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1. Executive Summary                                                                                         This report is going to talk about Boohoo.com. It will try and answer the assignment question. The report will give brief introduction to Boohoo, a brief introduction to the key management theories that will be underpinned in this report and there will be application of the theories as they relate to Boohoo. The report will talk about Beliefs, Attitudes and Values of Boohoo, give a critical evaluation of the theories to assess how someone with different beliefs, attitudes and values might interpret the theories differently. The report will also look at tailoring workplace changes for the post-COVID mindset to tackle the challenges we face now and create more resilient businesses in the future, make recommendations to Boohoo and a conclusion to the report.           
2. Introduction
The main aim of writing this report is an attempt to answer the two issues asked in the cover page of this assignment under the Assignment Title which say “How do organisational beliefs, attitudes and value systems affect workplace behaviour? Also, how will tailoring workplace changes for the post-COVID mindset tackle the challenges we face now, and create more resilient businesses in the future?” The organisation chosen to write about in this report is Boohoo.com otherwise simply known as Boohoo. It is one of the largest “online-only” clothing fashion stores in the UK. According to the ‘Scotsman.com’ newspaper, Boohoo was established in 2006 by businessman Mahmud Kamani and joint CEO and designer Carol Kane. Kamani saw an opportunity in the online market and had a strategy to buy and sell fashionable clothes cheaply, directly to the public and cutting out the middleman. The fashion industry in the UK is estimated to be in excess of £35 billion. The justification for choosing to write about this organisation is for the simple reason that the author of this report has a cousin sister who worked for it. There is further justification to write about Boohoo because it has been in news for paying “slavery wages” through its supply chain factories in Leicester and assertions by environment campaigners of damage to the environment as a result of its obsession with “fast fashion”. Fast fashion is defined as “…the term used to describe clothing designs that move quickly from catwalk to stores to take advantage of trends.” (Investopedia.com).
3. The key management theories
The following key management theories will be underpinned in this report; Critical Thinking, Scientific Management, Professor Edward De Bono’s 6 “Thinking Hats” and the Human Resources Approach involving the Scanlon Plan and Just in Time Production System (JIT). These theories will first be prefaced by a look at developing Critical Thinking so that the theories will be more impactful when applied in the context of Boohoo.
4. Application of the key theories to Boohoo.
Critical thinking helps to solve problems both at the individual, business and any organisation of human endeavour. The three stages of critical thinking are the existence of a problem, the thinking or brainstorming of options for possible solution and the solution itself. “Critical thinking is a cognitive activity, associated with using the mind. Learning to think in critically, analytical and evaluative ways mean using mental processes such as attention, categorisation, selection, and judgement”, (Cottrell, 2005, p.2)    
On the other hand, critical thinking has been given a different definition saying that “Critical thinking means actively setting out to understand what is really going on, by carefully evaluating information, ideas and arguments- and thinking carefully about the process of thinking itself”, (Chatfield, 2018, p.16) This means that the mind has to be trained to think in a certain way before embarking on the application of the said theories. Critical thinking is a process that takes time to understand it. As a process, Chatfield came up with what he called the “The Ten Commandments of Critical Thinking”, (Chatfield, 2018, p.283). Some of these commandments are:                   (a) The need to not to rush to make decisions.                                                           (b) Create a conducive environment for critical thinking such as taking time out to go to a quiet place and brainstorm as a group or team building exercise.                                                                                 (b) Take your time to consider the issues at hand otherwise there is wisdom in being silent until such time that one is ready to talk.                                                             (c) Limitations. No one knows everything and sometimes it is proper to for one to say that they do not know the answer.                                                                              (d) It is possible that all the ideas put on the table may not be the best to solve the problem.                                                                                                            Chatfield went on to suggest that critical thinking rests on a bedrock of “scepticism” and “objectivity”. Scepticism means not accepting things as they are presented in any form by asking questions and seeking to understand the arguments, assumptions and evidence given. Objectivity is inward looking from outside and detaching oneself from any form of bias conscious or unconscious. Critical thinking has many benefits to the person or persons practising it. Some of the benefits are: The skill to find out what other people’s opinions are on any given subject, to be able measure the information shared by someone, to have the ability to scrutinise other points raised, to be able to think on one’s feet and be able to deliver a convincing viewpoint. (Cottrell, 2005, p.4). Critical thinking helps an organisation to solve problems, to discover some underlying truths as well as to communicate clearly and without ambiguity. Having looked at critical thinking it is time attention is paid to the other theories that may help Boohoo to turn around its operations.                                                                                                                