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Executive Summary
The COVID-19 has redefined how people relate to each other and the setting. If we compare this year to March 2020, face masks have become a need. People have second thoughts in grocery stores, malls, and even roads. The pandemic has changed human behaviour and psychology, so mitigation entails coordinated behavioural change to triumph. As employees return to work at Mark & Spencer, it must be expected that most of them may have adapted to working from home and social distancing to bring a new set of unconscious responses, expectations, and concerns to conditions that appeared to be all right in the past. Therefore, this report focuses on the impact of the organisation, such as Mark & Spencer’s beliefs, attitudes, and value systems, on office behaviour. It also focuses on tailoring changes in the office for the post-COVID perspective to handle the challenges employees experience currently and creating more resilient businesses in the future. This is an important topic to continue business through the crisis, making it mandatory for managers to reform the offices to make the employees feel supported, comfortable, and able to perform their roles effectively. 
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"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?"
[bookmark: _Toc78914950]1.0 Introduction
	According to Kuhn et al. (2019), critical thinking involves the deep examination of all the relevant ideas, beliefs, attitudes, and values associated with a particular aspect. Similarly, developing workplace critical thinking is one of the significant considerations in the organisations to critically assess and evaluate the assumptions, beliefs, ideas and other elements to develop a reflective criticism determining the concluding thoughts on an organisational concern. This report critically discusses how organisational value systems, attitudes, and beliefs impact behaviour in the workplace. For this, the chosen organisation is Marks & Spencer. It is one of the biggest retail organisations in London. The organisation is involved in offering different products to its target audiences like clothing, food, beauty, furniture, gift items and home accessories (Ozawa, 2020). Due to this, the challenges to follow the SOPs and mitigate the Covid situation are quite high compared to the other organisations. Considering the COVID-19 situation that has brought many organisations taking measures, such as social distancing and working from home, to introduce a set of new expectations, concerns, and unconscious responses that appeared normal and harmless in the past. Perhaps, there has never been such an urgency for businesses to fall behind or adapt. Therefore, this assignment explores how catering to workplace changes for the post-COVID perspective handles the challenges organisations experience now and develops more resilient businesses in the future. 
Considering the above points, the report includes a section of Marks & Spencer's overview. Next, there is a section of key management theories, i.e. theory X, theory Y and contingency theory, i.e. behavioural model, due to their importance for organisations to understand as they have been. This is because, during a crisis like COVID-19, different decisions related to people are made, and as per the theories, the choices become easier. Theory X and Y are the human management theories (Resch, 2020) that are implemented to implement the workplace changes by successfully managing the human behaviour at Marks & Spencer to manage the employee’s behaviour in the Covid situation. Besides this, Contingency theory is also a behavioural change theory (Vidal et al., 2017), so the change that is considered to implement in this report is based on managing the behaviour of employees to deal with the Covid situation to incorporate workplace changes during the pandemic. The report includes a critical evaluation of these theories to analyse how a person with different beliefs, attitudes and values may understand the Theories differently. Lastly, the section of recommendations includes valid justifications for certain organisational changes for the post-COVID perspective.
[bookmark: _Toc78914951]2.0 Organisation's Overview
	Marks & Spencer is a British retailer that was founded in 1967. The organisation aims at an own-label business like Clothing and Home and Food in the UK and globally. Marks & Spencer operates a set of businesses, selling high-value own brand and high-quality products in the UK and 62 countries from 44 websites and 1,519 stores internationally (Marks & Spencer, 2021). The organisation has a different formula that allows succeeding in an increasing number of markets globally. The strategy focuses on expanding overseas while using much scope for development in the UK (Marks & Spencer, 2021).
[bookmark: _Toc78914952]3.0 Key Management Theories
3.1 Theory X and Theory Y
	As mentioned above that many organisations are using Theory X and Theory Y to make decisions during the pandemic; this report will stress why these theories are relevant for Marks & Spencer to incorporate for the post-COVID perspective to handle the challenges the organisation experiences now and establish a more resilient business in the future.
	McGregor (1960) first explained Theory X and Theory Y and referred them to two management styles, i.e. Theory X as authoritarian and Theory Y as participative (McGregor, 1960). For example, suppose the team members have little motivation and do not like their work. In that case, the manager/organisation uses the authoritarian management style, i.e. Theory X. This method includes micromanaging people's work to make sure that it is performed appropriately (McGregor, 1960). Whereas, if the team members see their work as a challenge and take pride in it, the manager/organisation uses the participative management style, i.e. Theory Y. Managers who use this approach trust their people to take ownership of their work and do it effectively by themselves (McGregor, 1960).  Since in the Covid 19 situation, people are working from home, this approach is important as employees have to take ownership of their work and deliver it in the given time. 
