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Introduction

Everyone has attitudes and beliefs about different things, and these are not necessarily bad things. People with positive thoughts and mindsets can lift the spirits of their colleagues in the workplace, while someone with a negative attitude can lower it. Sometimes, attitudes are often more complex than just positive or negative. Attitudes may affect both the employee's work performance and the performances of co-workers (Lumenlearning.com, 2021). In general, each company has its own unique internal culture, own inner values and value systems that ultimately affect performance and results. The purpose of this report is by investigating the production activities of one company, how organisational attitudes, beliefs, and values systems affect workplace behaviour, and what measures and workplace change the company made during Covid-19 pandemic. The company selected for this report is Laing O'Rourke - one of the most successful and large companies in the UK construction industry. The report's author worked for Laing O'Rourke as an independent contractor during 2018-19 at one of the facilities in London; below, he will briefly introduce the company, its history and background and its market position. This report briefly presents and review the following three management theory its advantages and disadvantages:
• Human Relations Approach.
• Bureaucratic Management by Max Weber
• Contingency management theory
The report presents specific following examples of the implementation and use of the above management methods, in this case, by Laing O'Rourke:
• PeopleFIRST program - part of Laing O'Rourke's Equality, Diversity, and Inclusion policy.
• Laing O’Rourke’s 15 years strategy and other activities to increase female presence in the company and close the gender pay gap.
• Laing O'Rourke's Hybrid Approach, created and implemented to save both its employees and productiveness in the face of a Covid - 19 pandemic.
The report also provides the author's personal experience working for Laing O'Rourke concerning using the company's above-named managerial management theories, beliefs, attitudes, and values systems.

 Company’s background and its market position.

 The organisation to be investigated in this report is Laing O'Rourke - the international construction and engineering company based in the UK, in Dartford. Laing O'Rourke delivers state-of-the-art infrastructure and building projects for its clients and customers in the UK, Australia, and the Middle East (Laing O'Rourke, 2019). Laing O'Rourke was founded in 2001, bringing together different styles, profiles, and experiences of two construction companies - the John Laing Plc, which existed from 1848 and R O'Rourke & Son, founded in 1978. From that time, the new-born company's business has grown incredibly and become a renowned international engineering and construction enterprise located in the top 10 UK settled construction contractors with impressive £1,932.3m turnovers in 2020(Theconstructionindex.co.uk, 2020). Laing O'Rourke took part in the construction of such of the world's most iconic engineering construction projects, as Heathrow Terminal 5, London St Pancras International Station, Hinkley Point C new nuclear power station, the metro rail network in Hong Kong and, the upgrade to the Sydney Opera House since its 1973 opening. Over 40 years from its establishment, the Laing O'Rourke company has evolved into its present market-leading position. Also, it is notable that Laing O'Rourke is a privately owned organisation, and it still running by its legendary founder, Ray O'Rourke (CMI, 2019). The author of the particular report worked for Laing O'Rourke company from 2018 to 2019 on a project named 251 as an independent multi-trader contractor. Project Two Fifty-One included engineering and building one of London's tallest (41 levels) towers for residential and commercial purposes and the adjacent infrastructure with the location in Elephant and Castle area (Project 251, 2017).
Human Relations Approach.
According to Human Relations Approach theory, management is the Study of the behaviour of peo­ple in the work environment. The development of the Human Relations Approach theory began in the early 1920s of the last century. Today, it is built-in to every successful business; understanding and applying the involved skills and ideas is key to employee success. Elton Mayo, an Australian-born psychologist, and organisational theorist started his research on the behaviour of individuals in groups and how it affects them in the work environment; those investigations were later known as the Hawthorne studies. A series of experiments started in the Hawthorne plants in 1924; it included three independent stages—the illumination tests, the bank-wiring tests, and the relay-assembly tests (Your Article Library, 2015). The researchers initially investigated whether employees were more responsive and worked more effectively under certain work conditions, such as given longer breaks or improved lighting.
