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[bookmark: _Toc40099889]Introduction
[bookmark: _GoBack]The following report is designed to critically analyse the impact of attitudes, beliefs and values at workplace based on established theories and models. To maintain the quality of outcomes, the scope of the study has been narrowed down by implanting a single organisation.  Accordingly, I have selected HSBC as the core organisation for practical implication of the established theories and models in regards to beliefs, attitudes and values. The study has analysed both positive as well as, negative impact of organisational behaviour on the performance of the organisation. Further, the critical analysis has been supported by some of the incidents encountered by HSBC.
[bookmark: _Toc40099890]Organisation:  HSBC
Hong Kong Shanghai Banking Corporation also known as HSBC is a multinational investment bank originated from Britain’s financial service holding company. The bank has widest global expansions with a rank of 7th largest banking network across the world (HSBC, 2020). The bank was established in the year 1991, since then it has aggressively gained popularity among the region through its performance. Currently, the total assets of banks are up to $3 trillion (HSBC b, 2020). The bank operates in 65 different countries with 3,900 offices across Africa, Asia, Europe, North America and Oceania with around 39 million of customers (Spezzati and Wilson, 2020). 
With such an extensive and diverse workforce, it is quite complex for the organisation to imply differentiating beliefs of the all the working groups. Therefore, the organisation has developed its own set of beliefs, attitude and values that steer the performance and competence of the firm. This has been explained in the analysis below;
[bookmark: _Toc40099891]Identification of Management Theory Relevant to the Role and Assess the Impact on Beliefs, Attitudes and Values
[bookmark: _Toc40099892]Difference between Beliefs, Attitudes and Values
Organisations are established by individuals, who are organised in some manner to accomplish a common goal. In this regard, the behaviour of each individual in a workplace carries huge importance, as it can directly influence the business operations and its overall success in the market (Jacobson and Stark, 2019). The effective and positive behaviours of employees in any workplace can play a decisive role in elevating the status of that organisation, whereas unprofessional or poor behaviours decline morale, thwart performance, and establish a poor public image. Therefore, it is vital for organisations to pay close attention towards influencing the individual behaviours at a workplace. As per the general view, three of the most important components that shape the behaviours of any individual are beliefs, attitudes and values (Kumar, 2018). The analyses of all these aspects assist the organisations to find out most appropriate and suitable employee for the job.

All the three behavioural aspects including beliefs, attitudes and values are hold different characteristics but are interlinked with each other, as combinations of these factors determine the behaviour of any individual. Beliefs are considered as the convictions and assumptions that any individual hold it to be true on the basis of their experiences (Cherry, 2020). Attitude, on the other hand, refers to the set of emotions and behaviour towards any particular person, object, event or thing. These attitudes are often the outcome of personal upbringing or experience, which strongly influences the overall behaviour of that person (Gaidhani, Arora and Sharma, 2019). As per the same study, attitudes of any individual are more enduring, but it can also change overtime. Lastly, values are recognised as the standards of behaviour or moral principles of individuals. According to Sharma, Khandelwal and Agrawal (2018), values are regarded as the code of conduct of any individual. The main difference between values and attitudes is associated with the fact that value are erected upon one’s moral characteristics, whereas attitudes are the stances any person has towards different issues (Anglim et al., 2019). For individuals to develop a critical thinking at workplace, it is vital to carry out certain ethical behaviours, morale values, and positive attitude towards the work and people in the surroundings, which helps in coming up with logical reasoning and right decisions (Wesselink, Blok and Ringersma, 2017). 

