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How do Individuals’ beliefs, attitudes and values impact on workplace behaviour?
[bookmark: _Toc15501608]Introduction:
The following essay is a report considering the critical analyses of the impact of beliefs, attitudes and values on workplace behaviour, regarding a specific organisation or company. The term beliefs revolves around the idea of a certain type of trust, faith and acceptance of something that there is necessarily no valid proof of. For example, in a religious stance, the Christian faith in the Bible and Jesus is a type of belief (Sweet, 2007). Whereas, other beliefs can be much simpler; the high level of trust you place in someone dear to you. The idea of attitudes however, is a different case. Attitude is a certain type of behaviour that not only reflects your character and shows what kind of a person you are, but also interestingly, impacts and affects other people’s behaviour towards you in return. Attitudes can be positive or negative, for instance, as a manger, your attitude can be deemed as incredibly static, rude and ignorant; this will then result in our employees being reluctant in confiding professional worries to you and will minimise the chances of you, the manager, being able to build a strong and positive rapport within your work team. Your attitude is highly significant in the way you behave, as your beliefs and values decide what kind of attitude you will ultimately have. For example, there have been multiple studies showcasing how a workplace can affect employee attitudes and organisational performance (Bartel et al., 2011). The final aspect I will cover is values. Values are generally defined as principles and morals, or simply, rules of behaviour that allows for easy judgment on what is good or right in life; simply put, it is similar to a guide or handbook for living a righteous life (Strand et al, 2018). An example of values would be loyalty and honesty; it is expected of you to tell the truth throughout life, for example, through primary socialisation when in school, even to late adulthood to your employers when you are going in for an interview for a potential job vacancy. It is generally viewed as those individuals or groups who do not live by or even have values, are most likely dealing with crime or have bad intentions against and unfit for society. The majority of successful companies, if not all, will have these aspects of beliefs, attitudes and morals as a manifestation on their company codes; a guide to work by to be successful within the moral or ethical and legal means of the residing government. This is put into action and is displayed across all company message boards to ensure correct procedures are being carried out and to ensure that both employers and employees are having the right values and attitudes to give the company a good name and reputation to the public.
[bookmark: _Toc15501609]3 Aspects: Beliefs, Values and Attitudes
In the workplace, the general difference between beliefs, attitudes and values is varying in degrees but all conform to similar tones. To illustrate, a good workplace attitude is to always be positive and have strong levels of perseverance when the work load might become overly stressful or feel like it may be too heavy to handle. Whereas, workplace beliefs, however may also follow in the same lines, but may also be more specific, such as to ensure that your work is honest and not plagiarised in any shape or form and that company codes must always be followed. Values, on the other hand, may be perceived to be the same thing, but may also follow in the direction of personal codes, such as to be punctual at all times and to work well with colleagues and seniors, for instance. In collaboration, all these aspects come together to help create a perfect workplace union. 
[bookmark: _Toc15501610]Case Study: Tesco
The company I have chosen to critically analyse, the impact of beliefs, values and attitudes of workplace behaviour, is of Tesco. Tesco is one of the UK’s and the world’s largest retailers, serving as a grocery supermarket nationwide and has also taken leaps into other retail departments such as the beauty industry (Barnes, 2011). It has been an incredibly successful company, where its sales continue to skyrocket despite economical fluctuations and slumps. Existing for now over one hundred years, Tesco now is considered as a household name and a staple shopping place for people from all types of backgrounds, for example, families, students, individuals, ect. On the Tesco official and main website, they have published their core purpose and values, enabling for all to see in a public network (Tesco, 2009). For example, taken directly from their webpage, their core purpose is ‘serving shoppers a little better every day’, thus putting the customers at the heart of everything they do. In addition to that, their ‘values’ are separated into 3 sections, signifying three different areas or subject matters, the first being about understanding people. This includes customers, colleagues, and their teams within the company and to the people being involved with Tesco through social media. By understanding their colleagues more and trying to resolve any issues straight away, is a clear depiction of a good attitude and positive values. This then allows for a better relationship between the seniors, managers and executives of Tesco and the employees; it helps to build a rapport and a safe and comfortable environment for vulnerable employees to voice their opinions and concerns, overall making it a more professional and effective place to work and shop in. These effects then lead to greater wide scale ripple effects such as higher commitment from employees; if an employee starts to enjoy their job and feels valued at the workplace amongst all the other colleagues, then this could potentially lead to fewer or a reduced number of sick leaves and absences, as the work will play a more major role in their minds. Nevertheless, Tesco has failed to successfully carry this out, for instance, due to the 2014 accounting scandal (Retail Gazette, 2018), Tesco employees did not feel like they were working at a genuine and honest place. In 2014, two former Tesco senior managers were accused of fraud and false accounting, as they were allegedly practicing accounting for income that had not been yet earned, thus inflating profits greatly.
