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[bookmark: _Toc81309196]Introduction
The COVID-19 has dramatically impacted not only employees but has also recalled changes in workplaces and behaviors in organizations. The COVID 19 is health as well as international economic crises, the impact of worldwide lockdown to curb the spread of the virus has a wide range of fundamental challenges on organizations. At the employee’s level, the shutdown forced the organization to turn their policies into Work from home, improving their efforts to ensure the safety of employees (Ng, and Sears, 2020). In response organizations also adopted policies to improve working conditions like employer-based insurance schemes. More generally, the Covid-19 crisis is linked with cultural norms in the society, organizational values, and practices, xenophobia, political conservatism. The pandemic has represented the crisis that had affected the concept of corporate sustainability. Corporate sustainability is defined as the balanced approach of an organization to meet their social, environmental, and economic issues by their social corporate responsibility and satisfy their current and potential stakeholders (Xu, et al., 2017). It is difficult to explain the change in behaviors due to such crises without having a deep understanding of the values of employees and understanding how to align their beliefs and the organization's principle tighter.  
The report includes an analysis of three management theories briefly, X-Y theory, contingency theory, and behavioral management theory to understand the behavioral pattern among employees and how they are tackled in Hilton Worldwide Holding. The report also includes the critical analysis of these theories to understand how the different belief and values of employees in Hilton Worldwide Holding played their role in their behavior changes after Covid-19. The recommendations are also included for Hilton Worldwide Holding to make changes in its policies to build a more resilient future for the company.   
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[bookmark: _GoBack]     For the needs of this report the organisation I chose is Hilton Worldwide Holdings. The main goal is based on a real example with Hilton hotel chain, is chosen to analyze the changes that take place in workers, workplaces, and practices relevant to the COVID 19 are addressed. To consider and determine the modern aspects of human resource management in the organisation, the difficulties and challenges for the employees related to the values and beliefs of the organisation. I choose exactly this company because Hilton is one of the biggest hotel chains in the world, with around 141 thousand employees, and it’s going to be very challenging and interesting for me to understand how this worldwide successful company work. 
In this report, Hilton Worldwide Holding a global company with headquarter in Virginia, USA; Hilton Worldwide Holding is founded in 1919 by Conrad Hilton, and now organization is headed by Christopher Nassetta. Hilton Worldwide Holding is a multinational company in the Hospitality sector with more than 6,478 properties and they had registered their turnover of 430.7 crores USD in the year 2020. Hilton Worldwide Holding majorly operates and manage their properties through a franchise segments and ownership segments. 
The number of employees working in Hilton Worldwide Holding across the world in around 119 countries is 1,73,000. The revenue is generated for the franchise by levying fee on the hotel owner and licences fees are collected from 56 HGV’s resorts. Despite the adverse effect of COVID 19 group is focused on the expanding their shares in global hospitality sector, in 2020 group has opened 410 new hotels which consist of 56,000 rooms and reflected net unit growth of 5.1%.   
[bookmark: _Toc81309198]Relationship between Belief, values, and Attitude.
In various roles, either in offices or at home employee’s values, beliefs and attitudes are in constant touch with their peers and families. The bonding between employees becomes very instinctively if they share common core values and belief systems (Sharma, and Jha, 2017). Hilton Worldwide Holding believes that harmonizing these values with others is what makes any relationship strong and healthy. But there is a slight difference between the belief, values, and attitudes, even though these are used interchangeably. 
For example, the values are often in generalized nature these are not related to any object. But the attitudes are specifically toward any or related to the objects, people, or any events. Values are judgmental they are based on one's judgment and thus they act accordingly. These values are guided by our belief system which encourages individually taking action or passing any judgments for example in an organization where some believe that overtime should never be considered as these are a burden on the employees even if they are paid, these can be understandable someone is taking about manufacturing sector but similar judgments cannot be passed for emergency health care workers like doctors, nurses. The value is created by the norm and practices followed in the society thus they are more enduring and based on cultural factors. On the other hand, attitudes are specific and related to particular objects, as they are considered predispositions. Thus an individual either reacts positively or negatively depends on their attitude toward those events. Here attitude represents several beliefs towards that object, as these are derived from their personal experience and these are less enduring as compared to a value system. 
