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[bookmark: _Toc][bookmark: _wvc2dovhj]Executive Summary
This report is divided into two sections. The first section is an individual business report that aims to examine how organisational culture (beliefs, attitudes, and value systems) affects the workplace behaviour of Diageo plc. Besides, the report will also investigate how Diageo's workplace changes for the post-Covid business environment tackle the new business challenges and create more resilient businesses in the future. The second section is a reflective journal that focuses on understanding the researcher's learning styles, leadership styles, conflict styles, and emotional intelligence, among others. In the first part, the researcher utilised Diego Plc and established that beliefs, values, and attitudes are crucial in motivating people for improved performance and productivity. While using the behavioural approach proposed by Mary Parker Follet, the author indicated that organisations could provide employees with autonomy to choose their workplace following the post-Covid strategies to ensure organisational productivity. In the reflective journal section, the researcher scored 70% on the emotional intelligence test, indicating that he can identify his emotions. Based on this EQ test, the researcher effectively and inextricably connected his body and emotions. Therefore, he can locate his exact feelings in most cases since he pays attention to and easily recognises his body’s physiological response to particular emotions.
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[bookmark: _Toc1][bookmark: _j0zll]Introduction
Robbins and Coulter (2005) describe organisational culture as the beliefs, shared values, and perceptions held by workers within an organisational unit. In most circumstances, organisational culture idealises the beliefs, values, or behavioural norms employees use to offer to mean to different situations they face. As a result, organisational culture can significantly impact the behaviour and attitudes of employees in a big way (Soelton et al., 2020). Therefore, it is essential to understand the impact of organisational attitudes, beliefs, and values systems on employee behaviours to enable management to address a potential internal organisational conflict (Shammot, 2011). Existing empirical studies on organisational culture have integrated a functionalist view, giving reliable evidence on the significance of organisational culture in promoting and enhancing employee performance (Awuni and Tanko, 2019). However, organisational culture is pervasive and requires the management to appreciate its effect on the work-related variables and its underpinning dimensions. More research must be conducted on the relationship between work beliefs, values systems, and attitudes toward employee behaviour (Sharman et al., 2020). A typical business organisation comprises employees whose behaviours often affect its outcome.
On the other hand, culture is a crucial element that influences workers' relationships, attitudes, work processes, and even job satisfaction (Jamali, D., 2005). Organisational culture is intangible but only manifests in the workplace through physical means. Through culture, companies develop systems that often control or regulate employee behaviour to strike a balance in the organisation. The purpose of this report is to examine how organisational culture (beliefs, attitudes, and value systems) affects the workplace behaviour of Diageo plc. Besides, the report will also investigate how Diageo's workplace changes for the post-Covid business environment tackle the new business challenges and create more resilient businesses in the future. 

[bookmark: _Toc2][bookmark: _fob9te]Background Information of Diageo Plc
Diageo plc, commonly known as Diageo, is a global company popularly known for producing, distributing, and marketing spirits and beer products. The company was founded in 1997—however, some of its products date as early as the 17th century. The standard products under Diageo's product portfolio include scotch, brandy, beer, Indian-made foreign liquor, vodka, whiskey, and many other alcoholic drinks. Diageo plc is currently marketing various alcoholic brands such as Bailey's, Johnny Walker, Tanqueray, Captain Morgan, McDowell's No.1, Guinness, and CIROC, among other brand names (Baldwin, 2020). The company produces its goods via leased and owned manufacturing plants, branding, blending, distilling, and bottling facilities (Duarte, 2019). Furthermore, Diageo’s products are distributed to the market through appointed independent distributors, retailers, brokers, and wholesalers (MADESSA, 2020). Also, some exclusive products are distributed by company subsidiaries, third parties, and joint venture partners. Also, some products are sold through retail groups, brewers, and regional independent on-trade and off-trade operations (Buffenoir, 2020). The company is currently based in London with branches in different countries. 
For years, Diageo plc company has been celebrated as the best-performing company prioritising diversity and inclusion. The company and its management believe it is essential to create and sustain a culture fostering diversity and inclusion (Seifu, 2022). The company's commitment to inclusion and diversity begins with its people. It is designed to ensure that all its people, including staff and customers around the globe, are thriving by shaping market-leading practices and policies. Diageo plc is a large-scale organisation with many workers (Chavan, n.d). The company treats all its staff as valuable assets (Jernigan and Ross, 2020). Diageo's organisational culture aims to develop a favourable work culture, and the company is focused on constantly improving to achieve this goal.  

