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The purpose of this report is to evaluate the beliefs, attitudes, value systems and management theories of a company called Tekpa Textile. I spent six years working for Tekpa Textile as an import and export manager from 2001 to 2007. The report will aim to use critical thinking to evaluate and analyse short comings, mistakes and bad practices within the company. 

Tekpa Textile was a medium sized business based in the city of Bursa, Turkey with approximately two hundred employees and produced ladies’ garments for the United States and European markets. There were several sections of management from planning, manufacturing, finance, personnel and import-export. All management departments reported to the director and sole owner of the company.

In general, a person’s behaviour can be influenced by their beliefs, values and attitudes and can have an effect on their relationships, communication, decisions and management style within the company. 

The report will discuss my role in Tekpa Textile and identify a management theory relevant to my role in the company. Examples of workplace scenarios will be given and critical thinking will be used to demonstrate how my beliefs, values and attitudes affected my management, decisions and responses. 

Critical thinking involves intellectually using ideas and concepts, to analyse and evaluate information obtained by observing, personal experience, reflecting, reasoning or communicating to form a belief and action. (Snyder and Snyder, 2008) 
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Tekpa Textile was established in the 1990’s by Ibrahim Peker and was based in the city of Bursa, Turkey. Initially the factory worked as a subcontractor securing work from other producers that worked directly with foreign companies in the United States of America and Europe. The company that Tekpa textile was subcontracting from produced ladies’ garments for a large American manufacturer and wholesaler named Miss Erika. Miss Erika had a bureaucratic management style with a hierarchy and strict sets of rules and regulations that had to be implemented and followed. Tekpa Textile was also managed by a bureaucratic management style and was used to working under the conditions set out by Miss Erika. The company that subcontracted the work to Tekpa Textile was very happy with the quality of work and the reliability of orders as was Miss Erika.

The owner of Tekpa Textile believed that the customer was the boss and that their happiness was a priority. The owner’s attitude was that Tekpa textile should be one of the biggest, successful garment producers in Bursa and he valued increased profits above all else. There were approximately 200 people employed at Tekpa Textile, although they worked long hours and were paid for their overtime, they did not share the values and beliefs of the director. Making extra money was a benefit however the amount of overtime resulted in some staff not being able to see their children or spend any quality time with their families. The director was of the opinion that they were all making extra money therefore they should gladly make sacrifices for the well-being of the company. Another reason the director took on so much work resulting in endless overtime to deliver orders was that he wanted to prove to the large manufacturers that he could work directly with them rather than through subcontractors.

The director finally had his chance to work directly with Miss Erika when the main producer went out of business due to taking on more work than they could produce resulting in huge fines by the manufacturer under the terms of their contract. Miss Erika had a higher set of values and beliefs than Tekpa Textile therefore certain conditions such as health and safety, number of employees and investment in modern machinery had to be considered. Tekpa Textile significantly expanded after a few years of working directly with Miss Erika and managed to secure even more work from the European market. Despite his success and some changes in the structure of the business, the director failed to change any of his beliefs, values or attitudes toward his employees. His only concern was the profitability, quality of work and the happiness of the manufacturers he produced for.

The director was respectful and polite to his employees however this does not equate to caring about your employees. He never considered or cared about the fact that they hardly ever saw their children due to the amount of time they spent at the factory of about their quality of life in general. I started to work for Tekpa Textile as an import export manager in 2001 until I left in 2007. One of the first things I did was hold meetings with the staff I was responsible for and with the management team to see what changes could be implemented to resolve the unhappiness of our staff.
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Values are deeply ingrained beliefs that are highly important to people and are standards that they will judge themselves by. Values will determine the choices people make and how they live their lives. Beliefs become values when a person becomes committed a belief and they attach a growing importance to it. Beliefs can be separated into different types and categories such as values that are equated to happiness, prosperity, success at work or family matters. An individual must be capable of expressing their values in order to consistently make clear, logical, accountable decisions. (IAA, 2018)

Everybody has their own individual workplace values that may differ from the values of others. I believe our goals also play a part in determining our values. Some people may set a goal of being rich therefore their goal will be money or assets resulting in prioritising money above other things. Other people may want respect or success and may develop their values accordingly. Everyone wants something however I believe when our lives change it can also result in our values changing. Workplace values are the principles that guide and direct us, they are the most important aspects that determine the way we work, they enable us to distinguish between right or wrong, good or bad work practices and play a very large role in the decisions and career choices we make. (Mindtools, 2019) 