There is also a difference between value and belief system though the value is derived from a belief system. The belief is conventions that are followed at work culture or in society and these don’t call for providing proof. These are moral values of the individual where else value has a strong effect on behavior and character of a person. Beliefs are assumptions about things or events happing around us and these belief systems have an impact on our values, attitude, and behaviors (Munoz, et al., 2019). Thus, in Hilton Worldwide Holding, some top leaders were encouraged by the thought that there should be a strong belief system among the employees on works. Beliefs at the workplaces are developed through different sources like from what we hear around us, the things which are propagated at the office by managers. But the values are imparted in the employees by letting them experience and learn from these experiences. 

[bookmark: _Toc81309199]The Importance of Belief, values and Attitudes
Hilton Worldwide Holding in their annual general meeting while publishing their report for their shareholders, they listed integrity, passion, respect, and innovation as their organizational values. These values are operated under Hilton Worldwide Holding's mandate to offer their product in a socially responsible manner, which will help the host country to generate quality employment and provide economic benefits to their customers and community. These values are the set of their core beliefs held by Hilton Worldwide Holding. The value is overarching as these are not about any single situation but these values provide a guide for the employees on how they should approach any task and carry out interactions. These values of Hilton Worldwide Holding define their personality and help them to differentiate from others. These values speak about the company’s status and its belief system (Shin, 2017). And above these, the organizational value is the building block of the culture in the organizations, which provides reference points for employees even in the hard times like COVID 19. There are reasons why Hilton Worldwide Holding has adopted such and made them implicit because they don’t want the people should have different opinions and ideas on what they are and how they act. Though propagating these values would increase or allow organizations to gain market share, but there are some benefits like the Company can attract talents from the market. Whenever any job seeker wants to make their next career move they are always looking for those organizations whose values match with their values apart from salaries and benefits. Research in Hilton Worldwide Holding had shown that there are 71% of professionals who had joined the organization with pay cut; if their individual beliefs and principle of Hilton Worldwide Holding get matched. And 39% of professionals are also ready to quit their employments with organizations if their senior management asks for something which is deemed to be morally wrong for the employees. During COVID 19 Hilton Worldwide Holding had asked their employees while greeting their customers at hotel also promote them to get vaccinated, thus some of the hotel managers had offered free breakfast coupons for vaccinated customers. At first, everyone around us has the thought that pandemics will be proofed as a disaster for corporate culture as there is a switch to work remotely. More than half of the employees in Hilton Worldwide Holding started working from home which had decreased their face-to-face interaction which was reinforced by organizational cultures. The economic downturns due to Covid have increased the incidence of layoff and threaten the social fabric that has to hold MNC companies tighter. More than a 1.4million people come online to comment on their organization and tell different stories from different parts of the world. There was a downtrend among culture500 companies rating during COVID 19. But there are companies like Hilton Worldwide Holding with their committed value that had shown a sudden spike in April-march 2020 in their rating (sloanreview.mit.edu, 2020). The reason behind these spikes is because of the value and beliefs that are followed in Hilton Worldwide Holding. During COVID 19 also the top leaders from Hilton Worldwide Holding have maintained their communication with their subordinates and also encouraged them to follow the same to ensure communication with employees. The other reasons are leader’s honesty and transparency about their work. Employees also voted for regulatory compliances and fairness among their leaders. 
[bookmark: _Toc81309200]Discussion and application of key theories of Management during COVID 19
As the pandemic gets over an organisations like Hilton Worldwide Holding started to reopen their hotels around the world and started their operation. One of the challenges for Hilton Worldwide Holding is to balance the operational works and to meet the essential need of their employees that should be done without violating employee’s privacy and affecting their motivations for work. Leadership and management of organisation help to develop the business performance and maintain an effective work culture that supports organisational growth and expansion in the emerging market (Howe, and Monaghan, 2018). Managing the work culture effectively helps the organisation to gain a competitive advantage and satisfy major stakeholders of the company. Hilton Worldwide Holding focuses on developing the brand performance where the company needs to manage various business operations which include leadership and management practices as well. To manage these practices the company can focus on various theories as elaborated further.   
