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Executive Summary                                                                                                                                      
The many impacts of COVID-19 on employees and the working environment worldwide are overwhelming. This report will be based on research done in relation to organisational beliefs, attitudes and culture as well as its implications for the business and its employees. My examination and evaluation of relevant literatures will be focused on the importance of business continuity through the pandemic making it incumbent upon both employers and employees in reshaping the workplace to make workers feel comfortable and supported to effectively do their jobs. In addition, I will be examining the key management theories that can direct organizations to provide opportunities that will encourage and build relationships amongst employees so as to build emotional connection and bonding.                                                                                                                                                        The broad scope synopsis of this report will provide a combined approach for looking into the impacts of COVID-19 on the organisation and the roles and finally identify issues for recommendations then give insights to offer solutions.
About Bupa Global                                                                                                                                          This organisation was founded in 1947 in the UK with an initial number of 38,000 members. In 1971, Bupa global was established with more than1.2 million health providers to extend their health insurance to travellers internationally and has since then developed into a respected brand worldwide. Bupa provides premium international insurance cover to customers who want to access the healthcare anytime and anywhere they want it. The company’s strong 2019 revenue gains were largely the result of Bupa’s integration and segmentation strategies, which led to strong membership gains (Bupa, 2020).                                                                           
Bupa Global Mission:                                                                                                                                               Bupa  is dedicated to helping people achieve health and financial security by providing easy access to safe, cost‐effective, high‐quality health care and protecting their finances against health‐related risks (Bupa, 2020). Building on their heritage, Bupa will be a leader cooperating with doctors, hospitals, employers, patients, public officials and others to build a stronger and more effective health care system (Bupa, 2020).                                                                                                                                                                         Bupa’s Vision:                                                                                                                                                                                           To earn the distinction, financially and by reputation for being the preferred benefits company in all aspects of their business (Bupa, 2020). The company strives to be the industry leader by including the best ideas and perspectives available (Bupa, 2020). This in turn enables Bupa to develop the most relevant solutions for each of their markets.                                                                                                                                                                                                                                                                                      Bupa’s Strategy:                                                                                                                                                                          Bupa wants to be the industry leader in the diverse marketplace delivering best‐in‐class service to their customers and also be comfortable when doing business with their customers (Bupa, 2020).                                                                                                                                                                                                              To achieve this mission the company intend to:                                                                                                 1. Create innovative and tailored product and service solutions that will meet the unique needs of their customers (Bupa, 2020).                                                                                                                                                                               2. Develop a diverse supplier base reflecting their multicultural environment that supports innovative ways to deliver best‐in‐class services to them (Bupa, 2020).                                                                                                                          3. Build a workforce that fully understands the diverse communities where they do business (Bupa, 2020).                                    
4. Foster a culture of inclusion that grows a diverse talent pool and recognizes and rewards the contributions of every employee whilst allowing employees to do their best work (Bupa, 2020).
Management is a crucial part of the organisation because the ability of the business to achieve its goals is dependent on the management. Management is therefore perceived to be the hub of any organization. Management theories are therefore for these reasons important for the successful management and leadership roles especially as organizations have to face many challenges in recent times (Shaik, 2008). Knowledge and theories of management are basic requirements for meeting the challenges attributed to efficiency and economic uses of resources.
