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Value System Impact

Motz (1998) defines belief “as idea being true” and (Hemingway, 2005) defines values as the “vision of what’s good for themselves, and others”. Directs primarily high principles, and standards of conduct influencing judgements.

Will now analyse impact of employee beliefs and values has on their workplace behaviour.

Schwartz's (2012) Theory of Human Values research is one extensively used tested theory in behavioural research since 1992. Theory identifies ten motivational types of values, explaining values are essential motivators of attitudes and behaviours and each of us have differing relationships with them.

Theory allows you to understand own values better therefore we are conscious of factors that change behaviour and decision processes.

Appreciating other employee values, you can adapt change and communicate tactics to best sway and positively motivate others to reduce resistance to change.

NHS Wales Hospital (2009) developed guide to assist business core values and behaviour standards. They adopted Schwartz Theory tool and developed value ideas with all employees through group facilitation conducting the Schwartz Personal Values Questionnaire.  

In 2009, revised core values were introduced from results ensuring values are aligned and commonly shared as they promote effectiveness and respect and work together harmoniously.

Effective process to generate employees to think of their values and refer to desirable goals that motivate action making changes to input to better themselves and increasing output by support from business to drive highly productive engaged employees. 

e.g. Obedience value linked to processes policy like Health safety and Data protection in the NHS workplace important to protect patient safety and confidentiality. Importance of multiple values guides action and values serve as standards or criteria in workplace for good conduct.

Dean (2008) when leader has lack of awareness of values their leadership may be inconsistent and unpredictable, with their decision making and business declines.

If career success is valued, then working long hours into home life affects family time. Conflicts arises because no balance of personal and working life, so values require reconsideration.

Tallman (2001) thesis described Psychological contract a set of beliefs, centred on employee perception of fairness and trust, and believe employer is committing.

If employee values trust and feels trust at work you will be more happier and significantly impacts the formation of contracts in the mind and revealed that employees' beliefs about fulfilment of their obligations increased work performance. 

If negative, then employee lacks commitment, motivation and engagement leading to business with high retention if not nurtured from beginning. 

Chartered Institute of Personnel and Development (2018) study emphasised the importance of trust in businesses.

Managers should make sure values of openness and fairness is promoted providing stability and support for employees to prosper in the working environment. Accountability and policy processes will ensure that this is maintained

Some beliefs promote optimal performance, while others hold you back either proactively or reactively.
 
If you believe that you have nothing worthwhile to contribute at work, you’ll probably keep quiet in team meetings, but will never be recognised for contributions and career growth. Beliefs either drive or hinder progress.

Heliot et al (2019) review highlighted the importance of supporting religious beliefs with positive work behaviour and business outcomes, reducing tension and potential conflicts from imposing own ideas on our customers and colleagues. 

My previous employer stopped me from praying salah due to time constraints and I felt disheartened leading me to question if I was in the right role and productiveness declined so discussed matter with ACAS and The Equality Act 2010 makes it unlawful to treat someone unfairly because of religion or belief when this was known, employer retracted. 

Businesses providing psychological safety will enable positive employee morale and well-being and positive workforce environment.

Society for Human Resource Management (2020) survey in 2019 showed 42% of employees had a political disagreement at work, dealing with political discussions at work have risen and behaviour meaner and more personal in the USA wasting business resources.

People should respect colleagues’ beliefs, values, opinions and need to be careful about what’s said. If employees not inclined to have a two-way conversation, then to keep quiet and employers can’t force what people think but can influence how employees behave and managers to promote general policy covering political discussions.

When employee beliefs and values are not in sync with business or employee values then business success is not optimised fully e.g. customer services is poor due to stress at work from colleague’s lack of support. Employees need to solve issue by informing manager otherwise stress will escalate but some disconnect impacting on relationship.
Main point for manager is focusing on values is a much more powerful lever than on beliefs to really change behaviour.
Appropriate application of positive or negative consequences from business, values and beliefs can change behaviours swiftly. 
Businesses should focus on why the changes are important, not just what changes are. 

