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Executive Summary
The pandemic outbreak in early 2020 was two years ago that led to several restrictions, change in work patterns and ultimately change in behavioural tendencies of people working in different sectors. Now in 2022, with conditions returning back to normal and employees about to return to office, the companies for ensuring business continuity needs to reshape its workplace arrangements for tackling post-COVID mindset. The COVID-19 pandemic turned to be resulting in upheaval in organisational environment as can be seen from the case of data analytics and consulting company named Kantar based in UK. The use of Resource based management theory for adding resiliency to company operations and recommendations for it are explained over here in this report.
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1.0 Introduction to the organisation
The selected organisation over here is Kantar Group which one of world’s leading data insights, analytics and consulting company which is having its global headquarters in London, UK. It was founded in the year 1992 and now it is having a good presence globally with employing nearly 30000 employees in various departments like advertising, media activities monitoring and management, advertising effectiveness and many more like that (Kantar.com, 2022). In simple words it can be stated that Kantar is a consulting company helping its clients and customers in preparing them for tackling their respective business domain related challenges in the future. Kantar is having a strong presence in over 90 markets globally with present status being in over 100 countries either directly or indirectly via different modes (Kantar.com, 2022). Kantar is more than a simple consulting company because it makes use of data analytics to collect and analyse relevant data for providing the companies and firms which are its clients to let them know about the feasibility of a decision about to be taken by them and assist them in shaping their future. 
This makes Kantar to be an organised data and evidence based company which is providing insights that turn out to be like actionable recommendations for its client in all the places wherever it is operating globally. It is having its branches outside UK and Ireland in North America, France, Spain, Italy, China, India and Brazil (Kantar.com, 2022). Kantar caters to the needs of a diverse sect of clients to fulfil their objectives like improvement of brand awareness, increasing consumers’ level of attraction, brand penetration and leading to financial success of its clients. The domain of companies which are Kantar’s clients are research services, energy utilities, Automotive, Fashion and Luxury, Media, Health, Hospitality, Retail along with Technology and Telecom. 
Kantar is famous for its workplace culture but its global operations took a blow during the pandemic and the company is still recovering from the negative effects of it in the form of initiating workplace changes in accordance to post-COVID mindset and adding to its business resiliency.
[bookmark: _Toc100081893]2.0 Key management theories 
According to the views of Arieli, Sagiv and Roccas (2020, p. 245), organisational value system does have an impact on the workplace behaviour because the characteristic feature of a value system is based on the content and intensity attributes as applicable for the employees working in an organisation. The intensity attribute of a person working in an organisation is also one of the parameters for obtainment of that individual’s value system about valuing self goals in context of organisational targets. Taking reference from Rokeach Value Survey model and as per the views of Aslan (2019, p. 57), it can be stated that the Value system of an individual is functioning in accordance to intensity level of individual values. The goals which a person desires to achieve in lifetime are categorised under terminal values whereas instrumental values describes preferable ways of behavioural approach which all in a certain manner impacts workplace behaviour.
Taking reference from Hodgson’s Principles of General Moral and Ethics as described by Gagliardi, Gindis and Hodgson (2019, p. 35), the moral values of people, especially the ones working in an organisational sector acts as guiding force in depicting of behavioural characteristics based on a proper understanding of difference between right and wrong with it having an interrelationship with that of moral judgments. The beliefs usually lead to such display of behaviour depending on the factor of how it is being used by the leaders for shaping the employee behaviour in turn and belief in an organisational environment. The leaders and management bodies of the organisations have a tendency of making use of consequences for shaping or sometimes re-shaping of employee behaviour and belief but the matter of fact being that the consequences can be either positive or negative. McLaughlin, Vicere and Ziskin (2019, p. 179), says that for the organisations and its leaders looking for bringing changes in the organisational working culture simply based on the expected consequences will not be able to bring a real change until it is relatable and acceptable for all including themselves as well. A full-fledged workplace cultural change is possible only when the individual values are properly set or realigned because it plays a vital role in behavioural tendency of the people. On these factors the interrelationship of organisational beliefs, attitudes and value systems is based and is also affecting workplace behaviour heavily.