The theory of Scientific Management is attributed to Frederick Winslow Taylor (1856-1915). Taylor was a mechanical engineer and he worked in the steel industry in Philadelphia, USA. He observed that the management did not exercise control over the way the workers undertook their duties. Taylor concluded that “Foreman”, as supervisors were known at the time, played a vital role in the organisation. (Anderton, 2003, pp.149-151). The foreman recruited and fired workers; he had the responsibility to decide how the work was arranged on the shop floor as well as other issues such as taking breaks. The role of the foreman or in the context of the current situation, supervisor is still the same as in Taylor’s America. For example, the author of this report worked as a Warehouse Operative at Yodel in Loughborough, Leicestershire. Yodel is a transport logistics company running warehouses in the UK as well as operating trucks and vans delivering goods mostly bought online. Night shifts were dedicated to sorting out goods received from at least twenty-two heavy duty trucks. The goods were loaded onto conveyer belts from the truck trailer into the warehouse where the warehouse operatives would be sorting out the goods according to the allocated post codes. The supervisor played a vital role in the moving and handling of the goods in liaison with the truck drivers, staffing issues, controlling the speed of the conveyer belt depending on the work load as well as supervising the waiting van drivers. This scenario was the same at such companies as Parcel Force, Royal Mail and DPD. Most of the training was done on the job with new employees learning from the older employees. According to Taylor, the employees had no standards to follow when executing their tasks and each employee worked to the barest minimum or “natural soldiering”. Taylor also observed that soldiering could become “systematic soldiering” which means a group of workers could engage in this tactic just to please management when in actual fact they were working below par. Taylor came up with improvement objectives and these were that scientific management would boost the performance of the organisation as each employee would produce more work and do away with soldiering. It would enable management to forecast the performance of each employee through the division of labour. Division of labour would envisage that an employee would learn a task and specialise in that task only before handing over to the next person who would have specialised in that task. The division of labour gave rise to the assembly line concept, whereby at each stage in the production process, different employees would perform different specialised tasks until the end result was a product ready to be sold.                                     
Finally, scientific management would enable management to take charge of the performance of employees by enforcing discipline at the workplace. This would mean that management would establish a chain of command and introduce policies and procedures for performing the tasks allocated to each employee.
Taylor went on to suggest that management could choose a number of steady workers, give them tasks and take note of how long it would take the chosen group of workers to complete the tasks. After that process, management could adjust the equipment in order to see if the performance was increased. He further suggested that management observe and take note of bodily movements of arms and legs whilst they were performing the tasks. Taylor suggested that the results of this exercise was to be considered as the norm for performing those particular tasks. “It is only through enforced standardisation of methods, enforced adoption of the best implements and working conditions, and enforced cooperation that this faster work can be assured. The duty of enforcing the adoption of standards and enforcing this cooperation rests with the management alone”, Taylor wrote. Henry Ford was the first to use mass production methods at his automobile plants in America. A new concept of Time and Motion study was born out this study. Taylorism, as Taylor’s scientific management of work came to be known, was resented by workers and widely accepted by management worldwide. Some criticisms of Taylorism were that: (a) It favoured the employer.                                                                                       (b) That the essence of work was lost.                                                                        (c) Workers were reduced to mere “cogs in the machines”.                                       (d) The workers no longer felt that they belonged to society anymore.                                                                (e) There were some who felt that the environment was not given prominence.         (f) Taylor is accused of giving birth to trade unionism. This point is debatable as to whether it is a fair criticism or a credit to Taylorism.                                                     In spite of these criticisms, Taylor is regarded widely as the “father of scientific management”.                                                                                                     Boohoo can adopt scientific management in its operations as it has many benefits such as saving money across the group companies. Scientific Management is used in many organisations today as it increases productivity for Boohoo and fair remuneration to the employees. Another theory that Boohoo can apply is that of Professor Edward De Bono.                                                                                      