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In this report, I will critically evaluate the impact of beliefs, attitudes and values on workplace behaviour. I will also identify a management theory relevant to a work role and critically evaluate the impact on my beliefs, attitudes and values. 

[bookmark: _Toc99239614]Part 1 Critically assess the impact of beliefs, attitudes, and values on your own workplace behaviour.

[bookmark: _Toc99239615]Beliefs 

"Contemporary analytic philosophers of mind generally use the term 'belief' to refer to the attitude we have, roughly speaking, whenever we think something is right or true. (Stanford Encyclopaedia, 2016).
The CIPD (2022) claims that flexible working has a variety of positive impacts on employees. These include employee wellbeing, work-life balance, increased productivity and talent retention. 
To back this up, (Timewise, 2020) finds that employees who have a positive work-life balance feel less stressed and get sick less. They are also able to free up more time by reducing their commute and are less constrained. It also allows employees to take more time for physical activities to promote their physical well-being and stamina. The versatility of a flexible workplace gives employees the freedom to work in an environment that suits their individual needs and allows employers to adapt to variations in workload. 

Mockett (2012) notes that there is no question that flexibility increases efficiency and productivity: 'Sixty-six per cent of line managers and colleagues agree that flexibility improves efficiency at Lloyds Banking Group'.

In contrast, Russell et al. (2009) examined four areas of flexible working and concluded that flexible working conditions can create greater pressure in terms of balancing personal life and productivity. This is primarily due to the disruption of family life, e.g. the inability to maintain work-life balance due to less time available for family. In addition, Worth, (2018) states that flexible working often leads to negative views from other employees, with 1/3 of all UK workers believing those who work flexibly create more work for others, while a similar proportion believes their career will suffer if they use flexible working arrangements, according to new research. This is the main finding from Dr Heejung Chung from the University of Kent who set out to analyse data from the 2011 Work-Life Balance Survey conducted by the government. Specifically, she wanted to examine whether stigma against flexible workers exists, who is most likely to hold such beliefs and who is most likely to suffer from it.
 In my workplace, commuting and completing pressured tasks add to the working hours. (Russell, O'Connell, McGinnity, 2009).

Possenried and Plantenga (2011) and Shagvaliyeva, S. & Yazdanifard, R. (2014) agree that offering different types of flexible working arrangements such as job sharing and hybrid working arrangements to employees is not limited to just working in the office, so these practices of job sharing and hybrid working arrangements to increase productivity in my workplace enable the increase of employee well-being and underpin work-life balance. 

Part-time work and fewer working days can be another way to deal flexibly with employees. This means that employees may have to work longer hours but have more days off between their shifts or at a stretch. Flexitime and staggered shifts are also another form of flexibility for employees, as they can decide when to start and end their shifts. This can help parents who need to work between their children's school hours. (Kelliher and Anderson, 2009) 

Covey (1992), on the other hand, advocates a principled leadership approach, stating that employees should be responsible for their tasks independently of others. However, Harris (1997) notes that there are several factors in favour, including increased flexibility, the ability to use experienced staff and a wider range of skills, and higher levels of motivation. Overall, job sharing makes workers more energetic and productive than full-time employment. Flexible working can be associated with job sharing, which is known as responsibility-sharing and responsibility-sharing. Job sharing can mean, for example, that responsibility for a task is shared among a team of workers, with each worker responsible for a part that contributes the overall task. Fusemap (2019) states that job sharing can increase productivity and keep employees happy as they can work from home and are not forced to work full time. Many workers, especially those seeking full-time employment, may not be able to accept this.

Andrei (2020) notes that offering flexibility in the workplace can have a direct impact on productivity, as employees can get more done by being able to do some tasks from home and have the option to stagger their shifts to suit their individual needs and workload. 
At my workplace, for example, we rely heavily on how many insurance policies we can sell per hour. Therefore, an employee who is expected to work six hours a day may choose to work from 9 am to 1 pm, then take a 4-hour break and start again at 5 pm to 7 pm. This way the employee can catch the customers at the peak times of the day and increase their productivity levels. 
Goetzel et al. (2002) claim that lack of flexibility can have a huge impact on stress and work-life balance. Employees who cannot maintain an appropriate work-life balance because their company does not offer flexible work arrangements are more likely to be stressed in their role, which can lead to depression, heart disease or stroke. To support this, www.who.int (2020) notes that inflexible or rigid working hours, long and unsocial working hours, unpredictable shift patterns, poorly designed shift systems. Limited participation in decision making, inability to control work processes, pace, hours, methods and work environment. My company's HR department would benefit from implementing a well-being strategy and policy. This would support employees with services and tools that promote wellbeing at work. 