Scientific Theory                                                                                                                                                              Frederick Winslow Taylor developed this well known Scientific Management Theory also known as time and motion study in 1911. According to (Grey, 2005), Taylor’s research was one of the biggest events of the 19th century that focuses mainly on maximum productivity. This theory is the solution of the problem of all industrialists’ conflicts (Shaik, 2008). According to Taylor, the scientific management is the way out of the labour problem and he says in his book “Principles of Scientific Management” “A determinant effort in a way to alter the system of management, in order that the interests of the workmen and therefore the management should become the same” (Taylor, 1947). In late 19th century and early 20th century, the issue of raising productivity by using scientific technique and leaving extra movement during work were worked on by Taylor. This includes training of workers in order to perform better and division of work between management and workers. This is believed to enable each group to perform better therefore in other to increase efficiency; four principles were introduced by Taylor in his Scientific Management Theory. These principles were predicted to be applicable to all kinds of human activities from simple act of individual to complex functions of organization (Taylor, 1947).                                                                                                                                                             These four Principles of Management are:                                                                                                                      
1. It is expected to build up the "study of work". It intends to contemplate the job practically and discover the approaches to do it. To collect data that fits the time and movement and also attempt distinctive strategy to locate the best techniques (Schein, 2017).                                                                                                                                    2. New techniques need to be chosen and workers also need to be chosen and prepared logically as indicated by most ideal method of playing out that job. Different workers also need to be chosen for various roles and training should be given to them as indicated by their jobs in the organisation with the goal that every expert will be master in his work to perform better (Schein, 2017).                                                                                             3. Study of work needs to be coordinated and scientifically chosen and also prepare workers whose jobs match the new rules. It implies that those workers should be chosen by whose positions coordinate the new principles. Reward and payment need to be connected with the efficiency of each work. High motivators should be given to successful worker and the other way (Schein, 2017).                                                                                                                                 4. Division of both task and responsibility must be equally done between workers and management to finish task effectively and financially (Taylor, 1947). Taylor's work was valued by industrialists of that time. His standards are still practiced in most part of the world. As we notice, generally, workers are paid by their efficiency.
Contingency Theory                                                                                                      
According to Fred Fiedler, the theorist who developed the contingency theory, some leadership qualities helped in a certain crisis and so the leadership would need to change given the new set of circumstances. 
These following concepts were proposed by Fiedler's Contingency Theory:
1. Fiedler's Contingency Theory says there is no one best way to manage an organization (Schein, 2017).
2. Fiedler's Contingency Theory of leadership says that a leader must be able to identify which management style will help achieve the organization's goals in a particular situation (Schein, 2017). In view of this, the basic premise of Contingency Theory is that there is no one best way to lead an organization. There are too many external and internal constraints that will alter what really is the best way to lead in a given situation i.e. it all depends upon the situation at hand as to what will be the best course of action. Furthermore, the theory explained that organizational effectiveness must depend on a fit or match between the type of technology, environmental instability as well as the size of the organization, so also the features of the organizational structure and its information system.
Human Relations Theory                                                                                                          
Elton Mayo, an Australian born psychologist and organizational theorist in 1920 began his research on the behaviour of people in groups and how it affects individuals in the workplace. Before this theory, according to Layman and Gregory (2014), Taylorism, which is the scientific theory or the application of science in the workplace to improve productivity, viewed individuals as machines that could work in unethical or unrealistic environments. Mayo in contrast popularized the idea of the social person, meaning organizations should treat people as individuals but not machines with individual needs. The human relations management theory is a researched belief that people desire to be part of a supportive team that facilitates development and growth. Therefore, if employees receive special attention and are encouraged to participate, they perceive their work as having significance and are motivated to be more productive, resulting in high-quality work. The results of Mayo's Hawthorne studies showed that relationships are the most influential factor in productivity. The researchers realized productivity increased due to relationships and supportive groups where each employee's work had a significant effect on the team output. As a side result, the attention the workers received from the researchers increased their motivation and productivity. This theory of human relations has five basic needs; these are physiological, safety, love, esteem and self-actualization. These factors are the motivators in an employee's work values to ensure the most important of these individual needs are met. The human relations theory recognises that employees are motivated to perform better if they feel that their organisations value them.                                                                       
Application of Theories to Bupa Group                                                        
Social Distancing                                                                                                                                       
Bupa Group is adopting social distancing measures as much it can by stopping non-essential contact with others.  There are modalities set up by Bupa Group in making sure that social distancing is best practiced among its workforce to combat the spread of Covid19 including; 
1. Maintaining social distance within the work environment where possible.  
2. Where the social distancing guidelines cannot be followed in full in relation to a particular activity, all work activities are redesigned to maintain a 2m distance or 1.5m with risk mitigations where 2m is not viable.
