the most severe global crises in generations, has had serious and far-reaching consequences for health systems, economies, and societies. In less than three months, COVID-19 has radically altered our relationship with space and with one another. Facemasks are now a commonplace accessory, as opposed to March of this year. Without a second thought, we stand in six-foot-spaced lines to enter grocery stores. As a result of the disaster, thousands of people have become ill or lost their jobs. Families and communities have been put to the test and torn apart. Children and teenagers have been deprived of the chance to learn and socialize. Companies have declared bankruptcy. Millions of people have become impoverished. For decades, stress has been on the rise. As a result of the health, social, and economic consequences, people's mental health has suffered. Many of us became more anxious, but COVID-19 triggered or exacerbated much more serious mental health issues for some of us. Many people have reported psychological distress as well as depression, anxiety, or post-traumatic stress disorder symptoms. There has also been an alarming rise in suicidal thoughts and behaviors, including among health care workers. For decades, the prevalence of occupational stress has been increasing. With the introduction of COVID-19, employees face even more challenges, which can result in increased levels of occupational stress. Organizations frequently implement wellness programs to mitigate the negative health outcomes and costs associated with occupational stress. The manner in which services and resources are implemented, on the other hand, can have a significant impact on their success. Despite the fact that several implementation models have been proposed, researchers have little understanding of the extent to which practitioners implementing wellness programs follow the prescribed steps and sequences. Furthermore, because the nature of work is rapidly changing as a result of COVID-19, researchers must understand how the pandemic affects program implementation. 

The UK government responded to the COVID-19 infection in a systematic and timely manner, emphasizing social distancing policy and issuing guidelines for infectious disease containment in public places and workplaces. For a time, the majority of society was disturbed as infections in the workplace spread in industries such as call centers and warehouses. Workplace accidents changed in different ways across countries during the COVID-19 pandemic. In the United Kingdom, for example, workplace accidents did not increase significantly, and the number of self-reported occupational injuries decreased in 2020. However, the number of work-related diseases in the UK increased from 200,000 to 1.6 million in 2019, and cases of work-related stress, depression, and anxiety increased from 200,000 to 800,000, while musculoskeletal disease cases remained unchanged from 2019. It is clear that no consistent pattern has been observed in how COVID-19 has affected workplace accidents across countries. COVID-19, on the other hand, has a number of ways of influencing workplace accidents. The first, and most importantly, factor is the decrease in economic activity during the COVID-19 period. Because of social distancing and lockdown, the level of production fell in 2020, which could have resulted in fewer occupational injuries and diseases.

Second, changes in work methods may have contributed to workplace accidents. Many people were forced to reduce their working hours and work from home as a result of the pandemic. These changes in work methods resulted in less time spent at work and less interaction with coworkers and customers, which is likely to reduce workplace injuries and diseases. Workers in the health care and welfare sectors, on the other hand, have become more vulnerable to occupational injuries and diseases. It should be noted that an increase in part-time work and working from home does not necessarily imply a decrease in workplace accidents because the workload for those who continue to work may increase. Employees in call centers and warehouses are examples of this. Concerning changes in work methods, such as "work from home," there is no official data in the UK to show that females, as opposed to males, changed their working style in such a way that workplace accidents were avoided during the COVID-19 period. However, Adams-Prassl et al. estimated the number of jobs that can be done from home in the United States and the United Kingdom and discovered that females are less likely to work from home. Their findings are consistent with Lee and Kim's estimates, which show that female workers are more vulnerable to COVID-19 infection because they are disproportionately more likely to work in health care and welfare sectors, where they come into close contact with patients and clients. As a result, it is unlikely that female injuries increased less than male injuries because females worked from home more frequently. To summarize, we conclude that male workers had a higher growth rate of injuries during the COVID-19 period because their work burden increased more due to the reduction in female workers' employment and hours worked. 

It also investigated why the service industry, including transportation, experienced a higher rate of injury growth than the manufacturing and construction industries during the COVID-19 period. Because the union density in the manufacturing and construction industries is higher than in the service industry, it is possible that a lack of union protection is one of the reasons why workers in the service industry experienced a higher increase in injuries.