Values 

Values are known to be the norms, qualities or principles of behaviour that are considered valuable or important. Values play a role in shaping and influencing a person's behaviour and character. They are known to be the basis for a person's behaviour, personality, attitudes and perceptions. Values are shaped by an individual's personal experiences and the particular culture in which they are embedded. Values are transmitted by the family when growing up and are reinforced by life experiences and culture. (Davidsson and Wiklund, 1997)
One of the most important values my workplace strives for is quality in everything they do. As a company, they believe that quality is the key to maximising customer loyalty by always striving to exceed customer expectations and going the extra mile to ensure that they deliver a world-class customer experience. They also believe that engaging in dialogue with customers, seeking feedback and constantly improving features can help build loyalty and reputation. 

Goveas (2011) claims that quality service means providing customers with comprehensive data on time. This would show that the company respects and cares about its customers. A company's communication must be open, honest, forthright, polite and respectful of the rights of the stakeholder, the customer. Besides ethical values, quality communication also includes taking responsibility when things go wrong. If you do not take responsibility when something goes wrong, you can lose customers and your reputation. 

The most important values in my organisation do not match my own (see Appendix 1). Currently, my values in my organisation require more from me than just my role as a call handler and having to deliver quality. I expect to develop my skills in the workplace. By investing in my continued professional development, the company can increase staff development and retention and allow me to be considered for higher management positions and move up within the company. Therefore, I believe that employee development should be one of the values that the company implements in its workforce. 
Shah (2001) states that as corporate structures become more decentralised and diverse, these increased training opportunities are critical not only to the success of companies but also to their employees. The value of workers has changed significantly in the modern world. Employees want their employers to provide training so they can perform their jobs more effectively. They also want to learn valuable skills that they can use to move up in their workplace. 

For example, at my workplace, there are only two managers who handle 30 employees on the phone. If the company were to invest more in its employees, through training and development programmes that allow them to progress to senior colleagues or work on new projects that enhance their skills, employees would feel valued and at the same time the stress on existing managers would be reduced, leading to an improvement in morale throughout the department. 

BBC Bitesize (n.d) says that retention is about retaining the skills and experience of staff rather than losing them to another company, and it also means that new staff are not brought on board at unnecessary cost. Companies that invest in the training and development of their employees are more likely to retain them as employees.

Another value I espouse that is not aligned with my workplace is offering a reasonable work-life balance for us as employees. Meenakshi (2013) claims that researchers have found that employees who feel they have no time for their personal lives feel drained and distracted at work. Stress and job exhaustion can result when negative aspects of work spill over into employees' personal lives. To improve employee loyalty and productivity, the work-life balance.

[bookmark: _Toc99239616]Attitudes 

Individuals' attitudes are their disposition(s) to respond positively or negatively to objects, persons, institutions, events, or any other distinguishable aspect of their lives. (Pratkanis, Breckler and Greenwald, 2014) 

Within my workplace, a strong work ethic is an attitude they strive for and expect employees to have a high level of passion for the role they work in. A good work ethic describes an employee's attitude towards their job, showing a high level of passion for what they do. Poor work ethic, on the other hand, is an attitude an employee takes in the workplace that shows a lack of ambition and professionalism. (Valamis, n.d.) 

For example, in my workplace, employees work beyond their contracted hours to ensure that all work is done and deadlines are met. These examples show that certain employees can be relied upon to achieve organisational goals because of their diligence, commitment and reliability. Bryq (2021) agrees when he says that employees with a strong work ethic will show commitment. They will also go the extra mile to ensure that all their deadlines and work assignments are met. It is also claimed that engaged employees are the first to volunteer to achieve a goal. However, Half (2018) notes that when managers see employees tactic their shift instead of focusing on the project at hand, it may mean that they do not want to be in the office. Also, some employees abuse the systems in place as they stop making or taking calls 10 minutes before the end of their shift because they are so focused on getting out the door on time. 

As a result, they are consistently more productive without having to be constantly encouraged to stay on track. It is up to managers to decide whether employees are naturally so inclined or if they need training. (Cleverness, 2016)

Another mindset I focus on in my work is putting the customer first and delivering quality in everything they do. Putting the customer first means that the company puts the needs and demands of the consumer above everything else, including its employees. Gomes (2018) agrees with this value, noting that while it is misunderstood and underestimated, customer-centricity is a legitimate and highly effective business approach. 