Their second set of values focuses on the company specifically, the people and processes that take place internally; good team work, trusting and sporting each other and the sharing of knowledge, cooperation and wisdom, as a strong bond between colleagues and seniors, will ultimately impact the success and sales of the brand, Tesco. However, this also has been criticised by the public and the employees working at Tesco due to the 2013 allegations made against the company (Halfon, 2013). A report was released in 2013, stating many serious allegations made by Tesco employees against seniors and managers of maltreatment of disabled workers, attacks on equal pay and poor treatment of agency and full time staff. The treatment of eight hundred Tesco employees in the constituency of Harlow, were also at the risk of redundancy. These types of acts make it incredibly difficult for employees to feel safe and emotionally healthy at their place of work, thus leading to crippling effects such as poorer  productivity, work input and efficiency, therefore leading to an overall slower process. The customers will also be able to sense the lack or poor customer service and will avoid or even stop shopping there altogether, ultimately affecting the sales and profits of the mega company. Nevertheless, others would argue this claim as Tesco, being the UK’s leading retailer, actually leads the way in social customer service (Rollason, 2014). For instance, Tesco is established for being at the frontier of brand new communications and technology. Tesco's social media and customer service teams are industry leaders when it comes to social customer service and engagement (Rollason, 2014). To illustrate, through their Twitter and Facebook accounts, they can communicate and solve concerns in real time through instant messaging compared to conforming to traditional customer service help mediums such as telephone line, post and emailing. The online customer service may be because of claims that online retailing dominate the marketplace and the growth of online retailing has been identified as customer service being a highly significant factor (Suryandari and Paswan, 2014). Therefore, like any business would do, Tesco incorporated the elements of both an online and offline retailer to become the largest retailer in the UK and one of the biggest companies in the entire world. Online customer service allows customers and the public to see Tesco in a new and modern light; their ability to successfully and humorously connect to their customers in a more intimate way and how well they can adapt to the new digital age and use it to their advantage in promoting themselves free of cost and increasing sales and profits. Allowing Tesco employees to venture out into multiple areas of work in the company, this enables innovation and creativity to emerge. Younger employees will feel like they have much more space and freedom in promoting their place of work through online means, they will be able to connect to customer through memes and humorous captions, for example. For managers to create a big space in the company or firm for innovation, ultimately leads to employees actually enjoying their work and making it more personal; allowing them to share and contribute ideas within their team and relay it back to managers and/ or seniors to produce quality, creative and unique work that is far ahead compared the any other competitor.
The final set of core values revolves around the protection and importance of the environment. Tesco has helped in ensuring a reduced amount of food waste globally and has returned surplus food to those in need. Tesco has also pledged to be more environmentally friendly by selling sustainable products in all of its stores in maximum capacity, as well as making it easier to live more healthily, by reducing and cheapening the prices of healthy and low fat foods, so that people with lower income and wages do not have to resort to cheap fast food and junk, as a means of eating. For instance, in 2017, Tesco won the Environmental Sustainability award by The Prince’s Responsibility Business Network (BITC, 2017), where, being the third largest retailer in the world, they became the first corporate to create a science based carbon reduction target.  Nevertheless, although the values and core purpose are fantastic in its promises for both the company and for the public, the integrity of those very values can be questioned as it was published only a decade ago, meaning the company has gone ninety years or so without having proper and public codes in place for all to witness. On the other hand, that is also not to say that Tesco did not have previous company guidelines and responsibilities towards their employees and to their customers. 
