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Executive Summary
The authors Payne G. and Payne J. says in 2004 about the Hawthorne Effect, that the more attention you give to someone, the more likely their behaviour will change. I agree  entirely with this scientific conclusion and I approve as well the following: values are ways of living life that a person care about deeply (Freeman et al, 2004) and when you understand what people value you have a key to what motivates them (Miller et al, 2002).All of this authors express very clearly what represents my own system of believe. If you do not feel appreciated and valued by the company that you are working, this affects your working behaviour in a negative way and makes you doubt about your own worth as a person. The company that I work for use a system theory approach were you as an employee do not matter. I truly believe that if the company Admiral will give us more attention to our values and what motives us, the more profitable, sustainable, and productive environment will generate.
My workplace Admiral Slots Casinos use a System Theory approach. A system is demarcated as a group of cooperating, inter-reliant fundamentals that form a complex entirety (Grifitts and Tabery, 2013). Only in UK has at 230 UK High Street locations. All these 230 Admiral locations belong to a very precise system. Admiral Slots Casinos is a rapid increasing national chain of gaming centres, that offers the ultimate adult gaming experience.Admiral belongs to Novamatic, and was created in 1980 by Johann Graf .This company it is an international gambling company, and  has casinos in 43 countries.

Our shop is an amusement arcade that households several fruit machines and games. We do coin exchange and promotions for people who like to play safe and enjoy the gaming experience.

I work for this companies for 3 years and 11 months. The organisational belief, attitudes and value systems affects my workplace behaviour in a negative way. Even if I work for this company for so long, I do not feel appreciate and valued. 

Anderson and De Silva in 2009 specifies that a belief is an internal feeling that something is true, even though that belief may be unproven or irrational. I agree partly with this definition because in my opinion a belief it is a conviction that you are holding it in your mind, and it is affecting your behaviour. Our beliefs form our system of beliefs and in my opinion all our live and behaviour it is influenced by our own system of belief. 
The company that I work for has an organisational belief that we as an employee we do not matter, and we are not important. Because of this belief our pay rate it is minim pay rate because everyone can do this job and we as an employee we are easily replaceable, and we are easy to find. Only when for misfortune they do not find other replacement, they make you believe that they care about you and that you are important .This attitude disappeared when they will not need you anymore and they will start again having the same behaviour that you do not have any value in their eyes. I create this belief about my workplace after having 2 different bad experiences with them. First was 2 years ago when after I realised that 2 of my colleagues were doing drugs in the shop, I notice the area manager about this. In that moment we were working 5 persons in the shop. I was the team leader and I had a manager that sometimes was doing drugs with the other two employees. We had another colleague that was not reliable ,because she had 2 daughters and she was in dependency leave a lot of time because of this .In the time that I had announce my area manager about the activity of my other colleagues ,I had to take almost 1 week holiday. When I told the area manager what it is happening in the shop with the drugs, the area manager asks me to find a solution that we would do if we had to get rid of these 2 employees. Since was a very difficult period to replace them so quickly ,I came with the solution that I will not take my holiday ,only to be able to cover their shifts ,in the case that we will sack them. And the area manager thanked me, and he agree. My error was that I had only phones conversations with the area manager about this ,so I did not have any physical prove ,like a piece of paper, where I was saying that I will cancel my holiday in that moment only because I had to cover the shifts of this 2 employees and the area manager agree with this. Because I came from a culture that the words mean something and if someone it is saying something, they will do it, I was a naïve believing that in this country the words without a physical proof mean something. So, after an investigation and after we get rid of these 2 employees, I remain the only person working in the shop. The manager had to quit, because even when we could not implicate in the drugs investigations, he knew what he was doing as well so he quit. The other colleague that had 2 daughters did not came anymore to work because she had some problems with her husband that he sometimes was providing the drugs in our shop for those 2 employees ,so she did not came back to work. In conclusion, I was the only person left in the shop to work and I work for 3 months every single day, until we find someone else to help me. In that 3 moths that I was managing alone the shop I did the first 2 sales records in the history of the shop and I was called by the big boss of this system theory approach(that we belong to)  to congratulated me. As my shop was doing so grated, we help the other shops belonging to this system, to accomplish their sales target and to became one of the most profitable area in the UK. In this 3 months my area manager was very nice with me and I felt appreciated and he even said that if was not for me the shop will be closed because it will be no-one available to come to open the shop. After 3 months we find other people to work for us ,and I wanted to take the holiday that previous I could not take because we had to get rid of that 2 employees that were doing drugs in the shop. Because this company ,Admiral , have the believe that you are important for them only when they need you ,their values implies that when they do not need you anymore they do not care about you, therefore, they adopt the following  attitude: they  did not wanted to give me the holiday that I had to take 3 months before. They said that those days of holiday were already included in the holiday entitlement that finished 2 months and a half before and they cannot make any exception allowing me to have them now ,even when I spoke with the area manager on the phone and he agree for me not to take the holiday because we had to get rid of this 2 employees that were doing drugs. I was very disappointed because they insist that I do not have any proof of the agreement that I did by phone with the area manager and so I cannot prove nothing, and so they cannot make any exception. In this way I lose my holiday entitlement only because I could not prove the conversations that I had with the area manager and the area manager said he does not remember having that conversations with me. Moreover, even when in that 3 months I did the first 2 sales records in the history of our shop (in 20 years),  later when we had a very important meeting with all the mangers and team leaders from the area , the area manager because I was not important for him anymore , in that meeting,  he told me in front of everyone present in that meeting that “ you are Romanian , you can eat the leftovers of the pizza ,yes ,yes you can you the leftovers of the pizza” which was the most humiliated moment in my live that someone told me that I have to eat their leftovers from the pizza because I am Romanian.
Admiral has an open system, that recognises dynamic interaction of the system with the environment (Choudhary, 2014).This means that for our company it is very important to find out what the competition use to attract people to gamble their money in their places ,so every week we had to go to the local bettings shops or arcades to see what games they are promoting ,what machines they have, what promotions they are doing and we even had to play their games to see how their stuff will treat us. After this ,we had to complete a full report every Wednesday and send it to the marketing office .They would adjust our marketing taking in consideration what we were writing in the report about the gambling environment form our area.
One of the characteristics of the open system that applies to Admiral is system of a cycles of events – input -output cycle (Choudhary, 2014). This mean that we had to provide an excellent customer service experience for the customer to feel comfortable and accepted in our shop, so in this way they will return to us for gambling. We use “Fish Philosophy” to create a pleasant and relaxing environment for the customer and I can tell from my own experience that the customers that you made them feel good, they will always return in the shop, or they will come only when you will be at work, because we as human beings we buy moods, the way we feel when we  are in a place, if we feel good and comfortable we come back if no, we will not return.
In Admiral, the COVID changes that took place did not create a more resilient business. Gambling it classed in the category of  “Addiction and related disorders” (American Psychiatric Association, 2013).Because Admiral it is a place were people come to gamble, the COVID crisis did not stop people for coming to gamble in our shop.
Today, gambling betting is encouraged by creating electronic platforms and electric machines that facilitate access to the game (Harris et al., 2017). Especially now with the covid pandemic, online gambling become very popular and 80% of the advertising in our days include online gambling casinos. 