3.2 Contingency theory of leadership
Moreover, The contingency theory of leadership proposes that the effectiveness of a leader depends on whether or not their leadership style is appropriate for a certain situation (Donaldson, 2001). As per McAdam et al. (2019), a person can be an effective leader in a certain situation and ineffective in another. To optimise the chance of becoming a productive leader, this theory suggests that leaders must be able to understand and analyse every circumstance and decide which leadership style can be effective. For example, in the Covid’ 19 situations Mark and Spencer will require a shift slightly present for mobilising the support to solve conflicts and support the changes that would arise while employees working from home. This would be followed by the management or leadership mix for the recovery phase implementation.
The contingency theory has three leadership styles; the path-goal model, the situational model, and the Fiedler model. The situational model is chosen to incorporate in the next section that, according to Hersey and Blanchard (1997), relates to the maturity level of the team members. For instance, low maturity team members are willing and enthusiastic but do not possess the expertise to complete tasks. Moderate maturity team members are not confident but capable or are confident but unwilling to perform tasks. Finally, high maturity team members can make decisions individually and are experienced. Thus, it deems important for managers of Marks & Spencer to recognise how their view of what motivates team members can better form their management style.
[bookmark: _Toc78914953]Applying Theory X and Theory Y at Marks & Spencer 
[bookmark: _Toc78914954]Organisational beliefs, values and attitudes and their effect on workplace behaviour
According to Lubis and Hanum (2020), organisational attitudes, beliefs and values are of great significance in the organisation as such traits affect the organisation conducts and practices and impact its profitability and outcomes. In this context, beliefs are the attitude and perception of an employee about the acceptance or existence of something, and attitudes are the behaviours they conduct and practice in the workplace, whereas values are the beliefs and ideas upon which the actions are based. The values, beliefs and attitudes held by an employee in an organisation impact the workplace behaviour as they conduct and practice their behaviours based on the values, beliefs and attitudes they hold in their organisations. 
According to Lubis and Hanum (2020), organisational beliefs are the employees’ concepts regarding what is valued in their workplace and how the organisational activities and tasks are being done. Such beliefs and ideas greatly impact organisational effectiveness and productivity based on the employee’s behaviour and attitudes. Similarly, organisational values also impact the changes implemented at the workplace. For instance, an organisation’s values affect how the organisation tackles and handles its problems and challenges based on the ideas and beliefs that the organisation holds in its practices and conducts (Wang and Xu, 2019). Moreover, organisational attitudes are the behaviour of the employees at the workplace that impacts the profitability and organisational processes that are linked with the changes and alterations that are implemented in the workplace setting (Warrick, 2017). 
Wang and Xu (2018) concluded in their examination that values are the acceptable behaviours of employees and employers both, and these organisational values are the practices, and the organisation makes their decisions based on the values. According to Warrick (2017), organisational values, beliefs and attitudes allow organisations to critically evaluate their current conducts and practices to make the needed changes for improvement. This critical evaluation is based on the ideas and concepts that a particular organisation and their system hold about their values, beliefs and attitudes to implement the needed changes in the workplace setting following the current organisational needs. 
Similarly, the organisational values, beliefs and attitudes hold by Marks & Spencer is based on quality, innovation and customer-driven practices. The organisational culture at Marks and Spencer significantly contribute to the organisational practices, and the code of conduct of its employees are also based on the organisation’s values, beliefs, and attitude (Woodward, 20190. These practices and ideas are associated with the current processes at Marks & Spencer during the time of Covid-19 that is associated with the workplace changes. Besides this, incorporating the preventive measures of the Covid-19 in their organisational culture and code of conduct of values, beliefs and practices so that the employees can follow them strictly for the health and safety concerns. This could aid in changing employee behaviour at Marks & Spencer (Rana and Shankar, 2020). The management structure of Marks & Spencer is flat, and therefore, there are limited levels of management in between admin and lower level of employees. Such factors are also associated with workplace changes, and the employees are encouraged and involved in the decision making processes for implementing workplace changes (Schleper et al., 2021). 