Resource Based Theory (RBT)
This is considered to be one of the most influential theory based perspective for carrying out of strategic management related activities for the firms that have been struggling to bring a change in the organisational culture in post pandemic situation which should not be affecting the workplace behaviour of employees (Hitt, Arregle and Holmes 2020, p. 261). All organisations during the time of the pandemic had started to focus on short term priorities which can be considered to be an after-effect of threat rigidity effect, outcome of which is narrowing the focus, curtailing new innovation. But in the post pandemic situation the forms have started to think more than just survival and that is about sustainment of operations. The companies have added the concept of sustainability as a part of their growth agenda for which flexible need of resources is justified and allowing the employees to up their standards, capabilities to properly cope up with new environment (Hitt, Arregle and Holmes 2020, p. 262). The is a need for development of dynamic capability for allowing its human resources with some time to adapt to new normal environment, for which steps are necessary to avoid inertial tendencies among employees. The employees should not just only be asked to adapt innovation but be a part of it in its proper facilitation for availing the benefits of remote working culture.
[bookmark: _Toc100081894]3.0 Application of key management theory to the organisation 
In case of UK based Kantar it is seen that the pandemic sparked a change in both the company’s employees and clients behaviour which led it to rethink its organisational structure and policies along with ongoing business strategies as well. The employees who are the most valuable resource cum asset of a company, the same being for Kantar faced had a drastic change in their behavioural approach, with most of them more focused on self and family wellbeing instead of focusing on long term innovation strategy of the company (Kantar.com, 2022). The employees were given with the facilities of remote working i.e. WFH (Work from Home) mode which proved to be extremely beneficial for the employees but continued WFH mode for a period of more than 2 years have brought a change in attitude of employees with many not willing to return to office, under present circumstances when the situation has started to turn normal.
It is seen that post exogenous shocks, there has been a lot of behavioural change in the employees with it making necessary for Kantar to apply new initiatives to promote flexible working models for betterment of employees and keep the operations of the organisation normal (Kantar.com, 2022). Though Kantar has promoted remote working option for the sake of employees, it is still going through all the available options for bringing a change in its workplace design for empowering its human resources to cater to their personal needs to the maximum possible level so that there is no fault or miss from the employees side in meeting their professional commitments.
Kantar was quick to understand that a change in the employee i.e. human resources perception about his/her job role in the post pandemic situation was about to take place and based that adapted strategies accordingly. The domains of the operations that are carried out by Kantar are such that it can be done without physically visiting the office and based on that concept, it was not made mandatory for employees to visit its offices when the pandemic effects was gradually slowing down and the company is still following the hybrid work mode with an option for employees according to their feasibility (Kantar.com, 2022). The employees of Kantar were provided with the required training to properly adapt to digital tech and devices so as to add to their comfort while WFH mode and keep them encouraged for the central organisational purpose.
Kantar focused on sustainability to be more like a business necessity and made use of its technology for conducting research and collecting insights on employee working pattern during these uncertain times. The efficient employees were rewarded or incentivised with the non performing employees counselled for understanding specific reasons for a change in their behavioural approach and depending on that extending help in terms of flexibility or additional financial support for keeping the employees strong value system intact as it was in the pre-pandemic situation (de Lucas Ancillo et al. 2020, p. 2310). Kantar as an organisation was not in favour of complete stop of innovative approaches but motivated employees to come up with solutions as per their feasibility and based on conditional aspects these were accepted for minimising tensions among employees or if rejected then provided with a proper explanation in line with organisational needs. The term mandatory had a new definition in context of steps taken by Kantar where the human resources were not forced with anything during the time of pandemic but given with the flexibility to opt for, which has been continuing till now has proved beneficial in making the business functions much more resilient due to this added flexibility. 
[bookmark: _Toc100081895]4.0 Critical Evaluation
The pandemic outbreak that happened in early 2020 had its impact on the organisational culture, its system and also the way it responded to its resources because there was a huge shift in the thinking pattern and behavioural approach of the employees in comparison to pre-pandemic time (Jackson, 2019, p. 52). The most common examples being people started giving importance on maintain space among themselves, social cum physical distancing becoming the new normal and face masks becoming a mandatory accessory that reduced the effectiveness of face to face interaction due to reduced rate of socialising. People have started giving more importance to value based activities and mainly due to a long period of facing hardships for almost two years and more, there has been a significant change in human psychology and it can be seen in the behavioural tendencies of the human resources.