[bookmark: _Toc3][bookmark: _znysh7]The Key Management Theory or Theories That Underpin This Report
A two-dimensional leadership framework has been initially used to focus on the people's concerns in organisational research. As early as the late 1970s, studies focusing on leadership began to delve into employee behaviours within organisational change and development (Rouf and Siddique, 2023). Thus, leadership was widely perceived as an authority instead of the power to manipulate people. Besides, leadership is based on several objective factors, including the managerial capacity to lead and other critical subjective features, such as the personal attributes of the leader (Pyszczynski et al., 2021). Given the current emerging culture in contemporary organisations, several theories and models can be used to explain the effects of organisational beliefs, value systems, and attitudes on workplace behaviour. 
For this report, the behavioural management theory will be employed. The behavioural management theory emerged in the 20th century after a sustained debate about the motivations and interactions of people within the organisation (Akbaş and Taner, 2022). It was later realised that management principles developed during the classical period could not address the management situations of the 20th century and could hardly describe the employee's behaviours in the organisation. In other words, the previous theories focused less on the role of employee motivation and behaviour. Eventually, the behavioural school grew out of the revolution to create the behavioural management model, sometimes called the human relations movement. The theory primarily addressed the human aspect of work (Rouf and Siddique, 2023). According to behavioural theorists, it is crucial to understand human behaviour in the workplace, such as conflict, motivation, expectations, and group dynamics, as it is fundamental for improving productivity and performance. Therefore, the behavioural management theory examines how changing employees' attitudes, values, and beliefs can lead to enhanced organisational productivity and emphasises the role of motivation as the critical aspect of change. 

[bookmark: _Toc4][bookmark: _et92p0]Application of Behavioral Management Theory to Diageo Plc
Based on the above discussion, it is clear that Diageo plc is a global company that has earned its international reputation for its inclusion and diversity policy. However, just like any other business organisation, the company has an organisational culture- a system of values, beliefs, and attitudes that guide workplace behaviour for optimal performance. Behavioural management theory, specifically Mary Parker Follet's, can effectively be applied in Diageo plc to enhance workplace behaviours. Diageo plc is hinged on employee satisfaction, developing reciprocal leader-employee relationships that foster collaboration and boost morale, and creating an environment that allows employees to expect and resolve conflicts (Mele et al., 2021). Furthermore, in the event of a dispute, Diageo plc has preconceived transparent communication channels that facilitate and promote honest conversations regarding the needs and the desires while promoting a win-win situation for the parties embroiled in a dispute. 
Follett's behavioural management theory can help Diageo plc develop a successful employee engagement program within the company's overall business strategy or goals. Follett's group power principles empower employees to take ownership of the organisation at every level, regardless of the business hierarchy, to enhance and promote collaboration, responsibility, and communication (Akbaş and Taner, 2022). Therefore, by employing these models in its organisational framework, Diageo plc can establish a workplace behaviour that fosters communication, collaboration, and responsibility among the employees, improving the company's productivity (Elkhwesky et al., 2022). Diageo plc can apply three fundamental principles in Follet's behavioural management model to its benefit. Using this principle will promote interpersonal relationships between the employees and the leaders and empower the employees. 
According to Follet, integration is a vital component of any business organisation. Thus, employees across the organisational levels should integrate to create an enabling environment that fosters the achievement of various business goals (Wright, 2019). In addition, when conflict occurs, there is a need for a conscious effort from all the stakeholders, including the senior management, to pull together instead of push and eventually work together as a team to correct the problem (Cerruti and Godoski, 2020). Therefore, Diageo plc can adopt Follet's approach to organisational conflict resolution via integration to attain beneficial outcomes for all the parties. Her concept of push and pull illustrates Diageo plc's need to meet the needs of each side instead of spoken desires (Eddy-Spicer, 2023). Therefore, whenever a conflict happens in the organisation, Diageo plc should be first in line to identify each group's or individual's needs and create a win-win outcome for both parties. However, Diageo plc should acknowledge that attaining integration in the organisation takes work. It requires the involvement of employees and executives in the organisation's interests, differences, needs, desires, and conflicts to situate an agreeable solution (Mele et al., 2021). The integration principle for Diageo plc will only work if the company can find actionable solutions to both the internal and external conflicts while at the same time being able to ignore the unnecessary personal or individual drama. 