[bookmark: _Toc15501611]Management Theory: Bureaucratic Management Process
The management theory I have chosen to analyse and explain, whilst also applying the theory to practical examples is Max Weber’s Bureaucratic theory. Max Weber, born in Germany in 1864, was a profound and renowned sociologist and philosopher who made many detailed theories revolving around multiple areas such as religion, even, more specifically to the disenchantment and modern secularisation of religion (Kipperman, 2009). Weber believed from very early on that systemic rules and regulation should be upheld to the strictest ability and characteristic of sloth and idleness would eventually lead to physical and spiritual destruction. This type of attitude and outlook may have been the pending result of an unhealthy childhood: parental issues, especially with his fathers’ adoption of a traditionally authoritarian manner at home where he demanded absolute obedience from his wife and children, and early disassociation from his family may be the reason he produced such distinctive and persuasive theories at his later academic peak (Mitzman, 2019). He then went on to study at Universities, produce complex research papers and further his career as one of the most significant philosophers to date, to even being spoken in comparison to the likes of Karl Marx and functionalist Emile Durkheim .
The term bureaucracy refers to an organisational structure that is characterised by many rules, standardised processes, procedures and requirements, number of desks, meticulous division of labour and responsibility, clear hierarchies and professional, almost impersonal interactions between employees (Mulder, 2017). He believed that the most efficient way to run a successful business, organisation and/ or administration, is by having extremely strict rules where every single individual is treated equal and the division of labour is done fairly; it could be argued that he supported a very systematic approach to all things professional. This distinct type of management is incredibly popular in the public sectors of the European economy and is projected to follow the same trend, if not even more, in the near future, in not just with the European continent, but in fact, all around the world, and is usually connected with public funds, expenditures and administration; it produces a clear and higher level of hierarchy in the public sector (Ionescu, 2018). The sole reason why Max Weber approached a bureaucratic management style, was because of the fact that the process helped provide essential information for the managers and seniors, and helped dramatically minimise financial loss.
 The bureaucratic management principles first start off with Task Specialisation. This is where jobs and tasks are segregated into categories of the different types of functions. The benefit of this is that each team become specialised in their task, they repeat it daily ad it becomes routine, thus, increasing productivity and efficiency overall and allowing each employee to be rewarded by their specialty. However, a critique of this is that employees may get bored by carrying out the same work repeatedly, or may feel alienated by not challenging themselves, or having the opportunity to try other roles or attempt something new to explore and change the process for potential benefits. Thus, the bureaucratic management is very limiting and restricting – its core concept goes against the postmodern western principles society lives by today: ‘individuality and freedom’. Nowadays, it is very conventional for managers to allow employees to have their own creative space and explore ways in which they can shape postmodern employment today. For example, as briefly mentioned before, Tesco is constantly envisioning new ways for business to grown and have a positive impact on society. One of those ways is the case of Tesco’s partnership with Cancer Research’s ‘Race for Life’. After a Tesco employee (Fatima King) had been diagnosed with cancer, Tesco management believed that they could help not only their own colleague but also thousands like Fatima King, therefore, they proceeded to encourage their very own colleagues and customers to take part in ‘Race for Life’ events, and in total, over the years, Tesco has managed to raise over £45 million pounds to support vital medical- related and cancer research (Tesco, 2018). This not only helps create an impact on society, but also puts the company in a good light and reflects legitimacy; a characteristic that will attract more customers and for more applicants to work for the mega company.
The second part of the bureaucratic management principles is the Hierarchy of Authority. This refers to how much power each worker will receive solely based on what category of hierarchy their job role falls into and each level of management is entirely responsible for their staff and the performance of that department overall. Hierarchical power is essentially the core of bureaucracy; it is what it is basically about. The level of hierarchy an employee falls in depends on their type of work. For instance, in Tesco’s, the lowest of the hierarchy of that company would be sales assistants, stockroom assistants and delivery workers, as these jobs are practical and require the lowest level of skills and qualifications. Whereas, on the other hand, the highest level of hierarchy would consist of C.E.O’s, executives, board of directors, for instance, as they are the ones responsible for the key decisions made by the company. However, one benefit of this is that a properly structured organisation will ultimately mean that the overall effect and purpose of the business will be much more efficient. In other words, strict rules and regulations will be easier to uphold, processes will run much quicker in each department, there will also be better communications between colleagues: for instance, it will be much simpler and quicker to talk to senior management, specialising in a certain area, to talk about relevant concerns by an employee. All in all, hierarchy allows business to run smoother. To illustrate, Tesco has a number of different store formats: they have super stores, metro, express, Tesco Bank and Tesco Finance. It would be simply impossible if all these formats functioned together; there are too many employees to handle under one hierarchical layer. Therefore, the Tesco organisation split into different departments, run by different seniors, whilst all being maintained under the same branch of C.E.O’s and executives, to ensure that an orderly fashion is always being taken place, and to simplify and record every detail of every business move, transaction and employee details. Nevertheless, a critique against this is that because bureaucracy revolves around the idea of power and hierarchy, this also means that the bureaucratic management style also must involve an immense amount of paperwork, filing, and a certain type of office culture that, practically speaking, is a long and overdue process that proves time and time again to be inefficient.  Another probable disadvantage is that hierarchy in businesses have the risk of becoming very distant with their employees; mega giants like Tesco makes it very hard for employees such as sales or stockroom assistants to get in touch with Tesco’s People Partner or with the HR department. In some cases, it may take weeks or even a couple of months before a formal complaint gets officially registered. This, therefore, discourages and alienates the employees from the seniors, and ultimately, from the company itself. 