It is observed that the workplaces since the last decade have been giving importance to prioritization of employee wellbeing which included both physical and emotional wellbeing because the companies realised that mental happiness and productivity standards are having a directly proportional interconnection with each other (De-la-Calle-Duran and Rodríguez-Sanchez, 2021, p. 5470). The pandemic led to restricting people in their homes, limiting work exposure, some losing jobs and some terrible things happening all around which severely impacted the mental wellbeing of the human resources and this made it evident that a workplace is needed to be designed to ensure the employees enjoy a scope to apply their changed behavioural trait which has evolved during this whole crisis period.
In reference to the RBT as described by Kristinae et al. (2020, p. 677), and in context of Kantar operations it can be stated that organisational hybridity which is actually an integration of various strategies for bringing structural flexibility in the organisation is the need of the time because it is necessary for proper management of human resources in the post COVID times. Workplace designing is just a part of it as can be seen from Kantar which despite emphasising on WFH and remote working mode has adopted an agile approach for redesigning its workplace at all its branches in different countries depending prevalent COVID norms and regulations (Wanberg et al. 2020, p. 1382). The managers and senior employees of the organisation have an important role to play in it while handling the air of uncertainty during the early days of creating organisational hybridity but in the post pandemic time it is needed as an organisational capability development process, applicable for the case of Kantar as well.
The companies like Kantar which had been fluently operating in the digital mode in pre-pandemic times have relatively been quick in adapting to flexible working arrangements along with its employees also quick in imbibing the same even during the pandemic with comparatively less complexities. Flexibility is not going to be treated as an option but a must for tackling workplace changes and facilitate the employees to adapt to the changes with a post COVID mindset (Pass and Ridgway, 2022, p.9). In reference to the RBT it can be stated that for companies like Kantar there is need for focusing on development of dynamic capabilities for effective and flexible management of its human resources for a long run in future.
[bookmark: _Toc100081896]5.0 Recommendations with valid justifications
On the basis of evaluating the workplace changes that have been initiated in the UK based company Kantar keeping in focus of the needs and changed behavioural traits of its employees, it is observed that there are certain challenges which the company can face in adapting a much more resilient approach. Hence, certain recommendations are provided over here for overcoming these challenges and creating work spaces which should be meaningfully based on post COVID mindset of the employees in line with their attitudes, beliefs and value systems.
1. The employees whenever will be asked to return to office will not be in their pre-pandemic frame of mind with a heightened consciousness about office space, cubicle and etc (Cerutti and Grodoski, 2020). This makes adapting of de-densification strategies a must for the ease of the movement of the employees.
2. The workplace design needs to be more supportive towards empowering the employees to think openly and arrive at decisions that are best for their professional and personal needs while working under new normal conditions in the post pandemic situation (Meske and Junglas, 2021, p. 1124).
3. The companies will require giving equal importance to mental wellbeing of employees along with physical wellbeing and for that wellness related design strategies are the need of time for upping the morale of the workers joining back to work after facing these tough times for past 2 years.
4. The employees need to be properly trained to adapt well with virtual communication platforms and different modes for making the interconnection among the colleagues much stronger for overcoming the challenges of lack of physical communication (Kaushik and Guha, 2021, p. 13). A centralised virtual space can be made available for the employees so as to develop a sense of community among them and building of a strong bond.
5. The organisations need to plan for workplace design modifications keeping in mind about integrating flexible working system to support employees in providing them with the freedom to make selection of their type of work delivery according to their convenience allowing company to optimum utilisation of its human resources.
[bookmark: _Toc100081897]Summary
The changes in employee behaviour that took place in last two years have not been so sudden but are a result of gradual change in belief, attitude and value system. This has made it necessary for the organisations like Kantar, UK to enhance its respective adaptive capacities for an added resiliency looking towards the future that has been explained over here in reference to Resource Based Management Theory, describing the need to focus on dynamic capabilities of human resources for adapting to new normal.
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1.0 Introduction 
This is a reflective journal where the reflection entries on attending the learning and teaching sessions from 1st week to 9th week are presented on a weekly basis. This self reflection is actually a description of learning and the experiences gained from it in relation to Module topic on Developing workplace critical thinking.