Challenges faced by Marks & Spencer in Covid-19
Marks & Spencer is a retail organisation, and therefore, such organisations faced huge challenges in the pandemic and are still fighting to overcome the Covid-19 situation. It has become very challenging to follow the SOPs by the organisation due to the nature of business (Ozawa, 2020). One of the major challenges faced by Marks & Spencer is that it is a retail organisation, and due to this, there is no opportunity to work and operate the business remotely, due to which the organisation faced a huge loss in the past year. Few of the employees worked remotely and handled the online purchase and delivery processes to ensure the delivery of products to the customers (Kargbo, 2020). 
The supply chain of M&S has adversely got impacted during this period. The health and safety concern is one of the organisation’s major concerns to provide a healthy and germ-free environment (Schleper et al., 2021). Besides this, ensuring that the SOPs and the employees are following it is one of the major concerns and challenges for managers. The managers make sure that the employees strictly follow all the necessary guidelines to ensure a safe and healthy work environment. The management is also involved in temperature scanning and other safety measures of Covid-19 (Kargbo, 2020). 
Moreover, maintaining the distance between the employees and the customers at the retail outlets of Marks & Spencer is also one of the major challenges for the organisation to make sure about the practising of SOPs (Ozawa, 2020). Likewise, the factory outlets of Marks & Spencer are also facing difficulties in practising the SOPs as the employees need to work closely in the factories to manufacture the products and goods and carry out different internal operations by following the SOPs and all the preventive measures. These tasks are the major obstacles faced by Marks & Spencer to successfully carry out their business processes during the time of Covid-19 (Esoimeme, 2020).
Theory X and its effect on workplace behaviour
It is significant to change the workplace behaviours and employee practices in the Covid-19 situation to work accordingly by following all the necessary guidelines and SOPs to ensure the safety and health concerns of all the staff members Marks & Spencer (Schleper et al., 2021). Theory X is one of the essential human management theories to incorporate workplace changes in the organization (Prottas and Nummelin, 2018). According to Resch (2020), theory X is essential to make the needed changes in the Covid-19 situation and for the organisations to overcome the challenges they face during the pandemic. Theory X makes the managers critically evaluate all the aspects and make decisions and changes in the workplace behaviour. Theory X proposes that workers are lazy and less engaged towards work, so they need motivation and inspiration to work for achieving the goals and must be monitored by the management and administration (Prottas and Nummelin, 2018). In the light of the proposed concepts of theory X, the management of Marks & Spencer can motivate the employees by using the different triggering factors. The management must monitor their staff members’ activities and practices and guide them about the necessary guidelines to follow at the workplace (Schleper et al., 2021). This monitoring and motivational practices could be an effective way to change the workplace behaviour of the employees and their staff to get the desired outcomes and consequences (Resch, 2020). 
Theory Y and its effect on workplace behaviour
Theory Y is also one of the vital human management theories. This theory proposes that employers must involve the employees in the organisational concerns, and they must be treated with compassion by their employees. The employees in Theory Y are self-motivated and likes challenging tasks and activities. Therefore, employers must involve such employees in the shared organisational commitments and benefits (Prottas and Nummelin, 2018). According to Resch (2020), in the current pandemic situation, the implementation of Theory Y would be more productive as the employees under this theory are self-motivated to work, and there is not much need to monitor the tasks and activities of employees under this as they are already motivated.
During the pandemic, it has become challenging to monitor the tasks and activities of employees to ensure the practising of SOPs in the organisation, so this theory would be more successful in implementing the behaviour change at the workplace. This theory is more effective as the employees under this theory work by themselves, and the monitoring of the activities during the Covid-19 situation is also not possible in remote working practices (Resch, 2020). The management of Marks & Spencer is facing challenges in monitoring their employees’ work and SOPs practices. The incorporation of Theory Y in the management practice of Marks & Spencer and other organisations during this time of the Covid-19 situation could be an effective and successful way to make the required changes in their businesses practices and conducts (Schleper et al., 2021). This theory would change the behaviour and psychology of the employees to follow the SOPs and guidelines for health and safety concerns and can work accordingly in remote working practices for the benefit and profitability of the organization (Resch, 2020). 