[bookmark: _Toc40099893]Management Theories Relevant to the Job Role
 My role in the workplace is to perform the duties of Customer Due Diligence Analyst (CDD Analyst), which involves the responsibilities of providing high quality and professional Know Your Customer (KYC) analysis of HSBC customers. One of the main goals of CDD analyst is to allow the bank to comprehend the purpose and nature of customer relationships, which often involves understanding the type of transactions through which customers like to engage. Thus, the role of CDD is associated with collecting customer information and to identify the potential risk of money laundering and other illegal activities. This helps the organisation to identify their key customers for building long-term relationship with them. For example, the scenario regarding, HSBC’s violation as a CDD. The OCC found that HSBC’s BSA (Bank Secrecy Act) compliance program had insufficiencies with respect to suspicious activity being reported, monitoring bulk cash purchases, and international funds transfers and customer due diligence concerning its foreign affiliates (Kahlr & Grant, 2012).  This meant that HSBC was in violation of the bank of statutory and regulatory requirements to maintain an adequate BSA compliance program (Kahlr & Grant, 2012). The overall nature of the job demands strong communication at both peer and upward level, and the activities to promote the environment that improves the overall status of the company. In this regard, developing the critical thinking at workplace through professional and positive behaviour is highly crucial for effectively carrying out the work related tasks. 

The theory of behavioural management is considered as the human relations movement, as it tends to address the human work related dimensions (Victor, 2018). This theory holds the view that having a complete understanding of different individual’s attitudes and behaviours like conflict, motivation, expectations, and dynamics of the group helps the company to increase its productivity. Moreover, as per behavioural management theory it is vital for company’s manager to create a work environment where the efforts, ideas, and opinions of each individual is valued (Yang and Johnston, 2019). This makes the positive influence on employee behaviour, as it increases their level of motivation towards the work, which eventually reflects in their performances. However, the managers who pay less attention towards understanding employee behaviour, and do not make any serious efforts to motivate their employees are often ended up limiting their employee’s potential. Conclusively, the behavioural management theory stresses on the importance of understanding worker’s behaviours and treating them as an important asset of the organisation. This helps the managers to increase productivity and accomplish desire business objectives. 

Contingency management theory on the other hand is also regarded as an important management theory, which postulates that there is no certain way of leading the organisation, and there are many internal and external constraints that actually determines the most effective way to lead the organisation (Li, 2018). Therefore, the best actions from the management are highly subjected to the situation at hand. As mentioned in the study, the certain styles of leadership play a crucial role in particular crisis, thus it is vital for leaders of the organisation to remain adaptable to different situations, and change their approaches in accordance with the changing situation. 

As a CDD analyst, all the aforementioned theories are highly relevant to my job role. Considering the fact that the role of CDD analyst requires significant involvement of managers or a leader to carry out different tasks; therefore, the concepts of different managerial theories holds huge implications for my job role. As different theories portray the high significance of manager roles in improving employee productivity, similarly in the context of CDD analyst role, the encouragement and motivation from manager inspire all the employees to remain more productive. HSBC as one of the most well-known organisation has paid special attention towards fulfilling employee needs and providing conductive and positive work environment. This as a result positively influences the work related outcomes.  

[bookmark: _Toc40099894]Critical analysis on own Beliefs, Attitudes, and Values on Management Theory
In different roles, our values, attitudes and beliefs are repetitively interfaced with those others; our friends, peers, clients and family. In this regard, individuals seem to like those people around them who share same beliefs and values. As a manager, to work with clients and staff with different attitudes, beliefs and values requires complete awareness and knowledge to adopt professional values, and not to just impose our personal views on clients or staff. A positive attitude in the context of CDD analyst role is crucial, which has to be maintained in order to keep engaged and motivated in the task. Moreover, to be capable of performing this role, all the management theories that are discussed are important to follow in the workplace to increase staff productivity. This implies the huge responsibility from managers to inspire their staff and maintain improving and stable level of productivity. 

As discussed, the behavioural management theory holds the view that better understanding of person behaviour at work can enhance productivity. Similarly, in the context of HSBC, managers of the company closely examine the staff potential and give them opportunities for professional and personal growth by offering trainings, and more monetary benefits. In this manner, company always look to increase the level of employee engagement to better understand their needs and behaviour, which eventually increases the motivation and productivity of staff.  Hence, the better implication of managerial theory in a work place can bring some useful results for the company.