Furthermore, senior managers regularly visited the workplace during the investigation, making the employees feel like part of a specific elite group. This personal attentiveness stimulated the staff to work even harder together and give them more for the organisation. The results of studies were surprising: Elton Mayo and his team found that workers were more responsive and sensitive to social factors—such as relationship with the people they worked with and the amount of interest and carrying from their manager had in their work—than the environmental factors (lighting, etc.). At that period, it was popular Taylorism - using science and the technical progress in the workplace to improve productivity. It viewed the employees as machines that could work in any unethical and demanding environment. Elton Mayo, in contrast, insisted on the idea of the "social person," meaning that companies should treat people as personalities and individuals – not machines – with their necessary individual needs. His studies have shown for the first time a direct relation between social factors and productivity. The Mayo works became part of human relations management theory, a researched belief that people wish to be part of a supportive team or organisation that facilitates an individual's development and growth. Suppose employees receive and feel special attention and recognition and are encouraged to participate in the work process. In that case, they perceive their job as having significance, and they are more motivated to be productive, resulting in high-quality work (Peek, 2011).
 Bureaucratic Management by Max Weber
 Max Weber (1864-1920) - German sociologist, the author of Bureaucratic Theory of Management, was convinced that the best way to run an organisation is to structure it into a stable hierarchy of people governed by strict specific rules and procedures. At that time of coming industrialisation, society was moving towards larger and larger organisations, from farms employing a dozen workers to factories employing thousands of people. The way how to organise employees was becoming increasingly important. Because of the issues with traditional authority where how well you did was based on who you knew rather than what you could do, Max Weber suggested a more rational approach to running an organisation and achieving its goals.
1. Organisational hierarchy. The meaning of organisational hierarchy is how personnel are structured and fit within a particular organisation. Weber presumed that each hierarchy to have what he defined as a legal-rational authority. Each specific authority sits with a position, not with a particular person; power comes from a person's place in the hierarchy
2. Clear rules for decision making
Clear, specific rules in the decision-making process Max Weber named these as rational-legal decision-making rules. From his point, there should be a set of explicit rules and procedures defining the organisation functions, and that those rules should be consistent with the rules and laws of society (Dash and Padhi, 2020). 
Max Weber identified six characteristics of a bureaucracy:
• Hierarchical Management Structure 
Each level in the organisation runs the level below and is governed by someone from the level above. 
Authority and responsibilities are clearly defined and explained for each position.
• Division of Labour
Tasks for each employee is clearly defined; employees improve skills by specialising in doing one profession. There is complete clarity of authority and responsibility.
• Formal Selection Process
Workforce promotion and selection depend on technical qualification, experience and competence in the particular profession, demonstrated by education, examinations, or training. 
• Career Orientation
Company management is separate from ownership and shareholders; managers are the hired career employees. The system guarantees protection from arbitrary dismissal.
• Formal Rules and Regulations
Rules, norms, and regulations are documented to assure predictable and reliable behaviour for all stakeholders. Authorities and managers must depend on formal organisational rules concerning employees.
• Impersonality
Rules must apply uniformly to all stakeholders. There is no favouritism or preferential treatment.
 Max Weber thought bureaucracy would promote the highest level of productivity, rationality, and employee satisfaction. He insisted that bureaucracy is so logical that it would transform all levels and parts of society. Unfortunately, the bureaucratic characteristics could also bring a negative result.
Advantages of Bureaucratic Organisation:
1.Bureaucratic organisations are rational and, therefore, leads to an efficiency of operations.
2. Managing the commercial company through a formal chain of command by qualified and skilled managers leads to optimum usage of resources.
3. Depersonalisation of administrative functions results in uniformity of operations and equal and fair treatment of all the employees.
4. Bureaucratic structures increase organisational effectiveness (through knowledge, individual subordination, unity of command, more minor tensions, and frictions, etc.) and assist in the growth of large-scale organisations.
