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Introduction
The world is found to get smaller as perceived from the business point of view. We find people going out to different places in abroad to offer their services and work contributions. In such cases they need to adapt to dynamic cultural mindset for making them comfortable in a foreign working setup. Taking the working conditions at various organizations into consideration it is observed that a wide variety exists in terms of belief systems. The values, morals, principles practiced and implemented within one company’s working environment differ from that of another. The attitudes towards work get eventually shaped in course of the experiences gathered by people and through diverse exposures one is left to within the work conditions. 

Analyze the difference between beliefs, attitudes and values within a workplace
The discrimination of beliefs, attitudes and values within the workplace tends to create a distinctive culture altogether within the organization (Guillaume et al. 2017). Talking about the workplace context there are different forms of cultures which are found to be dominant. A corporate cultural setting usually prevails within the national culture. However, a cultural prevalence within workplace tends to create significant impact upon the workers and their mindsets. The modes of interaction established between the working members gives the sense of national, gender, corporate, religious and generational cultures. A major portion of the attitudes built within people at work are persuaded by the culture they practice and implement within working conditions. This essentially depicts the way in which one conducts their work, the behavior they adapt, the use of language made, the negotiations stated and the relationships created. 
Attitudes are essentially considered as the way in which people orient their thoughts. These are usually shaped according to the world of work as well as outside work (Luke, 2018). Taking a deeper conception upon attitudes they can be further classified into three distinct components of cognitive, affective and behavioral types. As attitudes greatly impact upon the workplace conditions and operations taken up by the employees, each of the components constituting attitude formation must be understood. As the cognitive construct goes, they are representation of thoughts, beliefs and ideas about the workplace concepts and elements. They are generally governed stereotypes and conventional beliefs. This attitude mainly influences the learning and acting behavior of an individual. Cognition is mainly associated with the social means as this will help an individual to predict the requisite behavior of self and others. This component of attitude influences the direction of knowledge representation. Appropriate of knowledge representation is very important at workplace as only gathering of knowledge is not actually worth if an individual remain unable to apply that knowledge at right time and right place. Cognitive component of attitude also helps and individual to understand the right place and time for his knowledge representation and obviously in appropriate from via observation of senior’s behaviors.  For instance, women are incapacitated to be exposed and perform all sorts of work; a team leader must be one with maximum experience and the most senior member of the group. Next comes, affective component which essentially relate to the feelings and emotions which are brought to surface regarding work conditions. The key aspects of this component are the statements and that influence surrounding persons.  Application of these components owns the capability of dealing with other feelings as well as emotions. Alongside the   perspective about other co-workers have can also be reveled from this component.  Men at work are considered competent and hence preferred more for challenging tasks.  The third component is the behavioral component, which associates with the actions and behaviors taken up by individuals at workplace in a definite manner (Triandis, 2018). These actions are usually driven according to the affective and cognitive structure that one has. In this context it must be mentioned that behavioral component of attitude is highly dependent on the situation and objects that has to be faced by an individual. For example, in the context of workplace an individual might feel te pressure of excessive workload. Depending on the skills and capability of specified individual he will either complain or request for solution. In case of excessively active individual he might transfer the work load to their colleagues as per his professional rights at workplace. This can be better understood by a simple example in the context of workplace. In most of the cases it is found that behavior of women management personnel has been found to be quite different from that of male personnel as per the direction of that personnel behavior (Passive or supportive). Behavioral representation of an individual gets directed by his behavioral intentions.  However, when each of these components gets projected within workplace they can practice different attitudes which might shape the workplace dynamics. In cases where workplace challenges occur these components try to work different functions. They have contribution in the policy, procedure and structure of the organization. The thoughts and beliefs form the cognitive formation about the managers and could be the feelings they project about the team they are performing with. 
Attitudes within workplace can be typically classified on the basis of the skill sets and the experiences they gather which frame the characteristics of the employees. Attitudes are found to play a major a decisive role when thought in content of workplace. There are five key attitudes that every organization seeks to be present within their employees. They are signs of harmonious and professional environment being present in the organization with a productive staff. 
· Respect for fellow colleagues and management members
Workplace environment is essentially governed members who work in teams and professional code of conduct is maintained. In order to coordinate and cooperate the teamwork effectually respect towards workers need to be felt for one another (Donaldson, 2016). The way employees interact with their management team depicts the respect they have towards them. An employee at work no matter what post or designation they hold requires possessing certain amount of self-respect. This matter must be considered by an individual while he is carrying out his responsibilities; he should consider the problems and benefits of each of his colleagues no matter if they are at higher or lower designations. Each of the colleagues must be valued equally.  This does not help keep a balance in workplace but also enable the present effective alternative ideas at the same time. 