2.0 Description 
In the 1st week of this course module pertaining to the importance and need for critical thinking in workplace, the first concept learnt by me was about the actual meaning of workplace which is not just only about job related work but also about associated beliefs, values, attitudes, emotions and most importantly different kinds of management theories. I had a thinking that management theories were just theoretical concepts but these are helpful in increasing of service quality and organisational productivity at workplaces. I was fascinated to learn about the fact that management theories have been adopted by many of the organisations as a part of the corporate culture for improvement of organisational performance. Irrespective of all these, the most important assets of an organisation are its employees and the tendency of critical thinking among the employees is based on two types of reasoning processes which are either inductive (initiating with a conclusion) or deductive (based on a premise) but still guided by procedural policies followed by organisations (Dochy et al., 2012). I understood the relevance and need of development of critical thinking qualities at workplace because these turn out to be extremely beneficial in doing of day-to-day activities at workplace which includes problem solving being important step for which critical thinking is needed. 
In the Week 2, the learning session focused in details on development of Critical thinking ability as a skill which was aimed towards improving the capacity of learner (i.e. me) for proper making of logical and informed decisions in accordance to the best of my ability. In the start of this week lecture I was a little bit confused regarding the aspect of proper application of critical thinking in real life or at workplaces so as to understand the proper way of its application. 2 days into the 2nd week, I was able to grasp a minimal and basic idea about the concept of critical thinking to be more like a productive and positive activity that can help one person to perform well in his/her workplace. But for a person working or leading a group of people in a workplace, it is important and at the same time necessary to value ethics and respect diverse behaviour while critically thinking of the team members before taking any decision for solving a problem which can very well be a step towards reshaping of workplace norms by following of non-hierarchical structure if the need arises (Clay-Warner and Robinson, 2011). The tendency of a person to critically think is usually triggered by both positive and negative events so I realised that importance of the context in which a person needs to critically thinking for exploring the alternatives and coming up with the best solution for a problem.
In Week 3, the learning session focused on Human relationship management theories and approaches for proper management of human relations in context or rather can be stated that as a part of organizational psychology. I was able learn from this session that employee productivity and motivation are two such things which can be increased by the help of promoting social bonds in workplaces and if the efforts of a worker is acknowledged. The uniqueness of an employee if recognised at workplace tremendously motivates him to deliver his/her best of performance (Ann and Blum, 2019). I was fascinated to learn about the fact that more than 90% of the employers have agreed to the fact that they are valuing those employees who are critical thinkers more than the ones who are not. The reason for this is related to these employees displaying the qualities of solving complex problems with ease and hence being preferred by the employers. I realised that one needs to develop and apply critical thinking at workplace, particularly at a time when he/she is leading the team in workplace to be open minded, think rationally and empathetic towards all while arriving at a decision. I firmly believe post learning about critical thinking that for developing it as a skill, a person needs to be mentally strong and courageous along with at the same time practicing intellectual humility as well.
In Week 4 learning sessions I was able to understand and learn the importance of business decision making along with learning the technique of developing a new skill which can be applied for proper business related decision making. I have personally realised that making better decisions in a fast manner is going to be of great advantage for me in avoiding pitfalls when I will be moving forward for utilising any business opportunity. I learnt the technique of reframing the problem as per requirement and how to arrive at evidence based decisions accordingly. An important criterion for the critical thinkers to succeed at workplace is to have some logic while taking any decision of crucial importance which in turn can prove beneficial for the new ideas to turn successful on application (Itmeizeh and Hassan, 2020, p.67). I learnt that there is need for collection of proper and accurate information by a manager or leader at workplace to solve a business problem. The quality of a good critical thinker is to come up with solutions on the basis of the available information and newly collected information for finding out the differences in them so as to come up with solutions for proper addressing of these differences or gaps.
As a part of Week 5 learning session, I was able to understand and develop a basic understanding about the conceptual tools that are necessary to be followed for enhancement of the critical thinking abilities. A tool in this regard is the De Bono’s 6 Thinking Hats that has been pretty much useful for the large corporations and firms in developing of critical thinking ability of their respective employees (Gill-Simmen, 2020, p.139). I found this tool quite interesting where each of the thinking role is represented by the help of coloured symbolic thinking hat which actually denotes six clear functions and corresponding roles associated with it. This tool if made use by an employee can prove to be beneficial in proper focusing and redirecting of thoughts during the course of critically thinking and arriving at a decision by considering all the varying perspectives (Gocmen and Coskun, 2019, p.287). The qualities that are required to be present within an employee are efficiency, calculability, and predictability which can definitely help in becoming a critical thinker. I was able to understand that making use of bureaucratic approach for solving problems within an organisation has high potential of yielding positive results due to it added transparency. A critical thinker for handling the complexities of a business environment need to be adaptive and flexible with conditional aspects for taking quick decisions.