Theory X VS Y
While the pandemic is new but the question at what degrees employees can be monitored was discussed long back ago and theory was proposed by Douglas McGregor called theory X and theory Y to make businesses understand two different approaches in management. Theory X suggests that the employees of any organization have lazy and unmotivated employees, they need to be motivated by direct incentives and pays. The employees should be assigned defined tasks and works should be examined to ensure that they are done properly. On the other hand, theory Y suggests that there may be some workers which are self-motivated to achieve their as well as organizational goals. If these employees are treated well the management can managed to unlock their potential. 
Advantages:
· The advantage of theory X and Y can be used to deal with different type of employees who can be motivated to bring positive change for the organisation.
· It enhances the leadership style that is being implemented by organisation like Hilton Worldwide Holding. 
Disadvantages: 
· This theory is based on assumption and hence it might not have a positive impact on the employees.
· Theory X and Y is designed for the staff as a whole and it might be interpreted by each individual differently.
Hence, based on the above discussion it can be said that Hilton Worldwide Holding can apply Theory X and Y within its business environment to deal with the challenges of Covid-19. This is because it will allow the employees to feel motivated and show higher engagement towards work. The employees can be motivated by meeting their needs and effective guidance that will help in increasing their job satisfaction and communication with the management.
Contingency Theory: This theory focuses on the situation and various practices implemented in an organisation. It states that “Effective leadership is for striking a proper balance among the behavior, needs, and context” (Jankelová and Joniaková, 2021). This elaborates that not an individual style or behavior and management can be similar in different scenarios and management situations while developing the business. The theory states that there are various influences created due to the situation in an organisation where an individual need to analyse and select appropriate plan to develop the work performance and manage the workforce accordingly. The implementation of the plan can vary as per the individual abilities and competencies that can be different from person to person. Effective leaders need to have qualities to manage the workforce and adapt to the skills and abilities of people that can vary and should implement the practices to achieve the objectives.    
Advantages: 
· Management policies can be changed as per the situation.
· Improve the decision-making abilities of an individual. 
· Enhances the leadership skills to manage the workforce. 
· Set appropriate structure to the workflow and implement the processes accordingly.  
Disadvantages: 
· The complexity of implementing this theory is high due to changing management policies. 
· It requires strong decision-making skills by a leader to choose the right path. 
· This theory requires good analytical and problem-solving skills to overcome the challenges that might occur. 
Organisations like Hilton Worldwide Holding can use contingency theory to improve their management and leadership practices which can support the growth by adapting to various situations and plan the implementation according to the situation and workforce abilities. This will helps the company to adopt new management methodologies and revise the policies accordingly. On the other hand, it requires strong problem-solving and decision-making skills to implement this theory.  
Behavioral Management Theory: This theory is also referred as to human relation theory as it helps to analyse the human behavior and dimensions of work to manage the workforce and accomplish the tasks and work responsibilities assigned by the management. This principle was developed by Elton Mayo by experimenting to analyse the performance of an individual and enhance the productivity of the employees working on particular organisational objectives (Adebayo, 2019). These theories work on understanding the needs of employees and their approach towards working effectively in a company and develop a brand image by putting maximum effort and dedication towards the work. The leaders focus on developing the strategies and plans according to the employee behavior and preferences to improve their performance and productivity. It also helps to motivate the employees and enhance their abilities by making them feel valued and an important asset to the company.     
Advantages: 
· Analyses the employee attitude towards the work. 
· Manages the practices to motivate employees and change their perspective to work more efficiently. 
· Develops the leadership style that enhances individual performance. 
· Enhances employee productivity by appraising the employees. 
Disadvantages:     
· Analysing individual behavior can take more time and create a complex procedure to manage the workforce. 