[bookmark: _Toc40099895]Critical analysis of the Impact of Beliefs, Attitudes and Values on Workplace Behaviour
[bookmark: _Toc40099896]Beliefs
According to Ellinas, Allan, and Johansson (2017), belief indicate unanimous acceptance regarding the existing truth in an organisation. In simple words, a core belief of an organisation represents superset of criteria on the basis of which the decision making is practiced in the organisation. Additionally, Christian et al. (2017) defined the fact that core beliefs take the shape of a culture that is practiced within the organisation. For instance, the employees share a unanimous belief that use of technology is important for a productive outcome at the workplace. In this manner, a shared belief governs the behaviour of all the individuals in an organisation. 

The benefit of an organisational belief is it redirects the entire organisation within a single paradigm. For instance, advancement of technology has led to globalization that in turn has given rise to workforce diversification (Chhabra, 2020). As diversified workforce belongs to differentiating backgrounds, a shared belief enables the people to strategies a new and neutral culture that is then practiced at the organisation. Moreover, using a neutral belief also repels the discriminating measures as the practiced belief is composed from the combination of beliefs of all the individuals working at the organisation. Conversely, there are certain disadvantages of shared beliefs as they stimulate the organisational performance in negative manner as well (HSBC, 2020). For example, the new sets of beliefs are composed from the schemata of all the individuals that reflect least association of all the employees with the shared belief. It is because employee’s beliefs differ from those of their organisational construct (Ellinas et al., 2017). Additionally, the employees consider the new organisational culture as too friendly and lightly because the new culture is neutral. This often result in missed deadlines and leverage their job roles. Conclusively, bi-dimensional view of the organisational beliefs has been obtained from the literature as the belief influence in both positive as well as negative manner to the organisational performance

In the case of HSBC where workforce diversity is extensively implanted, the same has been reviewed. At the beginning, it has been observed that the organisation rests on open communication, transparency, challenge acceptability, continuous improvement, fair treatment and inclusive approach (HSBC b, 2020). This set of beliefs indicates that the organisation is extremely attentive towards the management of diversified beliefs within the umbrella of banking services it offers. For example, an open communication platform allows all the employees to indicate their opinions and learn from their mistakes. However, the adverse impact of intensely open belief has embarked certain fines on the bank that affected its performance. For example, in the year 2014 the bank has been charged with a penalty of $1.9 billion for not following rules and regulations to prevent money laundering (Worstall, 2014). In conclusion, their beliefs to deliver a banking service that can get remittance from the emigrant oppose them from implementing the regulatory obligations. This challenge acceptability belief left them with a costly mistake.

[bookmark: _Toc40099897]Attitude
A settled process of interpreting a feeling regarding certain procedure or this is termed as attitude (Bohlmann et al., 2018). In this regards, the organisations are inclined towards the formation of a settled process among their employees (Ashnai et al., 2016). Organisational is determined as the settled way of interpreting the organisational activities. For this, the organisations tend enhance their employees’ performance so that they can enjoy higher profitability and competitiveness (Yunus et al., 2017). Consequently, this shapes the employees’ attitude towards their organisation. For instance, if the organisations pay intense attention towards the development of their employees this will increase a positive set of interpretation process in the minds of employees and they will indicate a positive attitude towards their job role.
 
