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Introduction 
It became crucial to make evolutionary changes in the commonly used practices of management from scientific to organisational behaviour when it became well recognized that the individual believes, behaviour, and values significantly impact workplace productivity and behaviour (Raineri and Paillé, 2016). The values and beliefs are known to have a considerable impact on the behavioural and affective response of the people thus, the importance of the beliefs itself when the management of a company seeks to undertake its functions of organizing, planning, leading, and controlling. 
The following report aims to describe believes along with their origin. Furthermore, it identifies some beliefs and discusses them together with their influence on the overall behaviour of the workplace. In addition to this, it provides recommendations on how to eliminate the negative effects of those beliefs in the workplace.   






[bookmark: _3znysh7]Beliefs and Values
Beliefs of the individuals form the behaviour of the individuals and they are reflected in one's actions, decisions and communication. The beliefs are formed and are the conglomeration of the hundreds of thoughts that prevails within the mind since childhood (Sharot and Martin, 2020).
Belief is to accept the fact or a statement or believe that a statement or claim is true. Beliefs can evolve depending upon the life experiences and the circumstances that an individual goes through in different stages of life. E.g. at a workplace, the employees are likely to remain comfortable with a manager that has provided clear instructions to the employees and hold accountable to the employees and does not change instructions on daily basis (De Freitas et al., 2017). On the other hand, a manager with a habit of changing instructions daily and who have not provided clear instructions to the employees regarding what is expected, employees working under such a manager will more likely be frustrated (Parfit, 2018).
On the other hand, values have a more significant impact on life as compare to beliefs. As they are the reflection of what individual feels is important in their lives (De Freitas et al., 2017). In the context of the workplace, the organisational values might include safety at work, providing quality customer service with no delays and the most important accountability (Sharot and Martin, 2020).     
[bookmark: _2et92p0]Origins of the beliefs
People tend to criticise others regarding their beliefs and have an opinion that the other person has a particular belief which is contingent on the upbringing or and the experiences that one has gone through. This criticism is called an “etiological challenge” (Peoples, Duda and Marlowe, 2016). This concept is based on that everyone belongs to different origins and have different educational backgrounds, different life experiences, and have spent time with a different group of people that are the origin of the beliefs of the people (Perumal & Co, 2021). 
There are several theories on beliefs that provides information on how one’s beliefs are originated:
 One of the origins of the belief is related to “intellectualistic theory”, which states that a person forms beliefs through the process of gaining knowledge and understanding through a thought process, experiences, and the senses (Leicester, 2016). E.g. a person who goes through with an experience and acquires different knowledge and information related to a particular thing and forms beliefs according to the experiences gained and according to what it feels about a particular thing and believes that this is true. 
Secondly, another origin of beliefs according to the “dispositional theory” is that individuals form beliefs by observing their reactions and how differently they react on different occasions. As people will tend to react differently whilst going through the same experience (Leicester, 2016). Another theory is the “feeling theory” which states that belief is originated with a thought that comes within our mind and we believe it to be true. Due to consideration, we might think that certain faith or belief is to be true (Leicester, 2016).
Last but not least, another theory that forms the beliefs of an individual is “eliminative theories” which states that belief doesn’t exist at all. The theory states that it is a deception of our languages and the culture that we adopt (Leicester, 2016).      