Because the steps and processes of organizational change and occupational health implementation models differ, it is beneficial to investigate how practitioners implement wellness programs in the workplace. This will aid in the development of best practices across literatures, which will then guide organizations in their future implementation efforts. Those with first-hand experience implementing wellness programs can provide valuable insight into whether these published models 12 accurately reflect the implementation steps and sequences used by practitioners. Those with first-hand knowledge can also speak to which steps and sequences they believe are necessary for successful wellness program implementation. While researching the steps and sequences is important for developing a better understanding of wellness program implementation, it is also important to investigate the context in which these programs take place. The emergence of the COVID-19 virus is one such context that has recently impacted organizations all over the world. Another stressor associated with COVID is the need for employees to quickly adapt to a virtual working environment. Telecommuting, also known as telework, flex work, or remote work, first appeared in the 1970s and has since grown to include approximately 16% of the UK workforce. Workforce by the year 2018. Traditionally, telecommuting was offered by organizations as an alternative work arrangement that allowed employees to work a portion of their regular hours 14 away from the workplace, often at home. Although 2020 statistics have not been released yet, telecommuting was adopted by most organizations to promote physical distancing for jobs that are suitable to remote work et al., 2020). As a result, many employees are now navigating how to complete their everyday job tasks, once done face-to-face in an office setting, in an online setting. Telecommuting is causing increased stress among employees because of its intersection with work-family issues this is especially apparent when it comes to boundary management preferences. People's preferences for how they manage their life roles are referred to as boundary management preferences. Some people prefer to maintain clear distinctions between their life roles, while others prefer to integrate them. Telecommuting can be difficult for people who prefer strict boundaries because work and family events are often held in the same location. As a result, employees who work from home lose control over their boundary management preferences. The difficulty of operating in a virtual environment was a related issue for participants. Some challenges include discovering that virtual programming is less effective than in-person programming, having to reduce some services due to remote-only delivery, and dealing with 53 employee burnout caused by working in a virtual-only environment. One participant, for example, stated that she is having difficulty identifying new and exciting wellness program offerings, and that she expects to see a decline in participation rates because employees are tired of the same virtual programming. These takeaways highlight that, while COVID has had some positive effects on workplace wellness programs, it has also created a number of challenges that must be addressed.
In conclusion, companies and the government already have regulations and procedures in place if there is a major problem, so that employees can receive short-term assistance. However, it does not address the issues that have arisen as a result of the global COVID-19 pandemic. Following this pandemic, the government must implement procedures and legislation to further support women and their careers. Long-term strategies are required to not only allow companies to adapt to changes efficiently, but also to support employees and prioritize their welfare, particularly in terms of mental health and child care facilities.

 The following improvements and recommendations should be brought to the government's attention in regard to the women's workforce in order to assist both employers and employees in becoming accustomed to life during this coronavirus pandemic, as well as life after COVID-19 . 

• If businesses encourage remote working, it must be done in an efficient and secure manner. Women who work remotely while caring for children must exercise caution, and companies must ensure that the equipment is set up safely so that it does not pose a hazard to the child, such as tripping over wires or workstations.

  If employees are furloughed, employers must consider that women will have children at home because schools are closed, and childcare services are scarce. Employees are under additional strain as a result of furloughed employees, according to participant 5. If companies are furloughing employees, a system must be in place to ensure that the workload is distributed as evenly as possible. Furthermore, because women are more likely than men to care for children while also working from home, some women are more likely to lose their jobs or be furloughed. If schools are closed, more support systems and better childcare services are required. Participant 1 had to leave the company because there were no childcare options available. The government must improve childcare services for women in vulnerable situations.

 Mental health services are required because more than 80% of participants stated that the pandemic has had an impact on their mental health. The government and businesses must collaborate to provide mental health services to employees, particularly women who bear the additional burden of childcare and domestic responsibilities in addition to their work. Furthermore, with domestic violence cases on the rise, the government must make it a priority to provide a service where people can seek assistance. COVID-19 is exacerbating the enormous mental toll already being borne by millions of people around the world who are already subjected to distressing experiences such as losing loved ones, homes, and livelihoods. Early in 2020, as the world began to realize the magnitude of the COVID-19 pandemic's humanitarian and societal consequences, we began to see the huge psychological implications of the virus itself and the measures to prevent it. Worries and fears about losing loved ones, becoming ill, or health-care systems becoming overburdened remain common among those we assist. Furthermore, government-imposed measures to prevent the spread of the disease, such as lockdown restrictions, quarantines, and physical separation, as well as their economic and social consequences, exacerbate this distress and the risk of mental health problems. There is more to mental health than the presence or absence of a mental illness. It is the intersection of emotional, psychological, and physical well-being. The COVID-19 pandemic has highlighted the importance of prioritizing mental health. Being more proactive and focusing on mental well-being is the best way we can support ourselves and others.
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