Shaping up a positive attitude among the employees regarding the organisation assist the organisation in keeping their employees motivated (Bohlmann et al., 2018). Moreover, this positive attitude towards the organisation also aids value to the boosted productivity among the employees that in turn give rise to profitability and competence at the workplace. However, there are certain drawbacks of steering the attitude of employees. As highlighted by Ashnai et al. (2016), employees tend to develop their skills and leave the organisations for better opportunity. Simultaneously, Yunus et al. (2017) described that influx of developmental attitude in the employees lead them to overconfidence and they become reluctant to their allotted job-role. This fact can be supported by Maslow’s hierarchy as he suggested that employees may reach to self-actualization stage with developed skills and attitude regarding their work. At this stage, power acquisition becomes the only motivational factor that leads to organisational politics.
As explored, HSBC offers benefits like pension programs, medical health insurance, paid holidays, corporate discounts, employee assistance programs and preferential rates on loans, the company is observed to be active in shaping positive attitude of their employees. As indicated by Mani(2016), enhanced organisational attitude give rise to better organisational performance, same has been employed by HSBC. Moreover, HSBC share win choices as the core attitude among the organisation and prefers the same from its upper management. However, this immediate win choice attitude has leaded the establishment of ill-conceived acquisitions on the banks that are stimulating its performance (Bradt, 2019). As highlighted in the graphs below, the bank has experienced a downturn in its earnings per share and dividend per share due to increase in stinking mass;
[image: ]
Source: (Mani, 2016)
[bookmark: _Toc40099898]Values
Moving towards the value element of an organisational structure, it is defined as a worthy act that holds strong desire of usefulness among the people (Holloway et al., 2018). In simple words, an organisational value denotes what matters in the organisational perspective and why does it matters (Marinova et al., 2019). Simultaneously, the core process of doing a particular task reflects the set of shared values among the people of an organisation. They tend to do tasks in the defined manner as they all accept the importance of processes. For instance, gender equality is values that enforce organisations to remove gender preferences from the job offering they advertise in the current market.

The importance of value among organisations is highlighted by their culture and attitude. As described by Matziari et al. (2017), values are significant as they aid the organisations to grow, thus the organisations practice them. Most significantly, values allow the organisations to make rational decisions as they encounter various alternatives while making a decision for the organisation (Holloway et al., 2018). In this regards, values are also considered important because they shape the organisational processes in positive manner that is unanimously accepted by the employees at the workplace. However, the drawback of formulated values is also experienced by certain organisations. For instance, value-based decisions enforce the organisations to execute an extreme cautious procedure to rank the tendency of right and wrong (Jajja et al., 2019). This practice embarks intense assistance of managing bodies that consumes a lot of time. Moreover, a perfect value based model is obliged to be practiced for such decision making that leads to formation of a nominal boundary.

At HSBC, a definite set of values are practiced throughout its global paradigm. Altogether, the organisation rests on three basic values termed as dependency, open to different ideas and culture, and connectivity (Spezzati and Wilson, 2020). At first, the organisation is dependent on its commitment regarding the trustworthiness, personal accountability, decisiveness, judgment and empowerment of others. The values are observed in resilient deliverance of service to all the customers. Secondly, the organisations indicate its cultural adaptability by working with a diverse workforce. Thirdly, the connectivity value is practiced through collaborative measures. HSBC is famous for building connections with its stakeholders across the boundary. 