While customer satisfaction is vital to the business, Prossack (2019) notes that it is also imperative that employees are happy and satisfied as this can influence their work behaviour. In my workplace, all customer calls are routed through a dialler as the company strives to answer all calls in the shortest possible time. Consequently, the lack of breaks during the shift affects their work behaviour and causes them to be mentally exhausted and as a result provide poor customer service. 
Another example of putting the customer first affects workplace behaviour and attitudes when managers refuse requests for annual leave. Alastair Brown (2018) states that BrightHR's HR management system recorded 32% more rejected leave requests from employers in 2018 than in 2017. To maintain service levels, employers often limit how many employees from each department can take leave at any one time. This is to ensure that customer calls are always answered. 
New research suggests that more and more business leaders are pushing customer service to the back burner by promoting employee satisfaction as a component of customer service, rather than simply focusing on customer service. (Burkus 2016)

[bookmark: _Toc99239617]Conclusion 

In conclusion, part 1 of this report, it has discussed beliefs, values, and attitudes on how it impacts workplace behaviour. It firstly states the claim of how the belief of flexible working arrangements should be adopted in organisations. A variety of positive impacts on flexible working is highlighted by CIPD (2022) suggesting that flexible working arrangements within the workplace can improve employees’ wellbeing, work-life balance and increase productivity. Further theories underpinned this belief, such as Timewise (2020) highlighting, employees will gain a better and positive work-life balance and feel less stressed by having more free time due to the lack of commuting. In addition, further evidence was included from Mockett (2012) stating that Lloyds Banking Group carried out a survey and found that flexibility increases efficiency and productivity due to sixty-six percent of line managers and colleagues agreeing on this. However, Russell et al. (2009) stated flexible working conditions can add pressure to balancing personal life and productivity linking to disruption towards family life.  Additionally, Worth (2018) also highlighted negative views from other employees to flexible working with statistics. However, Andrei (2020) argued and stated that flexibility enables employees to get more done due to the fact of employees can get more done when their shifts are staggered. 
The report then goes on to discuss how staff development and progression is a value but the organisation is not currently aligning with these because there is a lack of developing staff and progressing them within the workplace. However, after research and reviewing theory, Shah (2001) underpins this value by stating how corporate structures become more decentralised and diverse by having increased training opportunities, this plays a critical part in developing staff and enabling them to move up the ladder. The report also identifies that offering a better work-life balance is another value. This was then underpinned with a theory by Meenakshi (2013) stating how better work-life balance increases loyalty and productivity, rather than feeling stressed and exhausted with the job. 
The report then goes on to discuss the attitudes. There are a couple of attitudes that are mentioned, such as having a strong work ethic, along with always putting the customer first.  Bryq (2021) supports this attitude and states that strong work ethics demonstrate good commitment and dedication to their work goals and deadlines. Examples of how employees currently have good and bad work ethics are added to underpin them.
Although evidence within beliefs suggest that flexible working can apply more pressure and result in disruption to family life, ultimately it is evident that flexible working should be adopted with the amount of positive impact that it has, including less stress, less restricted, improved well-being and better productivity. There are various theories included within this report as mentioned to underpin these. Evidence also highlights how having a strong work ethic is somewhat a good value to have within the organisation, along with clarifying what impact a bad work ethic has on the workplace. It also highlights the impact of providing quality service to customers and how it increases reputation and service.
Therefore going forward, a recommendation to the organisation for better flexible working conditions to be implemented that include staff being able to work longer hours over fewer days, also having the option to work staggered shifts or part-time to align with the belief. 
Additionally, staff progression opportunities need to increase so that employees can move up the ladder, however, at the same time, staff need to be given opportunities to enhance their skill set so that they can develop themselves accordingly for the roles that may come up. 

[bookmark: _Toc99239618]Part 2 Identify a management theory relevant to your role and critically assess its impact on your beliefs, attitudes and values 

In Part 2 of this report, I will identify a management theory relevant to my role and critically evaluate its impact on my own beliefs, attitudes and values. 