The mitigating actions provided by Bupa Group include:  
1. Hand washing as well as increasing surface cleaning frequency   
2. Keeping the time involved in all activities as short as possible  
3. Separating people from each other using screens or barriers
4.  Using back to back or side to side working rather than face to face where possible
5.  Reducing the number of people each person has contact with in making sure that each person works with only a few others
6. Applying social distancing to all entrances and exits, break rooms, canteens and similar settings (Abouk & Heydari, 2020) 
Managing Social Distancing
In order to improve productivity at workplace when working in unethical or unrealistic environments according to Human Relations Theory Bupa Group is using all methods to facilitate adherence to social isolation measures by a prepared and communicated support system to ensure that essential services and supplies are provided. It encourages contact with the workers using other networks via internet-based communications systems, social media and phone as a means of monitoring the mental well-being of its workers. Furthermore, Bupa Group practically and operationally set up its offices to go along with Covid-19 regulations. This is by setting up the workers’ desks in accordance with social distancing guidelines.
1. One Direction Seating                                                                                                                                                   To ensure social distancing at workplaces in the first place, plans were mapped out by Bupa Group where 1.5 metre social distancing is required from each desk. Each desk will also face the same direction to ensure better airflow for individuals. Though it is expected that not everyone will want to come back to the office immediately however this is at the company's advantage spreading workers throughout the building.  
2. Spread out Days                                                                                                                                                     Bupa Group has also mapped out modalities for when the situation begin to stabilize i.e., when more and more workers will start to return to the office. Desks will be spread out and arranged in such a way that every worker will still face the same direction but spread across different days of the week. While some workers will work Mondays and Wednesdays in the office, others will work Tuesdays and Thursdays.   
3. Partitioned Face to Face Desks                                                                                                                      Bupa Group is also setting its workers desks facing each other but at a social distance of 1.5 metre although with plastic dividers between the desks with the aim of preventing the spread of Covid-19. This model according to Bupa Group will give room to a much higher occupancy as required in the later phases of the Covid-19 crisis.                                                                             
Monitoring Workers                                                                                           
In order to build an effective and sustainable morale and engagement, Bupa Group is making sure that team members feel included, safe to learn, safe to contribute and marginalized in some way even under conditions of isolation. Bupa is able to create and sustain these conditions  so as to allow those isolated to continue to perform and contribute and perhaps most importantly at a time like this to show humanity to its entire work force in line with Human relations theory.  There is no doubt that many workers will be feeling extremely anxious and fearful due to current circumstances. For many workers, this will be the first time they have had to work away from the office and this may contribute to feelings of unease. Bupa Group ensured the safety of its staffs that are prepared to work from home.                                                                                                                          
Keep Staff Safe                                                                                                                                  
By law, safety of their home working staff is paramount and to ensure that workers have a safe environment to work from. To mitigate the risks in workers’ homes may be difficult especially if the company employs hundreds of staffs but Bupa Group provides the followings for its workers: 
1. An in-depth training on personal safety and training are provided for its workers to be able to carry out full risk assessments on their working environments 
2. Home workers are encouraged to modify their workspaces in line with recommendations from the HSE. Bupa always try to do their best to solve any issues, once any risks have been identified in an employee’s home. This is done by providing workers with essential equipment they will need while working at home. There is also a provision of working app or device to ensure that workers have a way to signal for help if an accident happens. These apps create a great way to monitor the safety of workers remotely. It also helps to monitor workers’ location via GPS for their safety.  If a worker finds themselves in a dangerous situation, they can trigger an alert to a member of staff or an external monitor and emergency services can be quickly dispatched to their location. (D’souza & Dowdy, 2020)                                                   
Regular Communication                                                                                                     
Regular communication with workers working from home is made important by Bupa Group. This is done over the phone through instant messaging or on a video call. The company makes it a priority in checking in with its workers as a good way to find out how they are coping with the adjustments. This will enable the workers the opportunity to discuss any concerns or worries to their superiors. It will also give the company the opportunity to communicate any changes happening within the company and to keep workers up-to-date with event in the company.                                                                                                        
Support and Advice                                                                                                             
The company also ensures that staffs have access to the necessary support and advice which is very important especially when working from home. Helpful guides that detail who staff should contact are prepared if they have any concerns and also provides them with practical tips on home working. All these are being done to ensure that workers are well equipped for a long period away from the office.                                                                                                According to Gartner (2020), “Social distancing might impact an organization’s culture and its employees’ productivity and engagement. But taking preventive steps to address these implications by developing an effective employee communication plan and enabling managers to handle employee needs and responses will help minimize the impacts”
Critical evaluation of theories to assess beliefs, attitudes and values                                                                                                                                                  
 Culture and values have a major influence on an organization's success, according to Schein (2017). This is the activity that can not only be believed but as far as success is concerned, it has both positive and negative consequences since it includes every organization.  The basic goals of this report are to create the relation between an organization's competitive culture and beliefs and also to investigate the effect of consensus culture on an organization's results.                                                                                                                                   Fundamental principles for the theory of scientific management as highlighted by Taylor in his various works say, firstly, the education of the true science of management in every field of employment so that it is easy to decide the method of success for each job. He suggests that, in order to sustain the present and further development of both the employee and the employer, a reasonable view of the notion of science in the field of management should be raised. However, it emphasized that, unlike other leadership theories such as bureaucracy, the worker should always be treated in a 
cooperative manner. Then in his entire output, only the employer should expect any imaginative results from the former. Secondly, the author articulates scientifically on the selection of staff and employees 
Justify this theory by satisfying that the duties will be properly assigned to employees. 