However, there are certain criteria that become problematic for HSBC while strictly following it values. As values represent the significance of physical as well virtual objects that is accepted among the working group, all the individuals are affected through these sets of values (Worstall, 2014). Same has been enforced on the new CEO of HSBC Mr. John Flint. The organisation’s chain of values urges the new CEO to accelerate the bank’s performance through a point of inflection (Bradt, 2019). This procedure is composed of three triggers termed as environment, value and attitude. At this scenario, the manager has to screen the environment, coincide it with the organisational values and shape the strategies to develop desired attitude among the people (Mani, 2016). However, the new CEO tended to implant his own values for accelerating the bank’s performance. This lead to “loss of confidence” on the new CEO as he tried to alter the existing value and implant new. Eventually, the CEO got fired within 14 months. This indicated the fact that values are hard to change and intensely influential on all the aspects of a business.
[bookmark: _Toc40099899]Application of Theories and Models to the Workplace
As identified above, the managerial paradigm of organisation is rich with theories and models. In response to the identified critical evaluations of attitude, belief and values of HSBC, the following indicate application of each theory and model:
[bookmark: _Toc40099900]Theoretical Application
[bookmark: _Toc40099901]Contingency Management Theory
The contingency theory supports that fact that there is no single effective managerial plan to manage the organisation. Management effectiveness in contingent or dependent, upon the application of management behaviors and specific situations. Thus, the way management of an organisation works is dependent on circumstances. This is also designed to provide the manager with the capabilities to examine numerous possible solutions to a problem.  The contingency management theory requires flexibility on the part of your managers to evaluate each situation and make decisions unique to those situations. This will therefore, improve productivity and employee morale (Quain, 2018). In application to HSBC, it has been observed that the management is busy in establishment of employee development and continuous improvement of the organisation. In example, it has been indicated in the shared beliefs of the organisation that they belief in learning from their mistakes. This belief reflects that organisation employees different set of strategies for managing different problems.
[bookmark: _Toc40099902]Human Relations theory 
The human relation theory notes that employees are the main assets of the organization in terms of their skill; similar to HSBC.  Individual employees should be respected and treated well and this will inevitably lead to higher productivity within the organisation. Employees desire to be part of a supportive that facilitates development and growth. Thus, employees are encouraged to participate and are motivated to see their work as significant and therefore, more productive. This can be encouraged by managers or CEO’s who encourage communication between employees and management or giving an extensive list of employee benefits.  This is applicable to HSBC because individuals and employees are respected and maintain good relationships with management. For instance, HSBC has open communication policy with employees, which allows employees to indicate their opinions and any issues affecting their work.  This allows for progress to be made in the relation-oriented workplace and can inevitably lead to increased productivity because employees are being treated with respect and dignity. 

[bookmark: _Toc40099903]Bureaucratic management theory 
Bureaucracy is seen as the most efficient way to manage an organization as noted and believed by Max Weber (Peek, 2020). It allows companies especially large companies to achieve productivity with many tasks and employees. Thus, everyone in the bureaucracy is treated equally, fairly and employees work responsibilities and divided by each person on the basis of capabilities and expertise. Hierarchal management structure is important in Bureaucracy because management needs to be organized into layers, whereby each layer is responsible for the team’s performance. Every layer should have a kind of supervision to the layers below them while being subject to control of those higher than them. This hierarchy draws a clear line between teams and the communication and responsibilities given (Peek, 2020).   For example, HSBC embark on its management to operate with the defined value set of the company. It has been highlighted that the new CEO was expected to accelerate the banks’ performance through point of inflection. Instead, the CEO tried to bring certain change in the designed values of the organisation. However, this change encountered resistance due to the beliefs shared by the upper management. This will have a major effect on how management will be able to assess the dimension within the workplace and performance of the company.  

[bookmark: _Toc40099904]Models for Managing Attitude, Belief and Values
[bookmark: _Toc40099905]ABC Model of Attitude
According to McLeod (2018), the ABC model of attitude depicts a combination of affective, behaviour and cognitive tendency of an individual. Attitudes are generally positive or negative, but they can also be uncertain at times. For example, sometimes we have mixed feelings about particular issue or person. Every kind of attitude has three components which are:  The affective component is the emotional or feeling fragment of an attitude. This deals with feelings or emotions that are brought to the surface about something, such as fear or hate. The behavioural component is an attitude consists of a person’s tendencies to behave in a particular way toward an object. Also, the cognitive component of attitudes refers to the beliefs, thoughts, and attributes.  In the case of organisation, the affective component acts as the object that triggers certain behaviours that in turn leads to cognitive conditioning in the minds of employees. 
 For example, HSBC employees are granted with preferential rates for loans and other products of the organisation. This act of the organisation shapes a positive attitude in the minds of employees and they tend to avail the opportunity. This practice of availing the opportunity indicates the behaviour of the employees. 
Lastly, the employee conditions itself in their cognitive tendency that can avail loans as has the tendency to pay it back with least rates. The same is observed in the case of corporate discounts and medical insurance. The employees’ attitude is shaped towards particular corporate and medical facilities that govern their behaviour and they tend to experience services from particular corporate and medical centres. This will constantly remain in their cognitive memory and they will condition a positive place for the experienced corporate and medical centre.