· Infectious Enthusiasm
An individual who carries a high spirit and enthusiasm about life in general is likely to radiate a positive energy within workplace. This gets automatically rubbed off on everyone around that person implementing the same in the overall workplace environment (Ang and Van Dyne, 2015). These individuals tend to manifest an eagerness and interest to work using their skills, efficiency and innovations within workplace. Some are innately positive in mind however such a condition can be developed eventually too. Commitment within job 
With special reference to SMEs business workplaces require employees with not just heightened commitment but also goals and initiatives which affect the bottom line (Finch et al. 2015). The employees driven by committed mindset of this kind generally show a willingness to do whatever it takes to satisfy reach the organizational goals. Innovative and creative ideas
Employees who carry a creative mindset do not shy away from experimenting and trying anything new. They usually find unique and distinguished ways to do things in an innovative way. Small and medium sized businesses require employees to think out of the box in an innovative manner for accomplishing definite goals. Employees having this sort of attitude at workplace might have a chance to encounter bigger failure but if done effectually might result in yielding greatest success. 
· Helpfulness
While performing within the workplace one f the most desirable attitude practiced within the organization is the helpful attitude (Greene and Kirton, 2015). The clients and customers are necessary to be assisted in the most effective manner. The co-workers are also found to require help to accomplish the overall company goals. The greater the extent of helpfulness among employees the more people wishes to be around them and more the willingness to become their partners on key projects and assignments. 
· Hospitability
Successful and adequately eligible employees should capable of welcoming all of the scopes and opportunities that are available in workplace. Such kind of opportunity mainly includes the opportunity of working with highly skilled coworkers and highly active customers (Cameron et al. 2018). 
· Preventability
Influencing colleagues and service users seem to be the fore most criteria to get better rating on in employee attitudes. Appropriate dressing sense, right body language, clear accent etc is very important to hold a positive and professional presentation. This also influent the perspective of other about that specified person.  Inappropriateness in such components might represent a negative attitude of an individual even if the personal does not possess such negative character at all (Lyons and Kuron, 2014)). 
· Honesty
This attitude is too much important to gain sustainable growth opportunity at work place. Employers become highly dependent on such employees those possess adequate degree of honesty and try to retain such employees at any cost. Moreover, for leadership position such kind of attitude is considered as the top most priority as followers needs such individual on whom they can trust regarding their professional well-being (Helmreich and Merritt, 2017).
Significance of workplace values
Values are the set of principles that help the workplace to be driven in the way of practice. The workplace values are stipulated guidelines which are most significant to decide the way people work. This helps people at work to make a judicious and effective decision between what is right and wrong. Be it the career choices or the decisions related with work, values within workplace help them guide in the perfect and desirable manner (Kim et al. 2017).
There are certain workplace values which are likely to contradict from one another:
· Being accountable, 
· Making a difference
· Emphasizing upon detail
· Being completely honest
· Delivering equality
· Keeping the promises
· Being positive
· Ensuring reliability
· Meeting targets and deadlines
· Helping others
· Becoming a great team member
· Adhering company policies and regulations
· Showing tolerance
Values form the foundations for beliefs that eventually get manifested in the form behavioral constructs (Marsick and Watkins, 2015). Values are set of principles, ethics, standards which infuse quality of service within the workplace environment.  The values which are dominantly prevalent within the organization are likely to be shared in groups, communities and culture within workplace. These values can be passed through institutions, religions, media and families. When implemented within workplace environment values orient the employee performances to make the efforts yield productive outcomes. The approval or disapproval of foreign orders is depended upon the values practiced within the particular workplace. 