The company that I work for, just before the covid, they started to promote his online gambling site called “admiralcasinos.co.uk”. This means that every time a customer entered our venue, we had to give them the leaflet with the online casino of admiral where they can sign up and receive 40 free spins. We even had a tablet just for showing the customers how to access the online casino and how to sign in. Moreover, they encourage them to gamble offering them not only the 40 free spins they will automatically receive but another 40 free spin if they will sign up straight away from our tablet.

Gambling online or in our venue succeeds what the authors Payne G. and Payne J. says in 2004 about the Hawthorne Effect, that the more attention you give to someone, the more likely their behaviour will change. The company that I work for did this, by sending messages to every customer that already sing up in our venue. The messages include a very positive and manipulate message, informing the customer that with only 1 pound they can win the jackpot. The possibility that a customer can win with 1 pound the jackpot, it is very rare, but still our company it is using it to attract people to play.

Miller et al, specified in 2002, that when you understand what people value, you have a key to what motivates them. People's desire to earn wealth is one of people's main motivations to start gambling (Ladouceur et al., 2001). This is way in every promotion that my company makes it is suggesting very clearly the possibility to win big money if you play, and even if you play only 1 pound.

People are motivated to play recreationally because they want to get rid of stress and a negative emotional state and also want to play because of the adrenaline sensation that the games offer (Rickwood et all, 2010).My company use information to create the sensation in the hand of the customer that if you gamble ,you can relax and have fun ,but also, you can have excitement sensations that will make you have an amazing experience.

It often happens that when an individual plays for the first time to enjoy the "beginner's luck", called by Redish et al., (2008) a positive prediction error. This implies that earning a sum of money at the beginning by an individual who is not a pathological player is the previous factor of developing a pathological player disorder in the future (Sharpe, 2002; Turner et al., 2006).The Admiral company know this and this is way they always give free spins in the beginning ,because a lot of times from those free spins the customers earn money and how Redish et al, says, it is creating a positive prediction error that will make the customer to play more often in the future.