To put it differently, the most appropriate tasks must be assigned to each of the employees and they are responsible for executing them. The option will be in a theoretical sense and will vary from other competing hypotheses as a result. Thirdly, there is a focus on science education and the advancement of workers.
It is important, according to Taylor, to have a grip or support system for better training and employee growth.The author suggested, in a broad sense, that the physical and mental development of the worker must always be prioritized. Intimate friendly cooperation between the employee and the employer is the final component of the theory. This idea is closely connected to the employees' wellbeing and relationships with his 
boss since both the employee and the  employer must be cooperative.
How a person may emphatically view scientific theory harsh and insensitive                         

A Muslim will be used as a case study here. As a Muslim worker, the absence of a relationship with God makes it contrary to the Islamic notion of an ideal process of administration.That is, although the thinker conceptualized an intimate relationship and partnership with the worker, he neglected the other end of the hierarchy with regard to the relationship between faith and
confidence in God.                                                                                               
Review on Scientific Management Theory as a Muslim.                                                                 Islamic ideals and moral dimensions are instilled in sovereignty, human rights, protection of life, laws of 
state, government and administration, rights of states over people, administration of justice, problems of 
international affairs and principles of negotiation.(Shuriye and Adam, 2009).                                                                                                         The safety and protection of the employees is critical for the smooth operations of the competitiveness of every organisation well as the imagination in terms of their job opportunity. In this sense, the negotiation component of Islam contrasts with the theory.   In the area of administration, the leader is responsible for consulting his followers if a decision is to be taken. This is to prevent any future disparities among the duo. One of the characteristics of an ideal leader which is negotiation, as God has admonished his messenger according to the Quran to consult his followers in matters (Potrafke, 2012).
Another issue which lies in this specific theory is exploitation. Workers often believe like they are being 
abused because their output does not give them the proper share of risingprofits. Wages do not increase in proportion as production increases. Payment of salaries induces confusion and vulnerability in them, i.e. there 
is no assurance of increasing their  wages without a standard result. This is in contrast to the Islamic principle of paying the employee a fair wage before his sweats drain out of his body.The employer shall follow the constructive manner of allowing fairness in wages according to the right of every worker. Otherwise, the worker's ethics and values will be ignored. 
This idea stemmed from the prophetic practice of the Quran as it was stated that 'Pay the salaries of those who work for you as soon as they have finished their work, even before their sweat dries (Shuriye and Adam, 2009).                                                                                                                      
This type of situation is referred to as injustice in an Islamic view because equal opportunities lack between employees. The concept of justice is playing a key role in assuring that the workers are being treated with equal opportunity to everyone as an organizational member. As emphasized by the Quran, the act of practicing justice is human action including administrative matters; all human beings have the right to get justice from the authority regardless of ethnicity or religion as emphasised by Al-Buraey (2018) and this is viewed as a normal social practice in Islamic way of life.