Critically assess the impact of beliefs, attitudes and values on own workplace behavior
The behavior and attitudes that is manifested within the workplace is greatly influenced and driven by the beliefs, values. There are occasions while working that I encompassed my beliefs and value systems to be different from those of the others (Desai et al. 2014). I on dealing with employees as the manager believe in actively taking part in shouldering responsibilities of not just own but others’ actions. There are occasions when I have to take up responsibilities in terms of taking an account of the team work accomplished on a regular basis. There are usually deadlines and targets set for them team to accomplish their jobs within the stipulated mark. However, I generally find that not everyone at work can be relied upon equally in terms of taking up responsibility. There is this natural tendency often encountered among most employees to blame each other in case the responsibility given is failed to be accomplished. There are also some cases where the team members report of not being informed of the notice or the deadline, which is in obvious case untrue in most cases. The entire team gets the information circulated but it is the usually trend of social loafing that gets reflected to shrug off the responsibilities and liabilities associated with failure of work. As a team leader I have effectually come across a number of instances where unprofessional and incompetent conducts have been vividly in front of me. There are many such instances where employees have informed me that the work is done but in actual it has not (Lyons and Kuron, 2014). This is likely to cause discrepancies in the team records however rising a situation of conflict. Now I always carry a fearless attitude as my work is governed by honesty and integrity. I am certainly not a person who shall shy away from confronting situations where I have to deal with conflicts. Being the team member I find myself accountable towards the actions and responsibilities that are supposed to be performed by my team members. I certainly intend on helping people with genuine trouble and honest approach and can also provide extra time spearing out of my work schedule to get the employee towards perfection. However, my lack of trust and reliance upon my team members is simply de-motivating in nature although backed by justification. No team member is likely to be interested to work in a team with such a team leader who does not trust upon them entirely. It is simply unacceptable for any employee and insulting to be a part of a group where the leader wishes to keep a vigil upon each aspect by him. This not just builds an unhealthy team environment but also significantly diminished the morale and spirit of the team (Blok et al. 2015). However, I find myself entirely accountable for my mistrust and behavioral practices. I realize that I should instill belief on each of the members who comprise my team and confer them with the responsibilities that they are capable of performing. I must also give them their required space and independence to accomplish the stipulated work following their skill sets and intellectual capacities. I should keep that in mind that being a team leader my negative attitudes and behaviors should not impact the tea configuration and ruin spirits of the team members. I thought of an interesting experiment with my team to bring back the lost integrity. I introduced the role play act and asked them to think themselves to be in the position of the manager. I then asked them what they would have done if confronted with diverse situations with contradictions, discrepancies and role conflicts. I also could get an idea about their idea and concept related to ways in which they wish business roles to be performed. This helped them to gage my point of view and understand the trust issues that are natural to develop with shouldering such huge responsibilities of the team efforts. At the same time made the team realize each other importance and work together as a unit rather than in parts in a separate manner. Some of the valid points that came out suggested me to modify my behavior according to the need of the team configuration and taking situational aspects into mind. The transmission of information was viewed as one of the prime areas of problems which required me to look into ad fix consulting with my team members. It is then onward that I truly trusted in participatory leadership than that of depending upon authoritative r autocratic leadership style. 
Apply the critical assessment of an appropriate management theory to evaluate how someone with different beliefs, attitudes and values might interpret the theory differently
In order to incorporate various beliefs, values and attitudes within the intended workplace surroundings there are certain management initiatives necessary to take place. It is through effectual strategic management styles and leadership forms that desired kind of cultural setup can be established within workplace. Some relevant theories associated with this aspect are discussed as below:
Douglas McGregor’s XY Theory
It was according to the proposition of the American social psychologist Douglas McGregor that his famous XY Theory got published in the 1960. This essentially reflected the ‘Human side of Enterprise’. Within the sphere of management and motivation the X and Y theory refers commonly towards the strict management style incorporated and practiced within workplaces (Cameron et al. 2018). This management theory essentially works towards extending a positive and productive management style and technique within the workplace surroundings. The organizational development is considered to be the central focus to implement a proper organizational culture to undergo sufficient improvement. They tend to follow the natural regulations for managing employees. This XY theory renders a salutary and simple reminder for the workers which are easily forgotten in the day-to-day business pressures of work life. There are essentially two fundamental approaches taken up in course of this theory to manage people and orient them towards desired attitudes, beliefs and values. Some managers adapt the X theory which generally results in attaining poor and unsuccessful results. However, the other bunch of enlightened managers implement Y theory that gives rise to improved performances, better results. They enable employees to undergo growth, development and enhancement in their job roles performed (Helmreich and Merritt, 2017). 
Identify a management theory relevant to your role and critically assess its impact on your own beliefs, attitudes and values
Theory X which depicts authoritarian management style
This is usually of the belief where employees are found to dislike their work and hence avoid such circumstances
In such cases most of the employees at work are forced by giving the threat of punishment to make them work and accomplish organizational objectives
The employees according to this theoretical approach are perceived to prefer being directed for work. They do not prefer taking up responsibilities and are relatively un-ambitious in nature and look for security in the first place (Yi et al. 2015).