The culture of a corporation is determined by its values and is a major factor in deciding what that organisation cares about. It is important that employees of the company share the same values as the organisation. This enables the people within the organisation to better understand each other, understand each other, do what is right and work for the same common goals. Sharing common values helps to build relationships and motivates people to strive for common goals and achievements. 
Not having common values may result in people striving for different goals, aiming for different results and can hinder working relationships, decrease efficiency, reduce quality of work, creativity and job satisfaction. It is of paramount import ance to understand a potential employee’s work values as training for skills and gaining experience can be learnt however this will not change their values which could potentially cause problems if they differ from each other or with the corporation. (Mindtools, 2019)

Knowing your workplace values can help you make the right decisions when choosing a company to work for or the kind of job you wish to do. Defining your values allows you to set out what is really important on a personal level. Reflecting on good past feelings and things that made you feel confident throughout your life is a good way to start defining your values. (Mindtools, 2019)
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Attitudes can be described as a frame of mind in regard to other people or situations and circumstances before a decision is made that results in a certain type of behaviour. People often form their attitudes based in their values and beliefs. However, attitudes are not only formed by values and beliefs, when making decisions peer group pressure, psychological factors and perceived correct ways of behaving are just some of the things that can have an influence on a person’s attitude.
There will be a potential for external influences to sway a person’s attitude if they have not thought about their values or beliefs. This includes reflecting on how they may appease or prioritise clashing values. Not possessing the ability to critically think about or being uncertain about values could result in irrational choices objectionable behaviour. (IAA, 2018)

The way we behave at work is often affected by how we feel about our workplace, to fully comprehend people’s behaviour we have to understand their attitudes toward work. The two specific attitudes at work that have a substantial influence on our behaviour are job satisfaction and commitment to our organisation. Numerous surveys suggest that the most important job attitude is job satisfaction. Being committed to a company is often due to emotional attachment and is closely related to job satisfaction as being happy at work increases the level of commitment to the organisation. Organisations track job satisfaction levels and commitment as they believe it has a considerable bearing on work performance, absent employees and profits. (Saylordot, 2019) 
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Having a positive, optimistic attitude or a negative pessimistic attitude at work is often a matter of choice therefore people with positive attitudes tend to perform better under stress. Attitudes at work effect the moral and productivity of everyone associated with the company. Positive attitudes improve cooperation, performance, output, leadership performance and moral while negative attitudes can promote unhealthy competition, mistrust and low morale, inefficient output and high level of absences due to illness. (QUILL, 2016) 
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Every individual has their own personal set of beliefs that can be religious, cultural, social or political. People tend to believe internally that their beliefs are accurate whether they are unproven, irrational or not. This lecture has taught us that beliefs are very important in personal and professional life. Beliefs are very important as they dictate the way we live and the direction we lead our lives. Religious beliefs have been shown to give people an inner peace and purpose in life no matter what religion they belong to regardless of the fact that they are not based on proven scientific research. Believing you will succeed will increase your chances of success, having political beliefs may motivate and influence you to fight for or live a certain way therefore belief can be one of the most important factors in a person’s life. Our beliefs influence our values and our values determine our attitudes.

Beliefs are very important as they directly influence our behaviour. Our decisions, actions and communication with others are driven by our beliefs. Beliefs are attached to emotions that we have often carried with us since childhood and are part of our core emotions. Life experience and maturity may lessen certain core beliefs but, in most cases, they remain throughout a person life. (The International Workplace, 2011)
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There are several management theories such as Human Relations, Scientific Management, Contingency Theory, System Theory Bureaucratic Management that were covered in this lecture.

Scientific management theory was devised by Frederick Taylor in 1911 and was based on 4 principles. The scientific study of tasks rather than the rule of thumb, scientifically selecting and training employees rather than allowing them to train themselves, ensuring that workers were following the scientific methods correctly and dividing work between managers and workers ensuring the managers implement the theories and that the workers were abiding by them.

The contingency leadership theory has two basic principles, there is no one best style of leadership and that the effectiveness of a leader depends on whether their style is compatible with the situation. 

Systems theory acts on the premise that the system consists of various parts of a company that interact and form the whole.