The Six ‘Thinking Hats’ of De Bono are a very useful theory that can be used in an organisation successfully. By adopting this theory, De Bono suggested that it is “a disciplined process” represented by each of the six thinking hats. This theory is there to assist participants to engage in critical thinking and the organisation benefits financially through the Return On Investments (ROI). The first hat is white. When one is wearing this hat, they will need to concentrate on the information available and see if there are opportunities to learn. Use past information to build a pattern.                  The person wearing the red hat will need to look at challenges and react in the way they have to and have the emotional intelligence to predict what other employees may not have an idea of what one is thinking when they put forward a suggestion. Looking on the downside of a position chosen is the employee wearing the black hat. Scepticism and pessimism are the hallmarks of the black hat.                                This means the employee will be cautious of anything put forward and therefore will try to prepare a contingent plan, just in case things do not work out well. The yellow hat is the opposite of the black hat. It is the engine room of the organisation as it looks on the bright side. All the good and impactful team work as well as decisions are kept at the fore front of the organisation.                                                            The green hat represents innovation, thinking out of the box mentality, realisation of problem-solving abilities and the free flow of many ideas to move the organisation forward. There are no limits with the green hat.   The last hat, the blue hat is reserved for those who are in management who can exercise a degree of control of the processes, chair meetings or direct issues back to the appropriate hat for further action. Boohoo can adopt De Bono’s 6 thinking hats and the results will be staggering. Bono’s 6 ‘Thinking hats’ are basically a figure of speech. Team members can swap hats from one meeting to another so that each can have a different perspective until they have all gone through the 6 thinking hats. The next theory to be considered is that of the Scanlon Plan.                                                                     The objective behind the Scanlon Plan was that if the organisation would take on board the ideas and proposals put forward by the employees and then reward them for their suggestions, the organisation would increase productivity and the employees would be assured of steady employment. The procedures to be followed by this plan are;                                                                                                                              (a) Workers give suggestions to the departmental committee.                                   (b) The suggestions offer options to improve productivity.                                          (c) The department committee will escalate the suggestions to a screening committee.                                                                                                                  (d) The screening committee is composed of members of the workers and management.                                                                                                              (e) The screening committee sits to review the suggestions and crafts ways to improve productivity.                                                                                                    (f) The screening periodically monitors the performance and calculates the bonus to be paid to employees as their share of the increased productivity. The Screening committee will use some ratios of the labour cost as a proportion of sales value of production. The actual bonus to be paid will depend on the costs below and agreed cut-off point. 
The Production Committee will be formed in the large departments and is then tasked to run with the suggestions made by the workers by implementing the suggestions.                                                                                                              The Screening Committee which is composed of the local management and representatives of the workers numbering between eight to twelve members. The monthly bonus is reviewed by the Screening Committee, considers the challenges being facing in production and the suggestions.                                                       The purpose of the Scanlon Plan is to achieve two goals, and these are: (a) To ensure a stable environment between labour and management in an otherwise highly charged atmosphere. (b) When employees’ suggestions and ideas are taken onboard in the organisation’s decision-making process, their goals and that of the management will converge and this would create a win-win situation for both parties. Boohoo is encouraged to adopt this theory and apply it in its operations. Employees need three things in order to be comfortable at the workplace. These are the need for recognition, social interactions with each other as employees like all humans are social animals and the need for individual achievement. Once this is done, employees will feel motivated to work hard and increase productivity. The last Human Relations Approach theory to be considered in this report is JIT.     JIT was popularised by the Toyota Motor Company in its worldwide operations. There are three things that need to be done in business at the same time according to the architects of this production method. Reduce costs and make the Customer Price “Cheaper”. Reduce Lead Time and make production “Faster”. Improve Quality and make “Better” products. This production system is a stock management system. It uses Kanban which is a pull or demand way working in the form of cards palettes, boxes or bins. The use of Kanban in JIT is to reduce costs.” The concept of producing or conveying only those units needed, just when they are needed, in just the amount needed, at all stages of production.” (Toyota Motor Company). This theory is not recommended for use by Boohoo as it has some drawbacks. Some of these drawbacks are that the production and supply side to be synchronised perfectly and it calls for heavy investment in technology to run the system. When there are global supply disruptions for example the blockage of the Suez Canal in Egypt.