Intime employees start following procedures because they think it is the right thing to do and crucially value is implemented as diagram depicts.
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Lacking self-awareness on values, leading to decisions that are not sensible and unwelcoming behaviour and attitude.
Ethical standards will provide professional guidelines to stay within boundaries to eliminate poor behaviour

Conclusion

Developing an awareness and unearthing old flawed beliefs, values can produce real change. It can be the key to changing perception that most govern how we feel and act.

Forming good relationships with customer, colleagues and employer and respect everyone’s belief and values is essential.

Its management's obligation to explain, communicate and execute values in the business. Values fostering teamwork, motivate employees, encourage innovation, reduces workplace conflicts improving cohesiveness of the workplace.

More you align your values with your work or business the more content employees will be and become productive.

Beliefs are powerful because they drive behaviour. 

Your belief value systems will serve you well, or they will hold you back and being mindful of these you will grasp that your values reinforce your beliefs and beliefs reinforce behaviour. How employees behave indicates beliefs and beliefs reflect our values.

Management Theory

Employees are the heart of a business and crucial to manage these valuable assets. Leaders fundamentally oversee, co-ordinate manage employees towards achieving business goals. 

Department for business innovation and skills (2012) statistics shows Ineffective management, costs UK organisations £20 billion per year wasting time and failure to apply appropriate skills strategically.

Hence crucial to identify best leadership style strategy associated with effective modern-day team performance by influencing employees in an efficient way that increases business performance.

(Cole 2004) Management theories are a compilation of recommended concepts, general rules and guidelines formed to assist managers by providing an outline for management strategies. 

(House and Mitchell,1971) created The Path-Goal management Theory developed to determine certain leadership behaviours suitable for employee and business situation needs. Effective leader motivates, supports, and influences their employees in accomplishing goals set by making path clear, removing obstacles, increasing rewards so becoming productive.

Path-goal theory process below starts with
· Evaluating characteristics of employees and Task/environmental factors in a situation.
· selecting desired leadership style based on assessment.
· Lastly, focusing on motivational factors to ensure employee achieves aim. 

Path-Goal Employer Services (2019)
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PATH-GOAL THEORY EFFECTIVENESS

Consist of four styles of leadership and will now critically assess.

Directive

Leader clearly instructs the path to the goal by giving clear direction, and what is expected of employee and tells them how to perform tasks, schedules and co-ordinates task ensuring it’s completed to appropriate standard.

Has greatest effect when employee’s role is demanding, unclear or increased ambiguity in job roler and extrinsically satisfying.

Rewards improved as required and job ambiguity reduced when task is un-structured and complicated, employee inexperienced. Results in increase of employees’ sense of confidence in role.

Maybe seen as superfluous with employees that have high capability or substantial experience.

Achievement-oriented 

Encouraging employees to achieve personally outstanding results. Leader sets challenging goals motivating, encouraging continuous high employee performance, showing confidence in their capabilities and to strive continually. 

Works best if employees are competent, confident and accepts trusts, respects the leader’s ambitious goals, and intrinsically motivates themselves to achieve demanding targets.

Though staff may suffer from lack of challenge and boredom task is complex. Occupations would work in are professional environments like technical jobs, salespersons, engineers, and entrepreneurs. 

Leader can promote continuous high performance but may fail due to aims being ambiguous.

Participative

Manager supports path-goal connection in 3 steps
· affiliating employees’ values and concerns with aims.
· confirming employees are fine with how to meet goals. 
· Providing employees increased independence and enjoyment

Leader consults, collaborates with employees genuinely taking account of employee’s suggestions, opinions, and ideas allowing participation with organisational decisions.
 
Behaviour similar with Supportive style but predominant when employees are highly trained confident, experienced believing they have control in their role and leader providing expert advice but here work is less defined, tedious, and inevitable compared to Supportive.