In Week 6, the main focus was given on the aspect of how a person or an employee at workplace can properly make use of the critical thinking skills possessed by him/her to arrive at decisions that are required for organisational good. In addition to these, the relevance of the contingency management theory is also discussed so as to properly put the theory in proper practice. After attending the session I have observed a change in my thought process, and it is related to making a logical choice from all the available alternatives to make a decision which should be good for the sake of organisation and its most important i.e. employee (human resources). A manager or team leader must have the forecasting skill to predict the outcome of steps based on available options and then to decide which one to be selected as per conditional requirement (Doyle, 2020). I have developed a basic understanding about the critical thinking which is not only about learning too many numbers of techniques but to strengthen basic principle so that concepts can be re-evaluated and methods can be improved while decision making for a particular situation. I have learnt the fundamental concept that the success for a critical thinker in decision making can be attained once the decisions taken are constantly yielding good results, irrespective of the situation in which those are made. 
In Week 7 learning course, I learnt about the relevance and importance of Systems thinking. It is actually a type of holistic approach for doing analysis while establishing interrelationship at the same time between small components over a particular time period with an expected time output in context of larger operating system. The concept of Systems theory is related to systematic discovery of all the dynamics of a system prevalent in an organisation and to apply it in such a manner so as to achieve optimum equifinality. I had no idea about the term Equifinality but was able to understand about its actual meaning and relevance on completion of this week’s lectures. As per my understanding it is not just a term but rather a principle which states that a common goal is attainable on following varying paths or routes. The selection of the suitable path or route depends on logical decision making capability of a manager in respective workplace (Beven, 2006, p.22). As a critical thinker it is essential to come out of the habituated pattern of thinking and acting only, to instead focus on asking critical questions to team members and to self analyse as well for clearing any kind of doubts prior to decision making.
In Week 8, I was fascinated to know about the facts pertaining to Era of Open Innovation where companies started to increasingly rethink the fundamental techniques for generating innovative ideas, harnessing those and bringing those in market post carrying of successful R&D (Research and Development activities) activities (Chesbrough, 2003). In simple words as per my understanding from attending the sessions I would like to state that innovation is to do or carry out a process for making the best out of an opportunity in a slightly different manner for meeting the expected result and it is to be based on change. As a leader or manager one needs to promote change in the existing system at workplace with not considering it as any kind of threat but as an opportunity for bringing a change for greater good of organisation (Schoemaker et al. 2012, p.17). The three departments in any type of business organizations which are seeing most innovations within an organisation are the production, marketing and the R&D (Research and Development) sector. The use of critical thinking as a skill must be done by a manager at workplace for establishing proper communication within organisation for controlling the company information system in a critical manner for a better company culture and meet the 3 pillars of success which are cost minimisation, quality attainment and originality.
In the 9th week, the main focus of the sessions was to discuss about values, attitudes, beliefs and behaviour, with its impact on sustainable development based steps taken by any organisation and its chances of success. I understood the need of transformational policies for an open and prosperous organisation functioning to properly meet the set sustainability targets. There is a need for an organisation to be socially responsive and carry on with growth and development process in a much more inclusive manner without just focusing on profit aspect (OpenLearn, 2018). For this sake, a manager or leader can serve the purpose and as per my understanding the person with good critical and logical thinking capability is going to be the most appropriate person for this responsibility. This establishes the fact that business growth in a sustainable manner is possible once its employees start thinking logically with critical thinking at workplace adding to effectiveness of business organisation’s operational standards.
3.0 Summary
From this reflective journal I was able to have a proper and clear understanding of the concepts pertaining to Critical thinking and its importance at workplace, learnt by me along with addressing of gaps and misconceptions that I had on this topic. I am confident that this learning will definitely act as an encouragement for me during my professional domain and also for my career development.
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