Situational leadership under Contingency Leadership Theory and its effect on workplace behaviour
According to Vidal et al. (2017), contingency theory is a behaviour management theory in which the leaders in the organisation change their staff members’ behaviours as well as workplace behaviours. The employers conduct this by applying effective leadership styles and practices. The situational leadership approach that falls under the contingency leadership theory supports the idea that leaders must possess their leadership style and practices in accordance with the situation and its associated factors. An individual can be an effective and successful leader by practising the leadership style that is most favourable in the present circumstances and situation. This theory is one of the successful behaviour management theories in which the leaders change and manage the behaviour of their employees by practising effective leadership styles and approaches. According to Francisco and Nuqui (2020), the situational leadership approach under contingency leadership theory could contribute to change the behaviour of the employees in the workplace during the Covid-19 situation. This theory could aid in affecting employees’ workplace behaviour and incorporating the needed changes and improvements in the workplace setting. 
The theory is essential Covid-19 situation as the employers can change the employee’s behaviour and can critically evaluate their thinking and current practices and can change it with the implementation of this behaviour management theory to successfully run their business operations by following the SOPs and all the other preventive measures in the pandemic situation (Francisco and Nuqui, 2020). Similarly, Marks & Spencer and their management could change the workplace practices and organisational beliefs, attitudes and values by applying the situational leadership concepts described in the contingency leadership theory so that their staff members could successfully incorporate workplace changes in their behaviour (Schleper et al., 2021). This will allow them to follow the SOPs and all the recommended guidelines to work effectively during the Covid-19 situation to cope up with the Covid-19 challenges and be able to reshape the work environment and practices by changing the workplace behaviour (Francisco and Nuqui, 2020). 
5.0 Critical Evaluation of Theory X and Theory Y
According to Gut et al. (2017), cultural differences can be a major barrier for a manager working with a diverse staff having different values, attitudes, and beliefs. Even the smallest of things can be misunderstood easily. The significant point for effective managers is to identify their potential to solve any issue for which he/she takes time to reward the team members for their performances. He/she encourages and motivates the team members, but it is essential to highlight that some managers have other management styles. As such, they do not appreciate and reward their team members or motivate them. Lehman et al. (2019) state that giving respect and showing genuineness to employees can be the best approach to achieving exceptional management and leadership aims. Therefore, the post-COVID era may pose managers or employees with different values, attitudes, and beliefs to interpret Theory X, Theory Y, and Contingency theory differently.
Since Theory X relates to micromanaging team members but also giving them sufficient space to evolve and grow, this can be interlinked with Theory Y, which links to motivating team members to meet their self-actualisation and self-esteem needs. In a case where people who do not care about hygiene/ threat of gems a second thought before the pandemic may find themselves preoccupied today. Whilst employees go through the threat of colds and flu in the office, the possible seriousness of being exposed to the virus has led to be aware of public and personal safety and the creation of needs. Therefore, some managers expect workers to return to the workplace being keenly conscious and even anxious about personal safety.
Having said that, Theory X and Theory Y can work simultaneously, as managers can introduce supportive features to empower team members to make good decisions and fortify a sense of safety for their personal needs. Thus, in conjunction with Theory X and Theory Y, it deems important for organisations to adopt consistent and clear communication models in this time. For example, using display space to communicate with team members working from home can allow sharing information regarding policies or other essential information. This way, Theory X can be applied by informing team members what to do, and Theory Y can be applied by motivating them. Lu et al. (2021) assert that signage has a crucial part to play, as signs indicate what team members can do compared to what they cannot do in new environments, and layouts may accomplish higher reassurance and involvement. 
Behavioural leadership, which lies under the Contingency theory, focuses on how leaders respond to a certain circumstance. Warrick (2017) state that leaders either involve the team members in decision making to support, motivate and encourage them or tell what needs to be done. There are various kinds of managers. For example, some do not bother if their staff is dissatisfied with their job and make decisions without the consultation of team members but seek a successful outcome from them. Evaluating this theory, if a manager wants a positive result, he/she must engage the team members in decision-making. Engagement is essential, as all team members have different views regarding a similar task, and different ideas can lead to a big concept resulting in new gaols for the organisation. 
While other managers are lazy and do not engages in decision-making, but assigns the team members to make decisions, which according to Belack (2019), is a failed approach. In light of this, Mumford (2017) mention that mutual agreement among team members is significant due to its difficulty to decide when there are many ideas, but managers must also participate with the team members. The reason for this is due to their knowledge about the organisation and experience with different types of managers. Also, because they are capable of understanding what can work and what cannot work for an organisation. From the point above, it is evident that the behaviour of managers has an impact on their effectiveness. It is important to understand that leaders/managers are those who can use different behavioural styles and the right one for every circumstance.