[bookmark: _tyjcwt]Different beliefs and how they impact workplace behavior
The individual’s beliefs and values are typically shaped by various external and internal influences including culture, traditions, family, and most currently, the internet and the media. An individual is believed to filter all these influences and combine them into a specific set of values that might vary from the beliefs and values of others in a similar culture (Young et al., 2015). However, the beliefs are said supposed to develop in different stages in the course of an individual’s upbringing while they relatively remain consistent as the kid nature into adults (Ciocirlan, 2017). The values and beliefs are described as the perspectives regarding the course of action. If an individual believes in honesty, then she or he would strive to be honest in his conduct within the workplace and the organisation would be benefitted in the best possible ways of his honesty (Ciocirlan, 2017). 
Similarly, the workers who value transparency would work harder to show transparency in each of his practices within the job tasks (Kuo et al., 2015).  Beliefs and values are among the most integral elements that impact the person’s character and behaviour towards others as well as the organisation on the whole. Moreover, the relation between workplace behaviour, beliefs, attitudes and values is intimate as the personal beliefs provide a construct for suitable and effective actions (Kuo et al., 2015).
Several types of research have also determined that the beliefs and values of the people employed by an organisation impact their conduct in the workplace (Wesselink, Blok and Ringersma, 2017). If a worker values and beliefs in hard work, discipline and, honesty for instance he is more likely to make an immense effort for exhibiting these traits in the company (Peoples, Duda and Marlowe, 2016).  This individual might therefore be a much efficient worker and a positive role model to the other staff members who have opposite values and beliefs.  In the case where the beliefs and values are not being shared by the company co-employees it is likely that conflicts might arise among them impacting the overall organisational operations (Wesselink, Blok and Ringersma, 2017). For instance, the employees who have the belief that the worker must work hard for attaining the company objectives usually resent the ones who are procrastinators or less productive without being reprimanded.  Even so, further conflicts might result in the worker’s attempts to force his or her own beliefs and values on their co-workers (Manika et al., 2015). 
It is therefore necessary for the workplace to strive to discourage the negative beliefs and to encourage the positive values that affect the workplace behaviour impacting the overall work environment as well as its productivity, profitability, reputation, and performance (Young et al., 2015).   As almost every person confers a moral compass that is defined via beliefs and values which ultimately direct how they behave with others and conduct their selves. Typically, the employees who have poor beliefs and lack strong ethical values take part in the destructive and negative workplace behaviour that could hurt the company (Manika et al., 2015). Whereas, the organisation could not do anything regarding the influences shaping an individual believes, behaviour and values before hiring, the firm could try to impact the employees’ conduct in the workplace (Young et al., 2015). 
Another example of the individuals' belief impacting the workplace behaviour is that the workers might they should be receiving a promotion within the very first year of employment based on their outstanding performance this helps them to show much dedication and involvement in their job tasks (Ng and Sears, 2020). Moreover, the following belief is not only beneficial for the workers themselves but is highly significant for the company as the efficiently performing employees input their best of abilities and yield the best possible outcomes for the business (Ng and Sears, 2020).  
[bookmark: _3dy6vkm]






Recommendations 

Since it is evident that individuals’ beliefs impart a significant impact on the workplace both positive as well as negative, therefore, it is essential to eliminate the negative impacts of the beliefs while focusing much on the positive aspects.   It is recommended that despite the differences in the values and beliefs of each employee shaping their respective behaviour within the organisation, they should strive to become much flexible when concerning adopting other’s values and perceptions (Guillaume et al., 2017).  They should be respectful towards each other’s perceptions and the way they practice their beliefs. They are suggested to sort out the differences and must seek the commons while tending to find the middle ground. This would be extremely effective in preventing conflicts arising due to considerable differences among the individuals working as a team within the company (Gerhart and Fang, 2015). The organisations are recommended to promote a culture of open and effective communication.   The employees who feel free to communicate and share their beliefs and values with their co-workers make it easy for the entire workforce to understand and to work as a united force in the cause of the company (Gerhart and Fang, 2015). 
To reduce the negative impacts of the employees’ inflexible and conventional beliefs affecting their workplace behaviour, the organisations are suggested to ask questions that can draw out positives. In the regular one-on-one meetings with the personnel as well as in team meetings the management is preferred to take the lead by paying heed to the positives and focusing on particular actions that the individuals could take to improvise any negatives (DeCuir-Gunby and Gunby 2016). In addition to this, the organisations are suggested to tackle the more genuine problems. It means that they need to see that are their repeated complaints regarding something which is an issue. Whilst it might be irritating to hear workers complaining concerning what looks like a minor problem yet, if something is affecting their morale or work then it is essential to address it.  On the other hand, the individuals are suggested to being honest with them ((DeCuir-Gunby and Gunby 2016). Although it could be difficult to remain positive when the folks around are unrelentingly negative. However, the person is not expected to change anybody’s attitude until he changes his values and conduct. Also, the employees may find some techniques in this regard such as visualization.  The individual for example can be confronted by a workplace issue opposing his beliefs that normally could provoke a negative response, and then the individual can think of a positive way in which he could respond (Guillaume et al., 2017).
[bookmark: _1t3h5sf]Conclusion
[bookmark: _4d34og8]It has been concluded that the values and beliefs are known to have a considerable impact on the behavioural and affective response of the people thus, the importance of the beliefs itself when the management of a company seeks to undertake its functions of organizing, planning, leading, and controlling. In case a worker values and beliefs in hard work, discipline and, honesty for instance he is more likely to make an immense effort for exhibiting these traits in the company.  This individual might therefore be a much efficient worker and a positive role model to the other staff members who have opposite values and beliefs.  Various significant recommendations have been suggested to reduce the negative impacts of the beliefs on the workplace and workplace behaviour. For example, the organisations are suggested to ask questions that can draw out positives, they are recommended to tackle the more genuine problems which means that they need to see that are their repeated complaints regarding something which is an issue, to promote a culture of open and effective communication, etc. 