Human relations management is centred around the people in an organisation and seeks to manage employees to achieve a maximum performance to achieve objectives.

Bureaucratic management theory was developed by Max Weber and is based on 6 principles, division of labour, strict hierarchy, Separation of organisational and private property, strict set of rules that have to be followed by everybody, meritocracy-based promotion and documented rules and regulations.

The management style of Tekpa textiles biggest customer Miss Erika was a bureaucratic management style, resulted in Tekpa textile having to adhere to bureaucratic management methods. Miss Erka had a very strict set of principle that had to be followed, documents and emails were sent in relation to orders with strict instructions, every step of production had to be audited and controlled. Tekpa textile had very little autonomy for Miss Erika’s orders which was a big problem as there are several hours’ time difference between Turkey and America resulting in a day’s delay in responding between producer and manufacturer. This resulted in delays with production, loading, customs and shipping. Having to wait a day for a response was a very problematic due to a bureaucratic management style resulting in constant fines and charges incurred by Tekpa textile. 

Having to wait a day for authorisations from Miss Erika meant that shipments were held back and stored in customs hold, Deliveries were sometimes cancelled at the last minute causing wasted journey charges from transport companies. Miss Erika never accepted any excuses for late deliveries and would also fine Tekpa textile. Miss Erika used a company from Istanbul as were constantly visiting the factory to check on and control production. Payments were made via letter of credit resulting in numerous unnecessary documents sent back and forth to the banks wasting time, energy and resources that could have that could have been better spent on production.

Tekpa textiles other big customer was a United Kingdom based company called More (UK) who had a much more relaxed Human management style relationship. More (UK) were friendly and focused on good relationships with the managers at Tekpa allowing us autonomy to produce the garment without interference. They only cared about the quality of work and only required the relevant documents that needed to be presented to customs. They were very considerate, always tried to resolve problems by discussing the best options and solutions. The owners of More (UK) regularly visited our factory in Bursa, we would arrange meals and nights out and had a wonderful working relationship.


This was in stark contrast when managers or agents from Miss Erika would visit, they would be very formal turning up with their folders inspecting every corner of the factory and threatening to cut orders if they were not satisfied with what they found. They were a huge manufacturer and knew the owner of Tekpa would do anything to continue working for them. I believe a certain amount of bureaucracy style management may have benefits however loyalty, tolerance, empathy, motivation and good relationships are also very important.

Max Weber (1864-1920), is considered to be one of the leading thinkers in organisational theory. Weber was a German political economist and sociologist who favoured a bureaucratic management style and thought it was more efficient and rational when compared to traditional management methods of the time. There are two fundamental elements to bureaucratic management, the first is hierarchical management structure and the second is the governing of members by rationally defined decision-making rules to enable organisations to achieve their goals. (Talkingaboutorganisationspodcast, 2016)

[bookmark: _Toc7448163]Bureaucratic Management Theory

Weber believed bureaucratic management allowed organisations to be run in a rational manner rather than irrationally based on the emotions of managers and owners. Weber set out six principles for bureaucratic management: Division of labour, strict hierarchy, separation of organisational and private property, strict set of rules that have to be followed by everybody, meritocracy-based promotion, and 
documented legal rules and regulations. (IEDUNOTE, 2017)


There has been some criticism of Weber’s bureaucratic management 
Emphasis on rules and regulations:
Slow decision-making process due to bureaucratic rules
Hinders communication and due to the formal rules and structure 
Inefficient due paperwork, time wasting and waste of money
Not flexible enough for private business more suited to government organisation
Does not account for dedication or commitment of workers when considering 
Promotion. (IEDUNOTE, 2017)
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Elton Mayo and Fritz Roethlisberger conducted the Hawthorne studies between 1927 and 1932. The study was based on how physical conditions such as lighting effected employees’ productivity. The results showed an increase in productivity however quite surprisingly it was later found being observed was the cause of the increase and not the change in physical conditions. It was found that workers became more motivated when being observed by their managers due to feeling singled out, this has become known as the Hawthorne effect. Having a defined role in a team also increased a worker’s performance as they want to feel the work they do is valued and that they share the same goals as the group. (Caramela, 2018) 