Theory Y indicating participative management style
According to this management style and approach a much positive, progressive and productive outcomes are yielded.
The efforts and contribution made by the employees are as natural in work as they are at play
People in this approach are usually possessed with sufficient self-control and self-direction in the pursuit of organizational goals
One gets intrinsically associated with objective oriented functions in order to achieve the rewards attached to them
People are willing enough to take up responsibility and easily accepting in nature too. 
These employees are found to be driven by high degree of imagination, ingenuity and creative innovations to solve organizational problem. 
This is such a management approach which aims to utilize intellectual potential of an average person which is usually only partially explored. 

Critically analyzing the impact of Douglas McGregor’s XY theory within own workplace
Keeping in context with my own job experience I tend to draw a lot of relatedness with the expressions of Douglas McGregor XY theory of management. This is a lot of ways reflects and resonates the way I tend to deal with my tea at work (Young et al. 2015). Although there are most instances from my experiences which greatly relate as per Y theory approaches in management processes, I also use theory on few occasions. However, on taking a close look to the theory X I find it not so appropriate to use it within the working framework. One must not undermine the possibilities that can be created by exploiting the potentials of the employees and team members I work with. Each and every member I associate with are equally effectual in their respective fields of expertise. They also wish to project their best efforts when the company is found to confront some challenge or work condition criticalities. I strongly feel that I should emphasize more upon using and exploring the approaches of theory Y instead of X. an adaptive, positive and productive energy seems to get generated once such beliefs, values and attitudes get directed towards the workplace. The employees must be viewed as intellectual strengths to pull the company high towards successful goals. The self confidence among the team shall be filled greatly by also generating the same within me being their team leader. Self-control and self-direct shall get set as the organizational objective. These shall not require any sort of external and negative forces to drive the employees to make them motivated. No threats of punishments shall be imposed upon team workers to make them towards their stipulated goals as they shall be self-charged and push themselves towards achievement orientation. 
However, may be it is harsh but in reality implementing the Y theory at all times within the organizational condition shall not be effective enough. However, I found them to not reach the successful outcomes as objectively desired for the company. The reasons behind their lack of accomplishment could be partially projected towards unsatisfied motivational needs. Some people require certain external forces to drive them towards successful results (Tjosvold, 2017). There are some people who work to live. Hence on failure to reach their stipulated goals does not lead to faze them. In these instances, it shall become extremely difficult to follow by the theory X. 
As stated earlier, not every employee are driven by target satisfaction. My team certainly comprises members who are sufficiently self-directed on achieving their objectives. They require their autonomy to perform. However, the negative manifestation in behavior becomes evident when members from the same team in found ineffectually performing. I however try to adopt and practice according to the beliefs of Theory Y as I personally feel the theory to be much motivational than Theory X. 


[bookmark: _Toc533263725]Conclusion
The present assignment projects the ingredients that are necessary for a developing workplace to adopt. There are a number of theories and models which project the ways functioning takes place within an organizational setup. Talking about conventions, employees are expected to show respectful conduct towards their clients and customers along with their co-workers. People having these desirable attitudes usually manifest polite, diligent and professional practices, even in case of disagreements and contradictions in point of views. Staffs within working environment are taught to approach every situation with positivity instead of negative and to embrace opportunities instead of viewing them as challenges. Adopting a glass full attitude within working environment encourages employees to build it soon. The development of the ideas in order to take the company towards improvement and success are extended by these employees (Carver, 2014). However, if a team full of committed members works together the organizational objectives get fulfilled and drive towards yielding benefits. The values and morals standards are held with high regard by most of the companies which aim to become big and sustain their position in the market. It is through the judicious incorporation of values that one is able to make appropriate decisions in their personal and professional lives. There are instances from my personal work exposures that have helped me develop a critical insight about the interplay of values, beliefs and attitudes which tended to shape my behavioral outcomes. I strongly believe in the fact that one must own the responsibilities that are entitled with their job roles and the actions they have initiated. In tend to give a lot of significance to honesty, integrity and hard work as I consider them to be the fundamental pillars of building personality. With this strong belief in mind I also tend to aspire that the value which I practice and preach are equally conducted by others at work too. This I find not present in most of the cases. I do realize the unavoidable fact that I possess certain team members who shall not perform with the same mental set all throughout. They shall not be achievement oriented in the same manner as others will. I have taken up chances to provide them with free hand to boost up their performances. 
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