Affective when employee creating errors due to lack of judgments not following protocols therefore manager acts to help remedy situation.

May fail when staff in-experienced or if staff numbers high reducing time to make quick decisions effecting performances.

Supportive

Considering employee needs displaying interest of wellbeing and forming pleasant, approachable fair working culture. Increases self-esteem, high performance and satisfaction and forming structured interesting tasks.

Supportive leadership beneficial with a new team lack confidence and experience via meetings and training.

Objects to close supervision but requires protection where job environment is psychologically or physically challenging and stresses arising from repetitive, uninteresting tasks so manager eliminates, or lowers affects of hurdles on path to goal.

Style leader chooses depends on two contingency variables which are employee and Task/environmental characteristics.

Employee characteristics 

Employees reads leaders behaviour based on their requirements, like experience, affiliation, ability, and control they hold. 

Employees requiring a strong belonging to a team a Supportive leader will make them feel within a team. 

Achievement-oriented leadership might be more effective when employee has reduced need of affiliation.

Employees with an internal locus of control prefer participative leadership style because they appreciate, they are part of decisions. But employees, with external locus of control prefer a directive style. 

Task ability is how good employee believes their performing task.

Task Environmental Characteristics 

Environmental factors decides which style to implement when conquering obstacles is key. Leader needs to helps when difficulties are too many and assists staff to go over hurdle.
Employees who prefer additional structure will suit a directive manager approach or participative or achievement-oriented if opposite.

Path-Goal theory highlights significance of leader’s ability to interpret employee, task needs accurately and respond flexibly to the requirements of a situation and can change their style effectively to ensure success.

Manager tries to influence employee’s perception to motivate and direct employee’s job, objective expectancy, satisfaction, quality performance.

Have summarised how to adapt style  

	Style
	Employee
	Task
	Process

	Directive
	Dogmatic
Authoritarian                   Lack Ability 
	Ambiguous
Complicated                  Environment new
	1:1 meeting
Induction
Shadowing
Tests

	Supportive
	Unsatisfied stresses
Need affiliation/guidance
In-Experienced 
	Challenging
Boring                             Poor group cohesion
	Training
Job Guidelines
Policy
Appraisal
Open-Door Policy

	Participative
	Independent 
Require control
Requires clarity
	Confusing
Unclear
Unstructured
	Appraisal
Team Meetings
Supervision


	Achievement-oriented
	Experienced                Confident
Need to excel
	Challenging Goals
Complex
	Targets Rewards
Bonuses
Recognition
Appraisal


Knight (2011) Methodological limitations and incomplete empirical support have led to a decline in research on path-goal theory. 
Path-goal theory paved the way for more sophisticated theories of leadership such as charismatic leadership theory, grew directly out of path-goal theory. 

Alanazi (2013) The empirical researches conducted to test path-goal theory have proposed a reformulation for the path-goal theory.  

Its difficult to apply in every scenario because it utilises many, interconnected assumptions and doesn’t fully explain how leadership styles affect follower motivation. And can fail if manager has flaws and may not be rational. 

Too much reliance is on leader therefore system may collapse if something happens to leader.  

Dale Carnegie Training (2019) Statistics show 80% of employees dissatisfied with their direct manager and were disengaged due to work relationship.

Leadership need to fully engage with employees to create happy content people to generate engagement fully. Path-Goal will aid them to succeed honing on critical importance to participative/supportive/achievement manager style working with them not against them eliminating bias and favouritism.

(Naqim, 2018) article states “most effective style is situational or adaptive leadership that works best in most cases” explaining you will achieve more from employees if strict but understanding. 

However, employees favour managers who have excellent communication skills, approachable, making a difference with business mission.

I believe Path-Goal covers these aspects within four styles. Leader behaviours enhances employee’s satisfaction e.g.when employee cohesiveness reduced and participative style used whereas in a situation where performance-oriented team exist, a directive style or possibly an achievement-oriented style works better. 