[bookmark: _Toc5][bookmark: _tyjcwt]Critical Evaluation of Behavioral Management Theory to Assess How Someone with Different Beliefs, Attitudes, And Values Might Interpret the Theory Differently
Proponents of the behavioural management approaches have identified the significance of the human aspect in the organisation and attributed greater importance to the role of beliefs, values, and attitudes in shaping workplace behaviours (Wright, 2019). According to Follet, the critical part of the manager is to capitalise on the employee attitudes, character, and values to bring about constructive changes in the organisation. Despite the overwhelming contributions of this theory to workplace behaviour and management, a person with different values, attitudes, and beliefs can perceive the behavioural model differently. 
For instance, the behavioural approach of management emphasises the relationship between employee satisfaction and productivity. Studies have pointed out that employee satisfaction is crucial in improving employee performance. Therefore, organisations that align their values to promote a workplace culture that fosters employee satisfaction will likely achieve greater productivity (Eddy-Spicer, 2023). Whereas this may be true to some extent, those who do not believe in the behavioural management model may question the credibility of this theory, arguing that such outcomes are founded on simplistic assertions, yet in reality, organisational performance is a complex affair that goes beyond mere behavioural phenomena. 
Additionally, employees seek to put themselves in a dependent state by aligning their beliefs, values, and attitudes with organisational behaviour. According to people who hold alternative views to the behavioural model, the dependent condition within which employees are kept allows them to remain immature permanently, even if it prevents them from going against the odds to achieve personal and organisational potential (Mele et al., 2021). In addition, the behavioural model tends to institutionalise a rigid structure in the organisation where certain norms and behaviours must be followed by everyone regardless of your reservations. This, therefore, compels employees to behave in an immature manner (Cerruti and Godoski, 2020). As a result, there is an incongruence between the organisational and personal goals, which organisation growth and development, instead causes poor workplace behaviour, which leads to failure, conflict, and frustration among the employees. 

[bookmark: _Toc6][bookmark: _dy6vkm]Recommendations with Valid Justifications
The covid-19 pandemic has significantly changed the ideal workplace environment. The crisis has overturned most working practices, and most global organisations, such as Diego, are increasingly adopting a model that allows employees to work from remote areas. As a result, there is an increase in the number of people working (Cerruti and Godoski, 2020). After realising the benefits of remote working, companies are moving fast to develop working-from-home policies geared towards helping employees have a global mindset. In addition, the above discussion has highlighted the importance of the behavioural approach to organisational management, which entails giving employees power or autonomy in their respective workplaces (Pyszczynski et al., 2021). However, there are significant changes that organisations can undertake regarding beliefs, attitudes, and value systems to address the changes of Covid-19 and create a more resilient work environment in the future. 
Most importantly, business organisations should embrace a hybrid model instead of exclusively relying on the conventional one. The pandemic has taught many organisations the benefit of having a more flexible work environment (Kar et al., 2023). Thus, the post-pandemic outcome is relatively straightforward for organisations: adopt a hybrid work model where a section of the employees is allowed to work outside the conventional office part-time. Of course, employees may crave clarity regarding what would be next regarding the work environment and new organisational culture with this model (Eddy-Spicer, 2023). This responsibility falls squarely on the shoulders of organisational leaders to develop a new set of value systems and beliefs and shape employees' attitudes towards embracing the new work structure. Research indicates that frequent and transparent communication, with managers playing a pivotal role, is essential to ensure that the organisational staff moves in this direction in unison. 
Another recommendation is that organisations should attempt to reimagine physical space and workplace behaviour. Post covid pandemic has all signs to indicate that future offices require business organisations to consider an altered layout and footprint which emanates from the hybrid framework (Kar et al., 2023). As personal work increasingly becomes more different, business organisations should ensure that the physical space and workplace behaviours are tuned to align with the objectives of the employees within the organisation (Huang and Farboudi Jahromi, 2021). Ideally, the pre-covid organisational model is a thing of the past, and new avenues for innovation, collaboration, and community building have set in. 

[bookmark: _Toc7][bookmark: _t3h5sf]Conclusion
The report aimed to examine how organisational beliefs, attitudes, and values systems impact workplace culture. Indeed, the researcher has established that these factors constitute what is commonly known as organisational culture, a set of norms and virtues that guide the day-to-day running of the organisation. In simple terms, the report affirmed that positive attitudes, values, or beliefs often promote productivity and employee engagement and ensure overall improvement of employee experience. On the contrary, a hostile culture will negatively affect productivity levels in the organisation, increase employee turnover rate, and lead to low motivation and employees feeling more disconnected from their workplace and work. This report adopted the behavioural management theory, which emphasises the human relations aspect of employee management. Furthermore, the report shows that the behavioural approach emphasises the need for the employer to accord more autonomy to the employees as this can positively influence their attitude towards embracing the desired organisational behaviour. 
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	REFLECTIVE PROFILE