Considering contingency theory, people might accept new workplace changes due to COVID-19.                                                                                                                                               As it has been discussed earlier, the theory of contingency is an approach to the study of organizational behaviour that describes how contingency factors such as technology, culture and the external environment impact the organization's design and work. According to Pearce & Sims (2010), the basis underlying the principle of contingency is that no particular form of organizational structure is equally applicable to all organizations.  Instead, organizational effectiveness depends on the fit or match between the type of technology, the uncertainty of the setting, the organization's size, the organizational structure features and its information system.                                                                                                                  In reality, no business or industry was untouched by COVID 19 outbreak, many individuals had to make drastic changes to their daily lives, including how they work, either hours, venue, or even being able to do their job at all, at a relatively short notice. Nobody knows how long this situation will last, but according to Ahmad (2020), it's obvious that the effect will be felt for years to come. The effects of COVID 19 on employees and workplaces worldwide have been overwhelming. Although typical work routines were suddenly disrupted by COVID19, it also triggered an acceleration of 
developments that were already underway involving work transfer to online or virtual environments. 
In considering research on activities such as Work From Home (WFM), a number of social  and economic costs of the pandemic for people, including those who have lost employment as well as those who remain working, are also likely to be a key difference. WFH allows the reorganization of 
work spaces in this covid-19 in other to ensure distance between workers. According to Gentilini & Dale (2020), this has hampered social relations and in turn has adversely affected the mental and physical health of employees.
The COVID19 pandemic sparked a major shift to remote work within just a few weeks earlier this year 
such that could transform the workplace from the way it used to be for what it is now forever. 
Many large corporations are urging workers to work from home for months to come while some businesses are making plans to shift some of their workers to remote work permanently.
In terms of maintaining corporate culture and values, this would adversely impact what makes workplace life meaningful for many employees.
Recommendation          
In order to continue to gain insights into cultural differences in social values, natural cultural principles and operations can come in various ways, studies and guidelines are required to establish an indigenous approach to develop a detailed and thorough understanding of the various aspects of cultural impact as explained by Van Bavel et al, (2020), in addition to this aspect and values, other characteristics of a country, such as, economic, geopolitical and historical factors also play an important role in shaping the actions of workers and should also be taken into account. As culture can be articulated at various levels, suggestions should be made to explore how national, regional, professional and organizational cultures communicate with one another in shaping the coping and career management strategies of employees in order to follow a multi-level approach. National culture and values, however, are often regarded as a relatively stable factor, but changes are 
subjective.
The purpose of this recommendation is also to outline some key suggestions employers should consider in order to support their employees in these challenging times. Now that the COVID-19 pandemic and the individual and collective actions aiming to cope with this crisis may lead to significant changes to attitudes which is an important question that needs to be answered through a lot of recommendations.                                                                                    
1. Work From Home (WFH): Employees can create routines that allow changes in the absence of commuting to manage the boundaries between work and home while working from home due to the COVID 19 pandemic.Organizations should implement and foster confidence-enhancing routines while being attentive to the expense of increased surveillance.
2. Virtual Teams: In order to handle them efficiently, team member’s needs to pay attention to the structure and essence of contact flows. To allow emotional relations and bonding to continue among team members, organizations should provide opportunities for non-task interactions between employees.                                 
3. Inequality: Organizations need to reduce inequalities by reducing selection biases in favour of the demographically privileged and taking action to prevent further negative inequity of pay and benefits.
4. Social Distancing and Loneliness: HR communications should acknowledge the risk of workplace loneliness and the value of social connections as part of broader employee wellness programming. Organizations should identify and implement policies and interventions to support social connections among employees.
5. Race and Ethnicity: Employers need to create an environment where all employees including racial and ethnic minorities will realize how they can contribute to the organization’s goals.
6. Cultural Differences : Employers need to understand how to be flexible regarding social norms, knowing when to act and what to do to balance up when cultural issues arise at work to offer protection and as well facilitate creativity and innovation.
Staff Wellbeing: Unpredictable work conditions create additional pressure and demand on employees, fuelling anxiety, morale and retention issues. Employers should establish programs that promote employee well-being by having a significant role to play in helping their employees thrive in this new working environment. 
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