· Leaders need to consider each employee and develop the practices accordingly to maintain good work culture. 
Hilton Worldwide Holding can adapt these practices by implementing this theory to improve their workforce management and motivate the employees. This can help the organisation to develop various practices that can help to manage a diverse workforce and motivate employees to perform efficiently in different situations. 
These management theories can help an organisation manage its workforce along with the work culture and develop business strategies accordingly. It helps to maintain performance and motivate employees to achieve organisational objectives by applying ethical business strategies.  
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Within an organization like Hilton Worldwide Holding, it is individuals having different values, beliefs and attitudes might get affected due to the management styles followed by the company. For example, McGregor’s X and Y theory talks about employee motivation and behavior through effective leadership. This can lead to a change in the attitude and beliefs of the employees which might bring a positive change in their approach towards work. Following is a critical evaluation of the management theories which might be interpreted by the individuals having varying beliefs, attitudes, and value systems differently: -
· McGregor’s Theory X and Y: This theory is based on the fact the individuals can be motivated by either authoritarian or participative management styles. Thus, authoritarian management also known as autocratic leadership provides complete control to a manager to keep the employees motivated. However, this might bring a positive change in some employees who can be satisfied by getting motivation from the leadership. On the other hand, there are chances that this type of management style might affect the morale and confidence of other individuals within the workplace. This can result in a reduction in their productivity and efficiency. Likewise, this is will affect their job satisfaction and work engagement (Tahir, and Iraqi, 2018). Similarly, the participative style of management offers decision-making power to the employees which can often result in increased productivity and efficiency. Also, it helps in setting up a positive work environment as the people are empowered and can come up with creative ideas and take initiative steps. However, people having varying beliefs or values can get into conflicts and might interpret that the meaning of this theory in a different manner. Also, the attitude of people towards employee participation might get reduced which will have a negative impact on the performance of the organization. Also, the beliefs of people in the level of expertise of effective leadership can be misinterpreted by people as the theory will offer decision-making power to every employee. 
· Contingency Theory: Since this theory believes that a particular leadership must change as per the situation, it can be interpreted by the employees differently depending on their beliefs, attitude, and values. Talking about the positive interpretation of this theory, it provides a clear view to people about organizations' management style. Thus, the attitude of the people towards the organizational leadership motivates them to work for the betterment of the company and reflects the value of innovative approaches that can be adopted by the organization (Vidal, et al., 2017). Also, the individual's beliefs can be affected positively since they are having the opportunity to share their innovative ideas and thought processes that can be implemented by the organization. Apart from this, there are few negative interpretations of this theory that can impact the values and beliefs of the people along with their attitudes. For example, changing leadership style can create confusion for the individuals which might affect their attitude towards work. 
· Behavioral Management Theory: This theory talks about the different dimensions of a workplace that can impact the behavior, attitude, and value reflected by an individual. The reason why it is known for the human relation movement is that it addresses the human dimension of work. Hilton Worldwide Holding's strategist believes that to improve the productivity of employees there must be a basic understanding of their behavior such as motivation, and conflict arises due to workplaces. During covid19 when the lockdown was lifted Hilton Worldwide Holding ensured that the employees who are motivated for following protocols like wearing mask and use of sanitizers are welcomed to the office and they were also asked to motivate other to promote healthy habits in the workplace.