 Name:

LinkedIn: 

	
	My learning style is the social (interpersonal) learning style. I have a solid social style because I communicate well with others regardless of their age and social background. I can effectively communicate verbally and non-verbally. Every day, I find myself in a space speaking to people, and they listen because I am always sensitive to their emotions, motivations, mood changes, and feelings. Because I interject to talk, I prefer listening keenly to others to understand their point of view before I can offer my opinion. In addition to that, I value learning in classes and groups. When I want to learn something faster and more effectively, I spend much time with my instructor while bouncing my thoughts off other individuals while listening to their responses. Working through problems, issues, and ideas with others not only makes me enjoy the discussions but also enables me to understand the root of the discussion clearly. 

As a social learner, I should focus on working with others as much as possible because learning by observing and listening to other people is incredibly self-fulfilling. I draw my motivation from Bandura's social learning theory which emphasises modelling, observing, and imitating other people's attitudes, behaviours, and emotional reactions. In this regard, I should embrace studying in class or groups because this enriches my learning. In addition, I also need to work on various visualisations and associations with others. When learning in a social setting, it is crucial to ensure that each group member in the class or anywhere completely understands the principles of the discussion to get quality responses on the discussion topic. Everybody is unique and hence bears different perspectives and creative styles. Therefore, the group can propose more varied as well as imaginative associations different from what I may have created as a person, and there is always a need to find synergy and be accommodative. 

https://www.learning-styles-online.com/

	
	My Belbin team roles are explorer executive and chairperson. Based on the suitability test that I conducted, I scored higher in the above roles, and it is clear that these outcomes reflect what I am and the role I play in a different group setting. This means that as an explorer, I am naturally an extrovert. Thus, I am cheerful and gregarious at the same time. Besides, I am very investigative, curious, and interested in understanding the nature of some things. Since I communicate and improvise with others, I barely have problems presenting my ideas or views to my team or developing new contacts. As a chairperson, I have a strong coordinating role, even as I tend to emphasise strict adherence to the rules and procedures.
In most cases, I try to bring and keep my team together, even as I always strive to share and communicate ideas with my team in an open-minded and respectful way. I also take on the organiser role as an executive. I am always eager and disciplined to ensure the job is done effectively to my satisfaction and that of others. Therefore, I am systematic, efficient, and practical in my work. In my workplace, I am always organised and diligent, even as I strive to embrace my team's ideas and turn them into practical plans and concrete actions that help the team and the company address the underlying challenges. 

https://www.123test.com/team-roles-test/

	
	My conflict style is Owl. That means I always want to provide the best long-term outcomes out of a conflict. In many cases, it is argued that this is the most challenging and time-consuming conflict style. However, I value the needs and desires of every party in the conflict, and I strongly advocate for a win-win solution so that every party leaves when satisfied with the resolutions reached. When addressing a particular conflict, especially within my leadership responsibilities, I allow the worrying parties to sit down together, talk through the issue, and negotiate the best possible solution for each party. I strongly desire to see the worrying parties preserve their relationships, and I always want the solution to impact the parties significantly. This implies that I have to explore solutions that not only meet the desires and needs of each party but also ensure that the solution is practical and achievable within the required time frame. Rather than attempting to strike a middle-ground solution, I focus on solutions that completely satisfy all the parties and end up being a win-win solution. 

http://highered.mheducation.com/sites/007040187x/student_view0/chapter11/self-assessment_11_4.html

	
	My leadership style is participative or democratic leadership. Based on this test, it is clear that I set parameters for my team at work and make the final decision after involving each of my team members. However, I actively and vigorously engage my team members in all the organisational processes. As a result, this leadership style has enabled me to establish positive relations and trust with my people, as they feel good and valued to be engaged in all of the organisation's decision-making processes. This means that I constantly set goals, guide my team members into discussions, and reserve the right to make the final decisions. Also, this implies that I constantly acknowledge that my team can possess valuable insights into the underlying process or problem. Thus, I actively consulted the team members. Hence I gained reliable and creative input that could have been lost if I had worked alone. Besides, my goal as a leader is to create a healthy debate and build a culture where people debate respectfully. This is key in managing differing opinions among the team members. However, this leadership style makes me feel overwhelmed in high-pressure situations that need a fast turnaround. Democratic leadership style is often slow and time-consuming when making decisions and unsuitable when there is a need to make urgent decisions. More so, it is always difficult to make better decisions, especially when engaging people who dislike conflict or disagreements. 

https://www.mindtools.com/pages/article/leadership-style-quiz.htm

	
	My DISC management style is clear thinking. This means that I have an intrinsic desire to be analytical and objective. Being objective and analytical is vital because it enables one to see a problem through a definite course of action, thereby assessing the capacity to address it before embarking on solving it. Besides, I love responding to logic rather than emotions. I clearly understand that sometimes we are carried away by emotions, which may be disastrous. Thus, I never let emotions dictate the kind of decisions I am making. Instead, I lean more toward logic or reason. Ultimately when entangled in a challenging situation, I apply logic together with empirical evidence, which is why I consider myself good at handling challenging technical assignments.