The financial gains of the gambler also called positive prediction errors, reinforce the learning process, but financial losses, also called negative prediction errors, do not trigger the “unlearning process” as illustrated to us when the gambler player relapses (Redish et al., 2008). Moreover, financial losses may promote 'specific learning' referred to by Redish as 'state of division'. They show us the cause of the player's belief in losing money in a way that does not erode his faith in winning (Redish et al., 2008).Because the first time when they gamble , the gamblers have the fortune to win money, they do not realise that this is almost an one time thing and it is very hard to win the same amount again , or to win so many time like they use to in the beginning when they started gambling. Only because they have this negative predictions errors they do not understand that even when you win 1 day 1000 pounds ,if you play every day 100 pounds ,in 30 days you lose more than 3000 pounds, so you lose more than 3 times more that you win one time. Taking in consideration that it felt very good when you win so much money, the gamblers are willing to spend more money only to feel the same sensation.
Because Admiral use System Theory approach, all the shop from every country were Admiral operates, had to follow some rules regarding the Covid crisis. From these rules, the customers are more protected that we are, as an employee. Admiral has the value that the customers must feel secure and protected even when they play a machine that was played before by other customers. Related to this, every time when a customer has finished playing a machine we have to go and use a solution to disinfect the machine that that customer played before. Even with this covid crisis, that normally will make the employer to show to us appreciation and consideration, this is not the case for Admiral. Admiral cares only about the customer to feel secure and protected, that he can play a machine that for sure was disinfected before but does not care about our own protection as an employee. I say this because, after the first lock down we started to use a solution called Arpal Magig Saveguard, cleaner and disinfected, to clean and disinfect the machine after every time a customer or us, we touch the machine. Before we come back from the first lock down, we had to complete an online learning about the rules that we have to comply because of the Covid. When we came back to work, we had to read a document called “risk Assessment” and had 47 pages. After we read this document, we had to sign it taking in consideration that we understand the rules that implied this document and we understand and agree with the consequences if we do not comply with the rules. When I go back to work and I read the “risk Assessment” ,I saw that on the pages 23, and 29 from that document , it states very clearly that we had to understand the risks that we take to our heath when we use the solutions to disinfect the machines and the shop. The cosh belonging to that solution we had to understand it and take the responsibility that we comprehend the consequences that will affect our health. When I read these 2 pages I went to my manger and I ask for the cosh for the products that we use to disinfect the machines and the shop. There are 2 products: one it is disinfected wipes, that we use to disinfect desk, chairs, and everything else, excluding the machines, that us or the customer could touch during his visit to our shop. The second product was a solution called “Arpal Magic, cleaner and disinfected”. In that moment when I went to the manger and ask for the cosh of these 2 products, they were not in the cosh folder and the manager said that she will obtain them later. So, I refuse to sign the risks assessment document until I read what the cosh of this 2 products are .After 4 days she gave me the cosh folder and I found only the cosh for the disinfected wipes and another cosh but for the solution “Arpal Magic cleaner” ,not “Arpal Magic cleaner and disinfectant” witch of course I let her know that it is not the right cosh ,because we use “Arpal magic cleaner and disinfectant” which of course has more ingredients inside that the cleaner one. The manager said that this is the right one and I have to believe her. 

Because I use my critical thinking and I did not wanted to accept that what she was saying is the truth ,taking in consideration that we use a different product that includes disinfectant ingredients as well that can affect our health very serious ,I told her that I refuse again to sign the cosh and the Risk assessment document until I see the correct cosh for the product that we are using. She responded that she would get me an email address where I have to communicate my concerns regarding the fact that the cosh that we have in that folder it is not the correct one. Until today I did not receive that email address, but instead I got an investigation meeting with the area manager because I did not want to sign the risks assessment folder and that I put the company in risk by not signing that document. In that meeting I show to the area manager the email that I send 4 weeks before to the manager ,specifying that I am willing to sign the risk assignment ,when I will see the right Cosh for the solution that we use ,and the only reason that I did not sign the risk assessment straight away ,was because I realised that we have the wrong cosh and on the risks assignment document on the pages 23 and 29 it is states very clearly that we have to understand the consequences for our heath of the solutions that we use to disinfect the shop or the machines because of the Covid. In that meeting I even show to the area manager the risks assignment with that 2 pages and what it is clearly states. His reply was that I put the company to risk by not signing it and that he believes that maybe because I did not sign the risk assessment, I am not able even to work. I repeat to him that I will sign it only when I will read the right and correct Cosh for the product that we use. He insist with the question that I have any allergies, that why I am so afraid about the consequences to my heath by using that product ,and I response that the product it is destroying my skin on my hand and I show him my hand and I response that I am allergic to penicillin. We remain that I have to sign the risks assessment before I come back from my holiday to be able to work. I did not sign anything yet and the meeting was in November.
My recommendation in terms of beliefs , attitudes and value systems that may help Admiral to confront the challenges of covid and to create more resiliency in the future are : taking in consideration my own experience that I related in this paperwork, before covid and during the period of covid, will be very  important to us , the employees of Admiral to see more appreciation and consideration , that even when we are only employee in this organisation , we still matter and we are important for the organisation. I recommend to really encourage us to access the programme called “Heath assured” where are trained therapists and psychologists that can help us facing this vulnerable period that we face. Regarding the customers interactions and protection, I can conclude that they are doing their duty of care, protecting the customers for not being at risk to take the covid from one to each other, because we are really disinfected everything after them. I really believe, how the authors Payne G. and Payne J. says in 2004 about the Hawthorne Effect, that the more attention you give to someone, the more likely their behaviour will change. I agree as well that values are ways of living life that a person care about deeply (Freeman et al, 2004) and when you understand what people value you have a key to what motivates them (Miller et al, 2002).In conclusion if the company Admiral will give more attention to our values and what motives us , the more profitable, sustainable and productive environment will generate. 
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