(Dixon & Hart 2010) research discovered Path-Goal leadership styles had statistically significant, positive relationships with diverse work group effectiveness.

The nature of the work group affects leadership behaviour. The leader must aid if the team is not capable of supporting itself by supportive leadership.

Clark (2006) May produce self-obsessed behaviours if Directive leadership only used poses problems to employee morale and business. 

The theory places most of the responsibility on leader and assumes that there is one right way of achieving a goal and that the leader can see it and the follower cannot. This casts the leader as the knowing person and the follower as dependent.
 
Balance and proper analysis of situation needs to be met on all four styles otherwise approach throws challenging dilemmas from theory to practice.

Path-Goal Theory is built upon Victor Vroom’s (1964) Expectancy Theory of Motivation which employees’ performance is founded on effort to receive desired reward.

Potential flaw may occur when reward systems are not fair employees may view no difference between high and poor performers, then employees stop putting extra effort. Therefore, leader must clarify, check process regularly to avoid pitfalls resulting in employees in-effectiveness.

However, this article affirms Path-Goal is currently one of the major approaches to leadership in several doctoral thesis, over 120 scholarly articles and several in depth reviews have been written exploring this theory’s scientific merits. 

(MSG 2020) Theory consistently reminds leaders their role is assisting employees reaching business goals in the most efficient and effective manner. 

Some leaders are power crazy and not acting as coachers. Leaders experience on how leader applies it is key as theory can be quite hard to understand in some situations and has many parts to it.

(Howieson 2008) Thesis states “After 35 years of critical examination, path-goal theory still stands as the premier theory of dyadic supervision in the field of leadership”. 

(Malik 2011) study was designed to test the path-goal theory of leadership in business. It showed critical determinant factor is the satisfaction, morale, and performance of its employees in business success. 

Leader must win over employees showing confidence, support, respect to employees. Those failing to recognise stress of task, not guiding, developing employees, leads not only to the failure of individual leader but will also lead to the business ineffectiveness. 

(Murdoch 2013) Results of study revealed employee’s perception of their leader’s leadership styles does predict employee commitment to manager.

[bookmark: dis]Conference Board Trusted Insights for businesses worldwide (2018) research conducted to 25,812 leaders ascertained that management theories was a pillar of instrumenting highly motivated employee performance. 

The Path-Goal Theory reminds purpose of leadership, to be aware of employee needs and adjust their behaviours to meet and reap rewards within business.

Cote (2017) article compared 3 theories including Path-Goal it positively explained how this theory still be utilised in business workplaces. Where leaders are adapting and creating productive employees to holistically reach business mission.

Society of Human Resource Management (2007) guidelines advocate the use of management theories as a tool to effective leadership, can be a source of competitive advantage and achieve planned goals. 

The leadership develops by understanding the ‘how’ and the ‘when’ in business practices and processes.

Bang & Midelfart (2017) Based on a 20-year review of international research on management and decision-making teams. Researchers identified four factors crucial for management effectiveness. 

1)input factors: which are stable characteristics of team and environment. 
Directive Leadership covers this by clarifying purpose, tasks, and providing reward systems to motivate individual.

2)process factors: which refer to how the team works.
Participative style analyses individuals through team meetings, communication guiding them to complete aims. 

3)emergent factor: which are cognitive, motivational, states from team interaction.  Supportive Leadership creates team cohesion, trust, psychological safety to excel in role.

 4)output factors: describes the different outcomes from employees.  
Achievement-oriented Leadership provides challenging tasks for employee’s growth, performance and well-being and rewarded appropriately.

Path Goal Theory covers all factors holding a strong influence on business performance.

Ilgen (2006) monograph sifted through 50 years of psychological research focused on understanding and influencing the processes that trigger team effectiveness, making it paramount for businesses to master. 

Focused on cognitive, motivational, and behavioural processes and it revealed that leader behavioural approaches from theories effected positively on individuals to resolve task demands and doing so team became effective.  