Limitations of Bureaucratic Organisation:
1. Too many formal rules and procedures ignore human beings' social needs, desires, and sentiments.
2.  Too much bureaucracy hampers human innovativeness and creativity as there is an impersonal approach in dealing with persons. It affects the personal development professional growth of employees. Everyone has emotions, and slight deviation in regulations sometimes can bring a positive effect on the decision-making process. However, the hard bureaucratic procedures do not allow some flexibility.
3.Bureaucratic structures mostly ignore the role of ‘informal organisation’, which can complement and supplement formal organisations to reach the set goals.
4. The hierarchy structure of authority denies the advantages of open communication. It may cause some difficulties with the desired level of efficiency.
5. Strict adherence to regulations and procedures makes the rules a purpose which may cause tend organisation structures to become procedure-oriented rather than goal-oriented.
6. Division of jobs into specific categories makes individuals so specialised in their tasks that they do not see beyond their activities. It may bring difficulties to coordinate them with the activities of the rest of the organisation.
7. Putting regulations and rules in writing brings more formality and delays the processing of work (Clegg, S. 1990).
Contingency management theory
The contingency approach in organisational management uses the idea that there is no single and best way to manage, where contingency refers to the immediate contingent circumstances. Organisations to be successful must tailor their idea and actions planning (organising, leading, and controlling) to their circumstances. That means leaders of an organisation should identify the conditions of a specific task or problem, the requirements of the management job, and the workforce involved as parts of a whole management situation. Then they must integrate all these factors into a solution that will be most appropriate for a specific circumstance. The contingency approach in management assumes no universal answers to all questions and challenges because organisations, their workforce, environment, and situations vary and change over time. There are numerous factors and aspects that may influence the organisation, described by the contingency theory. A few of them are the following:
• The size of the organization.
• Strategies of organization
• The organization's abilities to adapt itself to its environment.
• Technologies used in the organization.
• Presence and availability of resources in the organization.
• Operational activities.
•The magnitude of the difference between assumptions, expectations of managers about employees and reality.
The primary characteristics of the Contingency Approach
• Non-universality of theory - There is no one universal way of doing things.
• Environment - Managerial policies and actions should be efficient and productive and must adjust to environmental changes.
• Contingency - Decision making is contingent upon the particular situation.
• Human Relations - Managers should have adequate human relations skills to accommodate and stabilize the coming changes.
• Monitoring and diagnostics - Managers must possess and improve monitoring and diagnostic skills to prepare for environmental changes.
• Gathering Information and communication - Managers must improve and develop search and communication skills and systems adequate to deal with environmental changes.
Advantages and Disadvantages of Contingency Theory
The primary benefits include:
• It gives a realistic view of organizational management.
• It exposes and destroys the myth about the universal validity of principles.
• It suggests managers be situation-oriented and not use stereotypes.
• It can be part of an innovative and creative management style.
The negatives of contingency theory include:
• It does not have a sound theoretical base.
• Managers must know all the alternative variants of action before taking action, sometimes in a not always feasible situation.
• It does not prescribe and advises a particular course of action.
• A situation can be influenced by many factors, and it can be developing in different ways. It can be impossible to foresee everything and analyse all these factors (Lex Donaldson, 2001).
People FIRST program
Laing O'Rourke, as a company with decades of years of traditions rooted in past centuries also, is a modern company - one of the leaders of the UK and world construction industry. Therefore, the company uses both long-term transmitted traditions and the latest scientific developments and experience in management in its arsenal. One of the commitments Laing O'Rourke pledged to implement is to be an equal opportunities employer who maintains the highest modern standards of employment practice and aims to employ people from a wide circle of society in which we live and work. In 2015 Laing O'Rourke launched its PeopleFIRST (Fairness, Inclusion, Respect and Sustaining Talent) programme to create a work staff that reflects the society, which helps the company engage, develop, and retain talented employees. Laing O’Rourke claims they recognised that people perform better work when they feel free to be themselves and when their differences and uniqueness are respected and valued by colleagues and managers. Through the PeopleFIRST program, Laing O'Rourke seeks to make its business attractive to candidates from different backgrounds.  The company is promoting its organisational culture that is enlightened, respectful, and welcoming to the whole personnel. Laing O'Rourke believes that those businesses who prefer a diverse workforce benefit significantly from a wider pool of talent with various experiences and perspectives.