[bookmark: _Toc81309202]Recommendation for changes that can be implemented post-Covid-19
Work from Home 
The recent trend of remote working has pushed many from Hilton Worldwide Holding to work from home, as during the early stages of the pandemic Hilton Worldwide Holding ensured that 80% of workers would adopt and switch to work from home policies. Work from home means working from anywhere, which is allowed to the worker in Hilton Worldwide Holding who need minimum interaction and coordination among their other peers. This phenomenon had provided insights for researchers on how the employee's behavior at home has an influence on their values and beliefs (Dey, 2020). One arena that may provide lessons is the experience of gig workers in Hilton Worldwide Holding, as they frequently work from anywhere for example workers like drivers, shoppers, and delivery people. In the United Kingdom, at least 20% of the present workforce is freelance, and the figure is expected to take the leap by the mid-2020s. The best practices for WFH can be learned from benefit workers like freelance workers as they are do not work in a traditional office environment like others. Future studies are conducted by Hilton Worldwide Holding to identify how the covid19 has forced their employees to work from home and influenced their productivity, innovation, and creativity. When employees are working from their remote area their management by strolling is not allowed by Hilton Worldwide Holding. Virtually surveillance has been used by the use of videoconferencing but these had raised the issue where employees are felt stress due to surveillance and concern about their privacy. There are also stresses for examining in Hilton Worldwide Holding that such remote and automated monitoring might enhance managerial centralization. This may contribute to a reduction in inventiveness among personnel at lower organizational levels. 
Virtual teams
Team virtuality is a multi-dimensional term that includes distribution of geographical presence of employees as well as relative synchronous of quantities e-communication. The creation of temporary structures to reduce disputes, aligns teams from different departments, and ensures their safety and suggestion for processing critical information while engaging virtual teams. As a result of COVID-19, the increased team virtually may have an impact on assisting and prosaically behavior. The fast expansion of such teams working virtually will provide the opportunity to learn new topics aided by virtual corporations and develop treatments to aid in the improvement of virtual cooperation (Shaik, 2020). According to research, remotely engaging teammates tend to miss out on creative learning which might result from face-to-face interaction in the office. Prior research, on the other hand, has shown that online teams are more adept at brainstorming.
Virtual Leadership and Management
Because of the COVID-19 and Workplace crises, millions of employees at various hierarchical levels must work from home. It is reassuring to learn that leadership may also function well at a distance. In virtual environments, the absence of conventional physical indications of authority and status might encourage more participative interactions (Saltman, 2021). Successful leaders are those who can make the correct judgments and give comfort by maintaining a healthy balance of optimism and realism about the future.
Economic and Social-Psychological Impacts
Apart from the effect of a pandemic on the Hilton Worldwide Holding practices and policies, these had a wide range of socio-economic impacts on individuals who had lost their job due to a disturbed supply chain and those who are working from homes.
Unemployment and Layoffs
As a result of COVID-19 job losses, 10 million individuals from the United Kingdom alone filed for a jobless claim during a pandemic. Jobless individuals may suffer along with financial loss there will impact their mental wellbeing like anxiety and other stress-related issues may emerge. Researchers will seek to understand by comparing how people had managed and adjust to CO VID-19 stress in the short term about the company that let them go and in the long term, where career flexibility may show to be increasingly beneficial (Wolcott, et al., 2020).
Presenteeism 
There is a phenomenon observed that there was an increase in presenteeism i.e., people present for working from home in the aftermath of COVID-19. One research revealed that around 20 percent of employees who are diagnosed with the minor flu did not take sick leave. In this context, compensation rules in Hilton Worldwide Holdings should be examined to ensure employees consider taking rest and get recovered.
Economic Inequality
There are legitimate concerns that due to COVID-19 there is a downward spiral that has given boast to bad workplace trends like decentralization as employees enjoy their independence, absenteeism, increasing fatigue, attrition, and bullying, Job insecurity during the epidemic is expected to encourage increased risk-taking behavior and upward trend of presenteeism from low-paid workers categories in the organization, thereby increasing concern from the wellbeing of employees. As a result, more organizational investments in employee’s health to reduce inequality will minimize the negative effect that may otherwise occur.
Social Distancing and Loneliness.
The loss of physical connection results in loss of social ties from those who are layoff as well as those who were compelled to work remotely which is a less visible consequence of COVID-19. Loneliness at the workplace has been proven to have a substantial detrimental impact on employees' emotional commitment, performance, and behaviors. Here we can conclude that virtual interactions decrease the scope of productive interaction, thus, there is a consequence of online communications is that miscommunications in the absence of nonverbal indications are likely to impact employees' health like raise in anxieties about getting rejected during interpersonal setup. Such studies would complement previous work focusing on resilience development through empirically proven treatments.