Lastly, I have a high affinity and inner drive to attain personal goals. In other words, I am self-motivated by putting all my goals on the calendar. Internal motivation should be supported by external motivation. Thus, one of the ways I achieve this is through setting target dates for achieving my personal goals. What it is I want to accomplish, I put it in a calendar. This allows me to focus all my energies on achieving that particular goal within the set targets. 

https://www.123test.com/disc-personality-test/

	
	My Myers Briggs style is thinking (T). This means that I am logical, objective, and rational in my thinking. In most instances, my actions and decisions are directed by my mind instead of my heart. Although many people often perceive me as lacking emotions, it is invalid. I like being more thoughtful and engaging my mind before making decisions since I don't like making mistakes. I still have emotions and am sensitive to my feelings and those of others, and only I do not prioritise feelings over my mind. Therefore, when I have to make the right decisions or partake in serious action, I hide my emotions or prevent them from surfacing to affect my ability to do what is right. I prefer using facts to decide rather than emotions. 

https://www.personalityperfect.com/16-personalities-test/

	
	My enneagram style is Enneagram Type 2 - The Helper. That means I am worthy in so far as I am helpful to others. When people get stuck, and I help, I feel some satisfaction. As a result, love for others is the best thing I possess. I also believe in selflessness and take pride in helping those who need my support. I am always involved in charitable activities, and I feel great when I am noticed and appreciated by people for what I am doing in society. For instance, I attend the birthday parties of everyone closest to me. When I am with others, I feel warm and emotional to some extent. I have learned to develop and care much about my relationships. As a result, I am always motivated and devoted to supporting and seeing my friends, family, and relatives achieve the best they can. In addition, I am always practical in every sense, and I thrive in assisting others at their lowest. For example, when I heard about the earthquake in Turkey recently, I was so disturbed, and I just wanted to get to the place to join other people in providing humanitarian support to the victims. I always feel bad when people suffer just because I cannot help. 
https://www.eclecticenergies.com/enneagram/test

	
	My EQ is 70. That means that I can identify my emotions. Based on this EQ test, I have effectively and inextricably connected my body and emotions. Therefore, I can locate my exact feelings in most cases since I pay attention to and easily recognise my body's physiological response to particular emotions. In addition, I can quickly identify, understand and utilise my feelings constructively to mitigate anxiety and stress, effectively communicate, and empathise with others who may be facing challenging situations. I also have strong self-management skills. This means I can effectively control or regulate impulsive behaviours and feelings, positively manage my emotions, follow through with particular comments, take responsibility and initiative, and quickly adapt to changing situations to thrive. Another area I thrive most is social awareness. At the moment, I am very good at recognising my emotions and how they can affect my thoughts and behaviours. In other words, I clearly understand my strengths and weaknesses and possess self-confidence, allowing me to make the right decision. 
https://testyourself.psychtests.com/testid/3979
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The Social (Interpersonal) Learning Style

If you have a strong social style, you communicate well with people, both verbally and
non-verbally. People listen to you or come to you for advice, and you are sensitive to
their motivations, feelings or moods. You listen well and understand other's views. You
may enjoy mentoring or counseling others.
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You understand that your emotions and your body are inextricably linked.
This allows you to identify exactly what you are feeling, at least in most
cases, because you pay attention to and recognize your body’s physiological
response to specific emotions.

Want to learn more?

Emotional intelligence is a multifaceted topic. More
important than knowing your overall score is
understanding where your strengths and limitations
lie. By purchasing the full results for this test, you
will gain a deeper understanding of your emotional
intelligence, will learn whether you accurately
perceive your abilities, and will be offered tips for
how to improve. For instance, you scored 88 on the
Self-Regard scale. Find out what this means right
now, and how you did on the other sections of the
test by ordering your full test report. Research
shows that good scores on EIQ tests predict first-
year college grades, success at work, and the
amount of distress experienced in reaction to
serious illness, among many other things.

view sample report