The COVID-19 has left everyone in a powerless condition. Therefore, having a sense of control can allow foster feelings of safety and productivity. The organisations must adapt to more personal controls into offices for temperature, seating, and lighting that can improve not only sense but also comfort in the office.
[bookmark: _Toc78914955]6.0 Recommendations
	On the above evaluation, it can be stated that suppose team members of Marks & Spencer may have a different value related to effective communication among team members, which must be done through regular meetings. In the context of Theory X, the manager can find himself/herself in a stumble, first imposing accountability with everyday meetings but later decreasing team members' involvement due to implementing the working from home model. In time, the lines between communication and performance may blur as team members start to excel at the levels of a post-pandemic workplace. 
Whereas other employees may pose a different attitude towards this value and think that working from home is effective, it saves costs and resources.  In this case, the manager can introduce a strategy in which employees from some departments like Design, Sales and Marketing can work from home. Other employees working in Production and Accounting and Finance can work from the office. Cerutti and Grodoski (2021) mention that managers have various choices for incorporating flexibility for the advantage of their team members. Therefore, Marks & Spencer can plan a way that supports team members working from home to offer convenience for them and possibly decrease. This will entail an effective information technology infrastructure like video conferencing rooms that keep the office and home workers connected at all times. 
This type of flexibility can give Marks & Spencer's team members a needed and added room to breathe. Marks & Spencer can also adopt an activity-based environment in which managers can allow team members to work in their choice of setting depending on the task, need, or mood. According to McGregor (1960), managers must prefer Theory X in a situation that entails taking control, such as a crisis, because it decreases the space for action for managers and thus, offers them in power more choices to examine without anyone doubting their authority. Managers would use this management style to work even more decentralised and remotely after the pandemic. 
Furthermore, digital transformation supports Theory Y with its presumptions that team members want to be more involved in decision-making, seek responsibility and need a little direction. Adding to that, these team members enjoy taking ownership of their work, solve problems imaginatively and creatively, are self-motivated to complete their tasks work happily on their ideas and important take work as challenging and fulfilling (Kamery, 2004). 
Therefore, workers in the Design department of Marks & Spencer may demand rewards and appreciation from the upper management, as approval of their work may not be sufficient to motivate them. In this case, the manager can reward the employees by creating an online platform on the company's portal in which the upper management and other team members can be allowed to comment on the designer's work. The manager can also send a box of Belgian cookies. However, in case of low performance, the manager can positively punish the employees, for instance, by asking them to redo the task or attend an added training session.
Moreover, the situational leadership that lies under the contingency theory can also be incorporated to meet team member's demands in different situations. For example, if a highly skilled team member with a different attitude demands a separate cabin/room to work, as he/she has low immunity and wants to take proper measures to avoid contracting the virus, but when the manager accommodates him/her with a cabin that has glass doors, the employee bursts out demanding privacy. In this critical case, the manager can apply situational leadership and deal with this team member with a supportive approach. 
The manager can use the supportive approach, as the team member can perform his/her job but denies it due to his unfulfilled demand, thus showing a lack of commitment. The manager must not worry about telling them what to do; rather, he/she must be interested in understanding his situation and motivate them to cooperate. Cerutti and Grodoski (2021) state that the fundamental aspect of supportive leadership is based on building confidence and motivating team members. Supportive leadership will allow the manager of Marks & Spencer to make the team members feel appreciated and good when they demonstrate the needed dedication for success and listening to their needs and demands, but also be aware that the unnecessary demands cannot be fulfilled. 
These theories can be applied at Marks & Spencer as different situations emerge, particularly in times of pandemic and the future. However, this will require detailed research and analysis on what works and what does not work for a certain organisation. Adding to that, it will also require a deep understanding of the needs and preferences of the team members and the manager and whether the strategy will be effective to align with the goals of the organisation.
[bookmark: _Toc78914956]7.0 Conclusion
This report focused on how organisational value systems, attitudes, and beliefs impact behaviour in the workplace of Mark and Spencer. It discussed Theory X, Theory Y and contingency theory due to their importance for organisations to understand as they have been. This report focused on different situations, i.e. considering team member's demands that occur during the pandemic and may occur post-pandemic. It critically evaluated these theories to analyse how a person with different beliefs, attitudes and values may understand the theories differently. Lastly, it recommends how Marks & Spencer can work through these theories for a better, involved, and high-performing workplace post-pandemic.
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