The third element of the management principles is Formal Selection. This is the idea that people are chosen for each role solely based on their qualifications, the grades they have achieved that exceed or meet the requirements, and their past experiences. There is absolutely no space for nepotism or biased judgement to occur at any stage of the formal selection process, though there are some critics that argue that nepotism has the virtue of producing a loyal and trusted workforce (Heery and Noon, 2008). Employees are chosen based on how competent they are for that particular role and their salaries are also dependent on how much that role earns.  The clear advantage for this is that the process pursues a meritocratic form; further supporting societal values that despite any forthcomings, hard and honest work will pay off. Not only does it also give a sense of fairness to the applicants, but strengthens the company overall, as it has competent and carefully selected employees working under each department. In this case, Tesco has a structured recruitment process that ensures attraction for both managerial and operational roles, such as working your way up in the company, or by having a set requirement of retail experience before applying for store roles. Nevertheless, some may argue that this process is lengthy and time inefficient.
The next step in the bureaucratic process is Rules and Requirements. This is the obligatory action of following the company’s rules and guidelines to ensure everyone is completing the correct procedures and is not underperforming or carrying out illegal activity. However, the rules must be reasonable and must be made clear and repetitive; the message must be shown to all employees and must be understandable so as to clear any misconceptions or confusion about the rules and requirements. This usually occurs when officially starting on to the job and signing all contracts and letters. These rules do not only apply internally, but also applies externally. Certain rules and laws have been put in place to provide customer rights and protection from the company. For instance, it is illegal to sell misleading products, or faulty and expired products. These laws apply so that the company itself can issue a specific code to its suppliers, as well as maintain a good reputation to the public. However, Tesco failed to uphold these rules when the overcharging scandal occurred in 1999: checkout prices were being charged 3% higher than the shelf listings (Crawley, 1999). One advantage of this is that rules and regulations allows for consistent execution of high standard work by all employees, as well as the fact that t makes it easier for senior management to maintain control of its department and its employees. Whereas, a disadvantage is that it may cause the work environment to feel very constrained and constantly monitored by laws; it discourages employees in approaching innovative methods for work and to simply enjoy your job.
The final part of Weber’s bureaucracy principles is Impersonal and Work Appropriate Relationships only. Weber was completely against the idea that work relationships should be laid back, impersonal and informal. He strongly believed that in a professional environment such as at work, the employee should only concentrate on their work and should behave in professional manners only. This is important as work relationships have come to form the foundations of organisations and the embodiment of how work gets accomplished (Ferris, G.R. et al, 2009). An advantage of this is that this allows employees to just get on with their work; that way biased friendships do not form and there is also no room for mutual disagreements or enmity. Nevertheless, this also means that employees will feel less happy and satisfied at work if they are not being able to be social, or have a mutual animosity, or even be able to share ideas. Some may argue that a good work environment should be easy and non- conflicting, therefore, Weber’s principle proves to be again, extremely retraining and verging into the spectrum of totalitarianism. 
[bookmark: _Toc15501612]Conclusion
To conclude, the different views on the ideal workplace behaviour is varied. Every single businesses and firms have different methods of approaching the successful work environment, but eventually, they all follow the same moral conduct. They take the route of society’s values and beliefs, and incorporate that into their business motto. For instance, Tesco takes the values of society and uses that to promote their consumers, ultimately attracting business growth. Many educated philosophers have also attempted to break down what kinds of attitudes and values should the suitable workplace have, just like Weber’s bureaucratic theory, but in the end, it all falls down to personal choice and the level of society’s impact on the business.  
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