The Suez Canal was blocked by the ‘Ever Given’ container ship for six days in March 2021. This disrupted traffic on the strategic waterway on both sides of the blockage causing supply chain headaches throughout the whole world. JIT cannot benefit from the economies of scale on account of the small orders required at any given time and cannot be used to process large orders as the system is not designed for such quantities. “The additional shipping and delivery charges that accompany more frequent ordering can also have an important impact on the bottom line, as well as the environment.” (Investopedia.com). The beliefs, attitudes and values of Boohoo will be considered next 
5.0 Beliefs, Attitudes and Values of Boohoo                                                            A belief can be defined as showing respect for something. Acceptance for who we are and open to new ideas. (Anderson & De Silva, 2009)                                                                                                           An attitude can be positive thinking, good team working, paying attention to detail and the willingness to help each other in the family or community. Values are what is important to people or organisation. The belief that everybody has something to contribute to the company. Good customer service can be a value to an organisation. (Anderson & De Silva, 2009).                                                                                                  Boohoo have both marketing and operational beliefs, attitudes and values as extracted from their Annual Report of 2021. Some of these are: believing in themselves as individuals and as the company. Style never sleeps neither do Boohoo. Make fashion accessible and fun. “…do not take life seriously”. As the old saying goes Boohoo “believe it is better to give than to receive” when it comes to their charitable activities. They believe in making clothes from recycled materials will not harm the environment. Boohoo state their business principles as to “…operate responsibly towards customers, employees and partners-and in a sustainable way to reduce environmental impact. Lastly, Boohoo “Brand’s Core values are given as fun, fashion, social and inclusive”. These beliefs, attitude and values can lead to increased productivity and performance for Boohoo. When employees are highly motivated, being recognised for their contributions and respected as individuals, they contribute immensely to the success of the company. 
6. Critical evaluation of the theory or theories to assess how someone with different beliefs, attitudes and values might interpret the theory differently.  The theories considered in this report are Critical Thinking, Scientific Management, De Bono’s 6 Thinking Hats and Human Relations Approach- Scanlon and JIT. These theories will be dealt with in turn.  Critical Thinking is a valuable skill for anyone looking to solve problems, to find the truth and to engage in meaningful communication. This theory covers a very wide area and for someone with different beliefs, attitudes and values can present their own interpretation as long as they can support it with compelling evidence, that is allowed. Scepticism and Objectivity are the hallmarks of critical thinking. It is good to have someone with different beliefs, attitudes and values in a team as this helps the team to identify strengths and weaknesses in the theory, to weigh one point against another and to come up with the best option for the organisation.                                                                  Scientific Management theories are there to increase productivity. If someone gives a different interpretation to these theories, as long as they can justify scientifically their thinking supported, nobody can object to the alternative options as long as they help the organisation to move forward. De Bono’s 6 Thinking Hats gives a perfect platform for someone with different beliefs, attitudes and values to interpret the theory in their own way as they will at one point or another don a different hat until they complete the 6 thinking hats.                                                                                                    The Scanlon Plan as stated above offers a win-win situation to employees and management. If there is someone with different views, then can put their arguments across and support them with evidence for others to consider. Depending on the interpretation made it is always prudent to test the alternative(s) being proposed. The JIT has criticisms that have been considered above. Someone with a different approach can come up with their own interpretation which is commendable provided that it makes the teams move in the right direction. This should be encouraged in furtherance of critical thinking skills which may take the form of interpreting, questioning, analysing and reasoning.   