Reflection on how the critical thinking skills have developed in module
[bookmark: _2s8eyo1]
Introduction 
In this article, we will be applying the Driscoll Model of Reflection for stating the learning that has been done while learning this module. The Driscoll model is divided into three questions that is What? So what? now what?  Learning is the action for self-evident, it is connected with the difficulties for determining the ways of learning individually and it can be rational or effective, against the defence reasoning and self-deception.
For learning is the important objective for the creation of reflective communities, and it can aim for the creation of fair and strong opportunities for learning for everyone in the company and to appreciate them for benefiting from the chances or opportunities.
[bookmark: _17dp8vu]


The learning that took place in this module includes the major skills consisting of decision making, problem-solving, meeting management, planning, communications delegation and managing oneself. The basics are the foundation that can be developed for advanced practices in leadership and management. By answering the above questions which are possible to begin analysing the experiences and to learn from them. Primarily, it is important to define the experience of the situation (Hallinger, 2019). This can give the user the complete concept of what is taking place, and it can be achieved by asking the question ‘what’. Then it covers the question of what has been learnt from the experience and the final phase consist of the user thinking about the actions that were taken as an outcome of reflection if the behaviour should change. It should have something that should be introduced. And also, the positive status quo means that changes are not required (Azad et al., 2017).
The basics that have been learnt include the foundation of the development of better practices in leadership and management. If the organismal employees are struggling, then it is better to forget the basic things, as they are jot applying the ideas in leadership and management. We have learnt that for building engaged cohesive teams, the leaders require to learn new skills for the creation of improved working relationships in the office (Hallinger, 2019). 
[bookmark: _3rdcrjn]

Conflict resolution
The conflict in the office can take place for various reasons, and it consists of disagreements related to the work procedures, unmet requirements or different needs, the ideas or the interest of the workers and the main personality conflicts. The managers should admit the effect of conflict in the workplace and for knowing that how quickly and efficiently to resolve it (Hallinger, 2019).

Dealing with change
Management is important for aiding the workers to cope with changes by comprehension what the uncertainty that is around it and what drives it, the way people are responding to it and the way for using it for learning the various, productive and effective methods of doing things.

Problem-solving
Issues can be inevitable in the office, thus the development of the skills for solving problems is necessary for the management for learning how to recognise the issues as they increase ad for determining efficient solutions. It is also important to study the various methods for solving problems and can also the leaders to approach and prevent the leader’s situations in the relevant, positive a successful way.

Leading innovation
Innovation can be necessary for the office for staying competitive and relevant in the quickly changing markets, providing the chance for establishing successful work environments. It is necessary to lead and build a vulture that involves innovation and to meet the requirements of the clients (Guillaume et al., 2017).
[bookmark: _26in1rg]

Leadership is the procedure for forcing other people to commit to the objectives of the organisation and for achieving them effectively and efficiently. The important work of leadership in any organisation has already been identified. It is necessary to prepare the managers for their positions as leaders and they can also increase the effectiveness. 
Leaders should have a great range of tasks specifying thinking procedures and know what has to be some for achieving the aim. Leaders should be able to develop the visions, and then convert them to particular objectives the achieving those objectives using the efficient and effective efforts of the followers. Followers can also validate the leaders on the foundation of trust that the front need should have the polished thinking abilities for bringing them towards success (Azad et al., 2017).
Critical thinking is the procedure that is based on thoughts and based upon the preparation on personal levels, including training, function, acquisition, the experience of the tolls for thinking and the skills that are required. Critical thinking should be a matter of learning with the underlying theories of the different processes of practising and thought in the various conditions for attaining the skills in use. Leadership can be goal-oriented, and it is necessary to know what has to be done next in a specific processor in an event for the achievement of success. Lateral thinking is important. It is regarding thinking about the effects and causes (Gerhart and Fang, 2015). 
Instead of using the direct way for the achievement of the instant aims, lateral thinking can also require better alternatives for the actions that have been recognised and their applications, the alternative can be recognized as well in the strategic perspective. Through lateral thinking, it is possible that the possible choices in actions can be recognised and alternatives to the recognised strategic perspectives. Instead, it is also possible that can be continued for recognising the different alternatives on the kevel which can proceed for the achievement of the goals. 
[bookmark: _35nkun2]Lateral thinking can be productive for solving problems and for recognising the efficient and effective alternatives which a vertical thinker can overlook (Azad et al., 2017).
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