PeopleFIRST is a part of Laing O’Rourke’s Equality, Diversity, and Inclusion policy, which forms their global policy framework, underpinned by the Global Code of Conduct. To provide an inclusive and diverse workplace and to achieve their goals and objectives, Laing O'Rourke commits to:
• To behave as role models with behaviours and values which promote work staff diversity.
• Recognise and consider diversity and inclusion.
• Create a supportive and promotion environment where every staff member can reach full potential by HR policies and procedures that support the attraction, selection, retention, and promotion of candidates based on professional skills and merit.
• Identify, recognise, and remove barriers that obstruct the achieving of a diverse and bringing talented workforce.
• Draw the attention of HR management to this policy.
• Provide all companies personal access to the learning and development opportunities (training, courses, etc.) appropriate for their role.
• Provide communications, consultations, and education to all employees regarding their responsibilities and the company's obligations towards promoting equal opportunity and equality for all member staff.
• Be accountable for companies’ performance by establishing, monitoring, and reporting against specific and measurable success indicators and critical points.
• Never encourage or accept any unlawful discrimination against company’s employees or third parties, be they candidates, subcontractors, customers, suppliers, or members of the public.
• Monitor, identify, and not tolerate any form of harassment or bullying and treat all staff members and third parties with respect and dignity (Laingorourke.com, 2015).
In authors opinion the Laing O'Rourke's People FIRST program, which they provide mainly by the HR department, is an excellent example of a value system that directly affect workplace behaviour. Laing O'Rourke ensures those workplace policies and practices value and adheres to equal employment opportunity principles. It will remain a great, desired place to work for anyone and deliver sustainable value to customers and stakeholders. This company policy is consistent with the described principles of the Human Relations management theory of Elton Mayo.
Solving gender problem activities
As a part of Laing O’Rourke’s organisational policy, the company pays attention to gender problems in the construction industry. Moreover, this is part of the fight against outdated beliefs, unjust traditions, and simply irresponsible business policy. In 2016, the number of women employed in the construction industry hit a 20-year high. Even though over 50% of the population in the UK are women, they still make up only 11% of the construction workforce and only 1% of women operatives on site. At less than 10% females are engineering professionals: the UK has the lowest the proportion of female engineers in Europe. Lingering sexist attitudes, which still are present in the workplace, are off-putting for many talented women. In 2018, it was revealed in an anonymous survey that the construction industry has the third-highest rate of unwanted sexual attention, just below the retail and hospitality industries (Ccsbestpractice.org.uk, 2016). Cases of casual sexism, such as belittling attitudes and patronising, are also damaging and can make women feeling unwelcome. Working conditions are also the reasons for low female representation in the industry. While there have been some improvements in recent decades, some sites still do not provide equal, separate welfare facilities and women still share toilets with men on one in five construction sites. Also, Inflexible working hours can deter women who have their family commitments, which sees women not willing to return to construction after having children. The gender pay gap is the next big issue that female employees can meet in every industry, but it is particularly acute in the construction industry. The report of the Office of National Statistics shows that the national pay gap is 18.1%. In comparison, male builders, and construction supervisors wage 45% more than their female colleagues, the largest pay gap in the United Kingdom (Ccsbestpractice.org.uk, 2016). From 2010 Laing O'Rourke started with their own 15 years strategy, which should help close the gender pay gap:
2011 - The sponsored first school to deliver the Design, Engineer, Construct course, to promote careers in the construction industry. 
2012 - Equality, Diversity & Inclusion - started steering group.
2013 - Launched the Enhanced maternity - supporting returning women program. Launched the Informal women's network.