Harvard University psychologist Elton Mayo developed the Human Relations Management Theory. The Hawthorne Studies or Hawthorne Experiments were a series of experiments he conducted. He concluded that people have unique preferences and cannot be considered machines. In reviewing the theory, I have gained some important insights that are relevant to my role and have to do with my beliefs, attitudes and values. The concept of treating people as individuals (Appendix 1) is one of the values that I and my organisation hold. This is one of the cornerstones of human relations theory, which states that each person is unique. It is important to understand individual perspectives and preferences because one size does not fit all. When you better understand the motivations and work styles of your staff, you can adjust your leadership style accordingly.
The theory is also about how managers should treat employees as human beings and not as machines. It is emphasised that employees should be shown the value of their work by giving them a context for their tasks and also by seeking and responding to employee feedback. It was also noted that it is important to understand employees' particular preferences and ways of working. Another important strategy is to give praise and recognition for their hard work and to take time to build social bonds and better relationships between employees (Harappa, 2021).
Through the influence of Elton Mayo's human relations theory on my values and beliefs, I can communicate regularly with my colleagues and hear their opinions on how and what should change in the department. As a result, they would feel more valued and empowered, and they would enjoy their work more. A recent example of this theory in practice was a department meeting where we discussed what could be done to improve morale across the department. Since we have been working primarily remotely since the recent pandemic, this is affecting our staff's attitude and behaviour towards their work, as they feel undervalued and more like numbers on a chair with no purpose. We suggest taking more frequent breaks during the working day to give staff time to recover from the many difficult calls. In addition to more breaks, it was also suggested to spend more time away from the desk to collaborate more with colleagues and build better working relationships.
To back this up, Kohll (n.d.) states that relationships in the workplace are crucial to employee wellbeing. Working together is more than just having a good relationship with a colleague. Humans crave social interaction. Many workers spend much of their time in the office. Therefore, working relationships play a crucial role in employee well-being. Stress levels, productivity and overall happiness can be either positively or negatively affected by these relationships. They not only affect an employee's work performance but also their health. Humans are wired to strive for belonging, and social psychologists have been researching this for decades. The feeling of belonging is a powerful motivator belonging to another management theory In Maslow's hierarchy of needs, belonging is listed as one of the most important motivators of human behaviour.
As a result of the meeting, productivity and morale improved because employees were happier, because their opinions were heard and valued, and because working conditions were to change. For example, more breaks should be introduced throughout the day, team-building sessions should be introduced, and non-monetary incentives should be created, such as bringing the team together over lunch and having meaningful conversations to build better working relationships with each other. It has been shown that managers who use human relations theory to invest their time in identifying the needs of individual employees and making changes to the new working conditions contribute to increased productivity and greater employee satisfaction at work.
Experiments conducted by Elton Mayo have shown that rest breaks during the workday increase productivity and morale. (Salu, 2016)
[bookmark: _Toc99239619]Providing further evidence for Mayo's theory, a 2014 study by Staples found that over 85% of workers agree that taking regular breaks during the day will increase their productivity. More than a quarter of workers did not take a break other than lunch. In the study, one in five workers cited guilt as a reason for not taking a break, and 55% said they resisted leaving their desks for a break. Furthermore, the study found that taking breaks can help combat workplace burnout, with 59% of respondents stating that more breaks will increase their job satisfaction, and 43% stating that more breaks will increase their happiness. Additionally, 37% said taking regular breaks would improve their health. (Brookes 2022)
Conclusion

In conclusion, part 2 of this report identified management theories relevant to my role, including Elton Mayo's Human Relations theory. This theory emphasises the fact that each worker is unique. We need to understand their perspectives and preferences since one size does not fit all. It also emphasises the importance of treating employees as humans, and not as machines. Using this theory in practice has changed how employees feel and think. This is just by doing what Elton Mayo likes, listening to colleagues, building that team dynamic, and building effective working relationships. The report discusses the report's positive impact on the Elton Mayo Human Relations Theory. By putting these theories into practice, further research and workplace examples have shown how the theory impacts workplace behaviour. Underpinning explanations of how these theories can work positively, Harappa (2011) states that employees should be valued and recognized for their work, and also that employers should understand employees' working preferences and ways of working.  As the report moves on to highlight, the influence of Elton Mayo's theory is valuable in the workplace. This can be seen by the willingness to listen to colleagues when discussing how and what needs to be changed. Several real-life examples were included to illustrate how these theories are put into practice and the impact they have on my beliefs, values, and attitudes. Studies and theories supporting these theories in practice and their impacts have been noted and highlighted by Kohll (n.d), along with Salu (2016). Furthermore, more evidence on a study, found that taking breaks can help combat workplace burnout, with 59% of respondents stating that more breaks will increase their job satisfaction, and 43% stating that more breaks will increase their happiness.
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