[bookmark: _Toc40099906]Belief-Focused Model for Organisation
Theoretical application on the organisational performance allows the analysts to simplify complex organisational behaviour. Similarly, models are employed to propose essential process through with organisational learning is easily adopted (Cañón and Pardo, 2018). Under this paradigm, a belief-focused model has been formulated by the recent analyst that rests on belief-backed factors (Jajja et al., 2019). Application of learned behaviour has been common in practice but application of beliefs at the organisation is not intensely highlighted in the literature. In contrast to this, the contemporary organisations are focused on impacts of social beliefs rather than theoretical framework for understanding the impact of shared beliefs at the workplace. In this regards, the belief-focused model suggests that beliefs, behaviour and consequences are strongly inter-related. 
[image: Values, Behavior & Your Company Culture]
Source: (Cañón and Pardo, 2018)
In the case of HSBC, the organisations have a set of beliefs regarding open communication, transparency, challenge acceptability, continuous improvement, fair treatment and inclusive approach (Bradt, 2019). Therefore, it is observed that the belief of this organisation shapes the behaviour of their employees. This makes the employees at HSBC to react in a positive manner and focus on continuous improvement as well. The consequence of this behaviour crown satisfaction from the customers and they consider HSBC as their first banking choice.

[bookmark: _Toc40099907]Competing Value Framework
Da Anunciação et al (2018) proposed a theoretical framework that indicated that major organisations are composed of major indicators. In association to this there are several values designed by the management of the organisation. These values are obliged to be simultaneously managed by the organisation. In detail, this framework is composed of four quadrants each shaped up with relation to internal and external focus on the basis of flexibility and control.
 The first quadrant indicate values related to employees as employees are internal factors and flexible as well. The second quadrant reflects organisational system that is designed on the flexible and external values. Third quadrant is describing organisational goals that are formulated with external yet controllable values. Eventually, the fourth quadrant indicates internal and controllable values through internal organisational process as defined below;
[image: Quinn Internal Process Model]
Source: (da Anunciação et al., 2018)
In association to the case of HSBC, the first quadrant determines human relations model as employed by the organisation. The second quadrant is composed of open system models that are practiced in the organisation followed by the third quadrant that indicate the rational goal setting strategies in the organisation. At last, the final quadrant of the competency value framework reflects internal processes that are practiced within the organisation.

[bookmark: _Toc40099908]Conclusion and Recommendations
 The report has highlighted the practical implication of theoretical paradigms regarding organisational beliefs, attitude and values as these elements shape up the organisational structure and behaviour. At the beginning, it has been determined that organisational structure and behaviour are strongly related to their performance and competitiveness. Moreover, the study revealed that settled organisational behaviour is often problematic for the performance of the firm. Additionally, the core findings of the report indicated bi-dimensional view regarding the beliefs, attitude and values on firms. Therefore, the following recommendations are made for HSBC to control the drawbacks; Implant planned changes: Any change executed at the organisation encounters resistance and remains unimplemented. This has also been reviewed in the case of HSBC when the new CEO tends to alter the organisational values. Therefore, it is recommended to the management of HSBC to plan and execute these changes. Focus on present: The organisation has shaped their preferences in the context of bright future However; the company is encountering hardships in terms of short-term. For instance, the negligence short-term money laundry obligation to sustain the long-term beliefs has titled the company with huge penalty. These measures can be controlled by focusing on both short and long-term orientations. Upgrade with environment: It has been highlighted that HSBC have defined the strategy for shaping the attitude of its employees and maintain them at belonging and importance paradigm. But this may result in overconfidence in the employees. Therefore, it is recommended to HSBC to upgrade their policies with the environment and control employees’ attitude as well.
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Figure 1. Consequences, beliefs, and
behaviors are closely related.