The Human Relation’s theory argues that workers are more than just a cog in the machine, what is good for the worker is good for the company therefore positive management. Management methods that can be motivational, sharing objectives, providing a certain amount of autonomy, training, recognition and rewards. (Dininni, 2017) 
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The strict rules and bureaucratic management style may have suited Miss Erika and allowed them to reach their objectives however having worked as an import export manager at Tekpa textile for many years I do not believe Bureaucratic management was the best method for Tekpa. Miss Erika was Tekpa’s biggest customer therefor held all the strings and forced Tekpa to abide by all the rules set out by Miss Erika. I do not believe that the management model implemented by Miss Erika helped in maximising efficiency, productivity, worker moral or cost effectiveness. Miss Erika did not consider or care much about this as it was Tekpa that covered the cost of late orders, cancelled shipments and detention charges. As partners Miss Erika should have considered the damaging effects of Bureaucratic management on Tekpa Textile’s finances and staff morale. 

A certain amount of autonomy should have been afforded to Tekpa in regards to production, loading and shipping as these were factors that needed instant solutions when problems arose. The time difference between Turkey and America meant that Miss Erika and Tekpa textile never worked at the same time resulting in a day wait for a response. The director of Tekpa was only concerned about his customers and making sure their demands were met. He did not care about the amount of overtime his employees spent idly hanging around waiting to load or complete orders, as far as he was concerned, workers were paid for their time and should be happy that they were earning more. He never considered that Tekpas employees had children that they hardly ever had a chance to see or spend time with, that job satisfaction, morale and quality of life was low. I believe that customers are very important however employees should also be considered and not seen as a commodity that is dispensable or can be replaced. Not only do I believe this is unethical and bad practice but I also believe it is detrimental to the long-term success of a business on all levels.

The director of Tekpa should have understood that he needed manufacturers to produce for, however manufacturers also needed factories to produce their goods therefore the director of Tekpa should and could have negotiated a better deal. Finding a factory that can produce at a high quality and deliver on time is not easy and can be very costly therefore the director of Tekpa should have negotiated more beneficial terms with Miss Erika. 

More (UK) was the other big manufacturer that Tekpa produced for, More (UK) and Tekpa had a very flexible, informal relationship, the management style that was implemented was based on human relations management style. The only aspects of operations that More (UK) were concerned about were quality and delivery times, other than that Tekpa had full autonomy on production. The employees worked harder, were more efficient, productive and problems that arose were dealt with immediately. Not wasting time waiting around for instructions from third parties, being able arrange orders and deliveries on site resulted in increased worker moral and job satisfaction.

The results indicate that Tekpa Textile benefited by employing a human resources management style as it benefited both production and employees. The Bureaucratic style of management employed by Miss Erika had a detrimental effect on production, efficiency, cost and worker wellbeing. Having assessed and witnessed the results of implementing both Bureaucratic management and Human relations management style it is strongly recommended that Tekpa Textile should have used human relationship style of management.
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In conclusion I believe this report has highlighted that different business models may benefit from different management styles. the structure, values and beliefs of a company plays a very important role on the management style that should be implemented. Managers and employees should share the same working beliefs in order to promote common values and enable an organisation to strive for the same common goals and work in a harmonious and supportive environment. Sharing the same beliefs and values can also enable managers and workers to have more empathy and understanding toward each other’s needs and goals.

The director of Tekpa textile had formed a successful factory however he failed to implement his own beliefs and values or consider and understand the values of his workers. The director was only concerned about what the manufacturers wanted resulting in profit being the only real value and belief within the organisation resulting in managers and workers only having a financial connection to the business. Profit should be one of the driving forces of a business however success should not be judged by profit alone. Failing to consider the beliefs, values and wellbeing of employees increases absenteeism, lowers productivity, efficiency and worker retention causing long term harm to the organisation.

When comparing the difference in production between Tekpa’s two main customers Miss Erika and More (UK) the results of choosing the right management style and having shared values and beliefs are clear to see. When producing orders for More (UK) workers had higher productivity, efficiency, morale and job satisfaction as the relationship and interaction between the two companies were informal and friendly. Staff Perception was that More (UK) considered what was important to workers, shared similar values, beliefs and generally cared about the well-being of Tekpa and it employees. There was a stark contrast when preparing orders for Miss Erika, staff morale and job satisfaction was low, problems were not easily resolved and workers unhappily went through the motions of preparing orders. This report concludes that choosing the right management style, sharing values, beliefs throughout an organisation is of paramount importance and directly affects the performance, success and profitability of a business.
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