2014 - Construction 50:50 Women's Network started. Promised to reach greater gender diversity in Laing O'Rourke's early talent programmes.
2015 - Laing O'Rourke launched new equality, diversity, and inclusion training to help educate and raise awareness of the protected characteristics of the Equality Act 2010.
2016 - 18% of graduates and 33% of school and college leavers employed by Laing O'Rourke development programmes are female.
2017 - Group-wide Inclusion Steering Committee formed. 
• To increase diversity and inclusion across engineering employment, Laing O'Rourke became the Royal Academy of Engineering Inclusion Recruitment Action Group member.
• Laing O'Rourke became a sponsor of its sixth school on the Design, Engineer, Construct! Curriculum. 
• Laing O'Rourke gathering Enhanced diversity data to cover all company protected characteristics (Laing O' and Services Ltd, n.d.).
With the help of these programs, the company is not only successfully closing the pay gap between men and women, but it has also been successful in increasing the number of women among its employees. As the same report says, Laing O'Rourke shows encouraged signs of improvement; the company has achieved a 48 per cent increase in the number of women senior grades since 2014 (Laing O' and Services Ltd, n.d.). As befits one of the market leaders, Laing O'Rourke looks to the future and sets ambitious plans. The company has set itself the target of reaching an absolute reduction in carbon emissions in operations by 2030 and having equal numbers of female and male employees by 2033 in the UK and its divisions worldwide (The Construction Index, 2021). Laing O'Rourke is also planning to apply the experience and learnings from the successful pilot of a Gender Diversity Action Plan in Australia and their own STEM+ school's programme, which is now actively testing in some construction projects. Laing O'Rourke also is using other proven mechanisms to increase female participation in the company's business include specific recruitment strategies targeting women, sponsorship of emerging female leaders, referral bonus scheme, and mandatory inclusivity educating for senior and hiring managers. By implementing these measures, Laing O'Rourke now has 36% more women in senior project roles in Australia than one year ago (Laing O'Rourke, 2019).
Covid 19 Hybrid Approach
Like all responsible contractors, Laing O'Rourke adapted to find ways to protect people and maintain progress on its projects during the Covid 19 pandemic. In line with the CLC's Site Operating Procedures using that as a UK Government guidance, the company have changed many aspects of how its sites operate and deliver work. The key is to reduce the number of people on the site, bring more technology and shift mindsets while maintaining productivity. The company successfully conducted a COVID-enforced remote working experiment and now applying that experience. At the same time, specialists evaluate and develop new recommendations on balancing the need for collaboration, forming the right culture and a sense of belonging to the company's business. Laing O'Rourke adopted tactics when multi-disciplinary teams were involved in solving complex problems. Recognising all factors, the company introduced a hybrid working models for all its UK employees. It does not matter whether they base, in depots, factories, construction sites or the main office.
The principle of hybrid working means to match the location to the task so that the specific work takes place in the right place and the following sets of needs must be met - of the person, the team, and the business. As guidance, Laing O'Rourke recommends that office people should aim to work 60% of their time in the office and the rest - remotely. For example, it can be that some people spend 100% of their one week in the office and the following week only 20-30%, depending on the task they need to complete. It is impossible for all the employees, particularly those directly involved in the building process; however, the company learned a lot from flexible working on different projects to provide flexibility for every role. Laing O'Rourke stressed to its employee the importance of good communications during Covid - 19 pandemic, how they deliver their work with line managers, supervisors and keeping it under review. Laing O'Rourke insists and reminds its employees that the end of governments restrictions does not mean the Covid - 19 pandemic is over, and as a part of society, all together should manage the presence of COVID for some time. The company encourages and motivates individuals to think of others and provide and exercise common sense and personal responsibility. Therefore, Laing O'Rourke continues to caution on sites and offices, and COVID safe measures will still apply. The company liaises with its different teams worldwide to understand what is working well, what is not and what new measures need to provide to help the workforce adapt to the hybrid approach to work (Laing O'Rourke, 2019).