Stress and Burnout
The impact of COVID 19 will result in employees get demotivated for the work and they may also get feelings of job burnout due to continues stress and feel of detachment from their other teammates. Employees will require resources to effectively deal with pandemic-specific and generically unpredictable employment demands. Organizations must learn excellent sense-making skills and give resources to maintain employee well-being and performance (Talaee, et al., 2020).

Addiction
The COVID-19 crisis is alarming because there was mass unemployment and enforced to abid order while working at home may cause or worsen alcohol use problems. Peer support programs, both union-sponsored and employee-initiated have demonstrated exceptional success in times of crisis. Virtual technologies may provide essentially new methods where individual employees are assisted for helping them to return in pandemic adjusting work setting or being forced to look for new employment.
Moderating Factors
In addition to the modifications and consequences discussed in the previous two sections, moderating variables will be there by which system altered by COVID-19 will disparately have an impact on the individual who has to share some personal trait or demography. Here we will consider some of the subsets which are related to COVID 19, there can be other factors to take into account which will have conceded with other variables like the socio-economic condition of employees and their health conditions for example chronic illnesses.
Age: At the initial period of COVID 19 assessments report had shown that the age group of more than 45age is disproportionately at risk of dying due to infections, indicating that age should be given special consideration. Increased workforce age diversity may have numerous benefits for companies, and academics and policymakers of Hilton Worldwide Holding should focus on integrating these factors and should form the policies to gain from the situations. Prior study has proposed that interventions such as allowing old personnel as part of "work from home" programs and which will create the mentorship of cross-age and efforts for knowledge sharing can be implemented.
Race and Ethnicity: Members of minority groups like some of the racial and ethical groups employees may not able to work from their remote areas, putting them at high risk of infection. In the United States, minority group individuals are almost 13% of the population, respectively, yet they die at roughly double the rate of Whites. Thus Hilton Worldwide Holding should address the workplace diversity research is essential for understanding and reducing the negative impacts of COVID-19.
Gender: COVID-19 is likely to have an impact on gender in a variety of ways. Male employees may require more physical protection from the virus due to higher mortality rates. To consider that the women groups suffer more than the males at workplace there can be two grounds like economic and psychological. In the future, a feminine leadership style may be regarded as ideal for coping with catastrophes.
Family Status: Individual family status appears to have a differential influence on how COVID-19 affects people's lives and jobs. According to research, in heterosexual marriages, women generally perform a huge share of home labor, which can lead to their opting out of employment. It will be critical to determine how far mandated WFH orders increase these gendered impacts or, perhaps, compel spouses to reconsider their unequal distribution of labor.
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In this project, by taking the example of Hilton Worldwide Holding here we demonstrated how the researches on the behaviors of employees are used by the organization to overcome the challenges faced by the COVID-19. From the above discussion, it became clear that and obvious that the organization had recognized the importance of organizational behavior at the time of COVID-19. The virtual practices like work from home and other practices had an impact on the employees thus workers of Hilton Worldwide Holding must maintain rituals to ensure transitions for maintaining and distinguish between office and their home. The organization should follow and adopt policies that will enhance trust while considering the theory of management like X&Y which focused on the cost of monitoring on employees. The managers in the workplace must form the structure and nature of works to allow the smooth flow of communications, which will ensure effective management of employees. The report also highlights the need to provide an opportunity for employees who are engaged in the non-interactive task for emotional connect and team bonding exercises among other team members. Leadership skills like charisma should be present while maintaining a balance of optimism and realism while communicating with their subordinates. Organizations need to invest in leadership skills for the new work environment. As due to Covid-19 there has been an issue of unemployment which has discouraged and feared the employees of the organization, thus the organization must establish communication and console their employees and avoid such confusions among them. The report also highlights the need to redesign the policies which will not incentives the employees to work while neglecting their wellbeing. The report also provides suggestion to HR of the organization to acknowledge the risk arises due to workplace loneliness and values of social value among employees. There is much more left for future studies in this domain, as there is huge scope for future discussions on organizational behavior. 
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