7. Tailoring workplace changes for the post-COVID mindset to tackle the challenges we face now and create more resilient businesses in the future.      In their very impactful article in the ‘Work Design Magazine’ the authors Kristin Cerutti and Laura Grodoski came up Five post-COVID behaviours that they foresaw reshaping the workplace. “Sustained periods of hardship are known to change human psychology and behaviour, sometimes permanently”. (workdesign.com). The five post-Covid behaviours are given below.                                                                1. When people return to their offices, they will be worried about issues such as social distancing, the cleanliness of their environment and the way they interact with other work colleagues. There will be need to rely on new cleaning products with little contact and “touchless technology” will be in high demand. The usual open plan office set-up will need to be revamped so that employees have some privacy in a cubicle of their own while maintaining social distancing from the nearby colleagues. Careful planning of movement of staff will needs to be done so that there is adequate signage to show direction staff should follow so that there is no congestion. Another issue that requires attention are high traffic areas such as staff canteens and kitchens. These areas need clear signs to show staff how to navigate the premises. The article also suggested the installation of ergonomic furniture made of copper because of its properties to kill viruses.                                                                        2. Personal safety was highlighted as an issue that worried employees. When the employees return to the offices their fears should be taken on board when planning for such things as new communication methods for the new normal. Once again clear signage plays an important part to convey the messages internally. On an individual basis employees would need to be in control of such things as light, temperature and comfortable seating.   3. Mental health and well-being of employees is one area that was highlighted as requiring urgent attention. Employers would do well to plan to invest in things such gyms, therapy sessions and helping staff facing personal crises in their personal lives.    4. Adopting social distancing in a common room with facilities to communicate via video calls or other means of communicating with colleagues and interact would go a long way in bringing the staff together.  5. Adjusting the way employees work is the last habit and behaviour that was suggested. Flexible working has become the new normal post-COVID as this allows employees to work from home and take care of their families. Some companies are adopting a hybrid approach whereby employees can work certain days per week at home and then spend some days working from home. It would be incumbent upon the employers to invest is fast technology to facilitate easy communication.                             For creating more resilient businesses in the future, it is necessary to continue to adopt the suggested Five post-COVID behaviours and attitudes above, plan for continuous improvement and invest in the right technology, keep abreast of developments and last but not least follow in the footsteps of the great companies and organisations that have been in existence for centuries but sticking to the core founding principles. “Progress is impossible without change, and those who cannot change their minds cannot change anything.” George Bernard Shaw. It is necessary also to keep progressing and innovating into the future. “It is consistency of principle…that gives us direction…. [Certain principles] have been characteristics of P&G ever since our founding in 1837. While Procter & Gamble is oriented to progress and growth, it is vital that employees understand that the company is not only concerned with results, but how the results are obtained”. Ed Harness, Former President Procter & Gamble. (Collins, J.C. and Porras, J.I., 1998 p.80). Yet another of the long and enduring businesses from the USA went on to say this “You can’t just keep doing what works one, because everything around you is always changing. To succeed, you have to stay out in front of that change”. Sam Walton (Collins, J.C. and Porras, J.I., 1998 p.81). 
8. Recommendations with valid justifications based on the answer and critique for specific organisational changes post-COVID mindset regarding the beliefs, attitudes and value systems that may help the organisation from now to the future.                                                                                                                         (a) Boohoo should consider working with its employees to improve workplace environments.                                                                                                             (b) The company should take measures to continuously improve workplace safety. (c) Issues of employee mental health should be addressed as a matter of urgency. (d) Boohoo should consider improving communication between employees working from home and those at the office by investing in appropriate technology.                (e) The company should keep planning to improve the open-plan office set-up so that employees have control over amenities such as lighting, temperature and comfort. (g) Boohoo should stick to its founding principles to ensure that it remains in business for a long time in the future.     
9. Conclusion                                                                                                              To conclude this report, it is prudent to look at what this report covered. It covered a brief introduction of Boohoo.com, a brief introduction to the key management theories to be underpinned in this report, the application of the key management theories as they relate to Boohoo and Beliefs, Attitudes and Values of Boohoo. The report went on to look at critical evaluation of the theories to assess how someone with a different mindset might interpret the theories differently. The report attempted to answer the assignment question as truthfully as possible and went on to suggest by way of recommendations the changes that might be necessary given the post-COVID scenarios. The report recommended among other things that Boohoo can progress to the future confidently when they stick to their founding principles as they emulate the longstanding organisations in the USA.
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