Author’s work experience at Laing O'Rourke.
The author of this report was recruited in 2018 by recommending an agency he worked for many years. Laing O'Rourke recruited a team of 6 people from highly qualified specialists to perform a specific task. In the newly built and commissioned skyscraper (Project Two Fifty-One), a severe problem was identified, the cause of which was a serious miscalculation of the project engineers. The problem was that in windy weather, due to the usual phenomenon for such high structures - swaying, the creaking sound of metal structures appeared in the rooms of living people. Since 80% of all apartments were sold out and occupied, this problem caused complaints. A team formed, including the author of this report, was intended to eliminate or reduce the sound of the structures by reworking metal joints and installing additional noise insulation. The author was hired for this job without any explanations or comments, or additional contracts simply as a specialist performing a technical task. In addition to 6 people directly performing the work, including one supervisor, the project was managed by two managers present alternately at the facility.
Project management and coordination were carried out on a type close to that above described by the Bureaucratic Management theory of Max Weber. There were elements of theory present such as strict hierarchy and accountability, daily reports, and strict execution of head office commands. At the same time, the company's organisational culture in that site itself also contained the elements described by Human Relations Approach theory. The report's author was warmly and amiably received by the colleagues and the site's management. Laing O'Rourke did everything on that site to make a person feel like a family in the team and think that the company needs and appreciates that person's work. His direct manager was a supervisor who worked in the company for more than 19 years and enjoyed great prestige and respect among the workers and the company's management. He was a man of great intelligence with pronounced critical thinking and leadership qualities and enormous practical skills and abilities. This person directly conveyed to the author of this report a large amount of accumulated knowledge, both purely technical and HR knowledge, on building a professional future in the construction industry and a specific in Laing O'Rourke. Also, the author's supervisor initiated informal communication outside of work, including visiting pubs sometimes on Fridays after work. At that time, the author of this report perceived such an attitude towards himself as friendship. Much later, after reading several books of Greg Baer, specifically his "Real Love in the Workplace", the author of this report began to see better and understand people, their actions and motivation, started using better critical thinking (Baer, G. 2007). And now, for the author of this report, it is clear and understandable that his supervisor performed not only the role of a mentor but also a selection job and transmit informal commands from the company's management while packing them as friendly pieces of advice. As one example, It was friendly advice to keep any information about Project Two Five One secret from clients, the press, and anyone. The reason is quite understandable the company wanted to avoid the leakage of any information used against it in court. But at the same time, the Head office did not want to issue such instructions to workers directly and acted through a supervisor. The selection work of this supervisor was to use the friendly relations initiated by him to obtain private information from a particular worker as plans, his past, characteristics in different situations, and pass all this to the Head Office for consideration as a potential employee or his dismissal. This practice of people selection and how to impact them is unfair, but it was a part of organisational culture in Laing O'Rourke. In confirmation of that, the author of this report had similar testimony from some of his colleagues.
Conclusion and recommendations
This report shows that successful modern companies use different methods and management systems based on successful management theories. Most of these methods used primarily consider the needs and requirements of the people, both their employees and customers. To develop appropriate strategies, companies consider the beliefs and attitudes of the people who come and try to transfer their knowledge and experience to these people and integrate them into their organisational culture. Moreover, over time, companies are paying more and more attention to this, whether it is solving gender problems or problems related to the protection and prophylactic clients and employees during the Covid -19 pandemic. As can be seen from this report, sometimes companies still use not entirely honest and transparent management methods, as described by the author in the section about his personal work experience. Cases like that lead to the employee feeling used and manipulated, which leads to disappointment in the company and people in general. Considering that such described cases were not alone in the Laing O'Rourke, but most likely are a long-term system, the report's author recommends that the company abandon such opaque methods of running and managing a business to conduct open interviews, more open selecting and recruiting activities in general. This recommendation would only improve the company's image, which is essential for attracting new and talented people and forming a better workforce.
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