Path Goal Theory covers all three aspects cognitive, motivational, and behavioural analysis in its theory, making it a model leadership approach with today’s management effectiveness.

Conclusion

Management is the cornerstone of organisational effectiveness.

To create effective leaders there are various elements that must combine. Managers personality, values, beliefs, education, and personal interpretation of leadership, all come together to produce a manager’s leadership style.

From research there is a strong basis of reliable evidence that supports Path-Goal Theory is effective for today’s managers to adopt mixture of styles providing stable framework for managing people and business. 

However, there is no one single theory to use that is most effective rather each theory has its own strengths, limitations, and knowledge and a single theory cannot explain all situations.

(Yasin Olum 2004) Thesis explains that leaders use several concepts from management theories that best suit their workforce and culture so when managers understand and translate theory into reality, they have capacity to prevent future business problems, achieving objectives and productivity by becoming efficient then a manager who uses trial and error approach.

Implementing Path-Goal Theory leaders learn how to make the most of their employees.

Theory encourages manager to make scientifically proven changes rather than relying on their judgment.

Essentially, leaders are paving a road for their employees and business to be successful.

Recommendations

Requirement to clearly translate theoretical propositions into practical guidelines.
 
A requirement to train and develop leaders frequently, so they have the necessary capabilities specified by the theories. 

Critical Thinking Reflection

Critical thinking is not just thinking but about thinking differently analytically, evaluating, reasoning, and coming out with unique ways to solve a problem. Making me think effectively in the world will make me win the battles implementing this powerful weapon.

Bit sceptical at first not a natural critical thinker, just assume people tell truth and take their response as face value. However, this course has broadened my understanding to actively use methods to critically think better.

Completed a quiz online that tested my reasoning early on in course and my results were quite poor because I didn’t read the questions properly and assumed my answers were correct. I now realise that understanding words in question carefully and not rushing will enable me to choose right answer. 

Guest speaker presentation Mr Mamun from UWTSD Business was an inspiration he provided examples of how to think critically in the real world due to his vast experience by questioning what you see in media and business operations.

During group activity we needed to evaluate sources and from a case study, this drew up from knowledge on exercising quality evidence. We communicated well as a team, bounced off ideas and communicated correct points well to class. Provided opportunity to visually view passage and dissect facts, assumptions and evaluate coherently preparing for assignment.

Lecturer was outstanding used professional knowledge to effectively steer the group to carry out optimum critical thinking in situations using strategy Pearson’s RED model, which formed a systematic approach used in assignment to differentiate between fact and perceptions, or truths and opinions.

Knowledge from lectures regarding quality of evidence and sources was fully explained and put to practice in assignment endeavouring to use the CRAAP Test before accepting it.

Individual activity on bottled water case study encouraged me to scan passage and highlight plausible evidence. Organised my points coherently to justify if convincing 
Not careless take opportunity to think pause and think separate facts and opinions.

Guide on critical thinking assisted my development carefully stating model to generate thinking out the box by covering description, analysis and evaluating three key connected functions. Covering key questions for “what,who,when,how,why,what if”, so what and what next is the recommendations. This provided me with the structure for my Path-Goal assessment.

During class assessment my argument around justifying core value was put to practice in a limited time. Using the Claim Proof Conclusion strategy taught in class sessions I successfully accomplished task with a good score, by adhering to drawing up conclusion from proofs from and objections from relevant and credible sources for strong solid claim. 

This course has made me become a confident critical thinker reflecting on reasonable thinking before I decide what to do or believe in using step by step guidelines enhancing creativity in this field.

I developed efficient critical thinking and problem-solving skills with the process of strategies and structuring thoughts putting them into practice within exercises and assignment. Overall, the course has enhanced my cognitive logical reasoning in arguments and points structured well indicating attention to detail is key. 

Ali Baba relevant quote “Just don’t believe anything without reasoning!”
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Figure 2. Values also shape behaviors, but
in a much more powerful way.




