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Executive Summary
This report discusses the nuances of employee behaviours that are being motivated by the behaviours of the leaders and other employees. The way individuals' values, attitudes and beliefs affect the workplace behaviour has been stated in this report. The management theory of Adam's has been analysed and the positive and negative quotients have been brought out. There has been added a critical reflection. 
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[bookmark: _Toc46178891]Introduction
This paper draws on the fact of how triggers like values and individual beliefs impact the behaviour of the employees in the workplace. There is done an alignment between the personality of the leaders and their behaviours that are inextricably associated with the values and personal beliefs. The behaviour resulted from these cognitive perceptions act as elements of motivations or demotivation among the employees that further affects the performance of the employees. A motivated employee will be more satisfied than the demotivated one, and that will decide the result ineffably. The assumption is that a motivated employee can work for hours, and that increases the productivity level. A critical assessment has been done on the equity theory of motivation. Moreover, a reflection has been written on the way the critical skills of the researcher has been improved and developed.      
[bookmark: _Toc46178892]“An analysis of the impact of individual beliefs and values on workplace behaviour”
As being humans, every person has a set of values of his or her own. The beliefs and attitudes that a person has developed throughout life make its impact on each factor of his or her life: friends, family. Region, community and shared, and personal experience together creates value and attitude of a person. A personal belief is something that is held by a person that can be based on scientific understanding, hearings from others or his or her own thinking that is true or convenient to the person. 
Generally, there are two types of beliefs, such as dispositional beliefs and core beliefs. Dispositional beliefs are entities that make their appearance when there is no direct relation between the event and the person. Core beliefs have something to do with the thinking of an individual, and the connection is direct. Beliefs are made through the internalisation of the beliefs of other persons. Often charismatic personas affect the belief of an individual, especially a child positively—the strategies of marketing that impose certain mindsets of the marketing industry help in forming beliefs.   
As per Reis et al., (2017), beliefs and values are related to different psychological and sociological constructs that many specialists consider to be significant in the context of marketing, leadership, motivation and management. Values are standards, principles, and qualities that are held by either a group or by a person individually. Each decision that a person makes is guided by the value and personal beliefs that haunt his or her life. Values come from peers, culture, religion, technology, the workplace, family, the educational institutes, media or major events like economic depression and world wars. A value is a kind of measure that a person attaches with something. Openness, integrity, honesty, ethicality are values that can be reflected in the behaviour of a persona and can affect the organisational culture as well as the culture of the surroundings cumulatively.  
There are different kinds of attitudes like utilitarian attitude, attitude base on knowledge, ego defensive attitude, value expressive attitude etc. An individual belief and value can act in judging a situation as a value can help a person to interpret a situation as bad, good, unimportant or significant etc. By providing an ethical interpretation, a value can serve as a function that is useful in giving standards or guidelines either to evaluate another person or to choose the behaviour of another as unethical or ethical (Ott-Holland et al., 2019). Values serve as a guideline to standard behaviour in an organisation. It assists in determining a path of action that is correct to the management. Resolving conflict and making decisions can be guided by values that are shared. Values, oftentimes, serve as a matter of influence that affects the factor of motivation for an employee. 
Personal values act as a force that is significant in the case of a business organisation. Personal belief and value assist a person or an employee in determining which behaviour is standard and if it is appropriate. However, a value can act like a barrier and limitation that places itself on the behaviour of a person both outside and inside a business firm. Ethics comes to the fore regarding this situation when a worker has to make a choice that is related to making wrong or right decisions. 
Personal beliefs and values act as a line of guidance and help in resolving conflicting circumstances. A leader who understands the value of integrity is less likely to make a decision that can impact another employee pejoratively. The way a person or an employee approaches a contradictory attitude in a place of work can be influenced by values and personal beliefs. Honesty or integrity tests are designed to measure the integrity or honesty level of an employee. This test has its origin in the notion that a behaviour steeped in dishonesty or honesty comes out from the deep underlying values and beliefs into which he or she has been brought up to (Gallie, 2019).   
Personal beliefs and values restrict the freedom of an employee, though for the sake of the organisation overall or the other employees should an employee conceal data about a project of the business firm that is hazardous or if that can be told to another person. All this is related to the question of ethicality. If an employee is concerned about a petty theft that is going on, he or she should inform the management. As per Sison et al., (2017), these small initiatives on the part of the employee are related to the cognitive behaviours that are constructed by the internal or imposed values. There are some value-questions that the employees of an organisation face each day. An employee in a business firm is offered with overtime work at the expense of the free time the person has. Some employees need more breaks than others, while others are steeped in the notion of getting promoted at the expense of hard work. In such situations, what can be done by an employee is a question of value that a leader or a worker faces several times in life. Work-ethics is something that is closely related to value, individual belief and personal growth. The level of dedication and commitment a worker has towards his or her profession can be measured by the common notion of work ethics. If the work ethics is mediocre, it can create trouble in competition and increase market value (Ciulla, 2020). 
The business environment of the postmodern circumstances is quite complex. As per Cooper, (2018), a managerial strategy that is related to the evolution related to career development has to take into considerations several variables influencing the process of motivation action on various layers.      
Various types of leaders' mindset are of different types having different kinds of values, morales, behaviour and culture. The nature of a leader or a manager severely defines the work culture in an organisation. Though the cognitive structure of different types of leaders is different, there are certain values like respecting others, putting integrity before anything else, having wisdom, compassion and empathy are important to any kind of leaders.  
	Management and Leadership Style
	Values, Individual Beliefs and Behaviours
	Suitable Circumstances
	Positive Responses
	Negative Responses

	Autocratic
Management
	Believes in controlling others, having a controlling personality
	Unskilled and routine jobs
	Quick decision-making, efficient work progress
	Less motivation, almost no satisfaction in the job, staff turnover is high

	Bureaucratic
Management
	Hard workers, expect the employees to be the same, strong sense of ethicality
	Critical jobs
	Effective in routine works
	Team members having difficulty with getting flexible can feel underrated and undervalued.

	Charismatic
Management
	Inspiring beings who inspire other employees believe in providing motivation
	When the organisation focuses on long-term goals
	Sense of euphoria creates healthy competition and motivation
	If taken a wrong decision or if the leader leaves the organisation and the employees suffer

	Participative/ democratic Management
	Involving beings who believe in letting the employees decide over a thing, but takes the ultimate decision
	Where the stress is upon quality and novelty, rather than on performance
	Encouraging circumstances, engaging environment (Mustanir et al., 2018)
	It takes time to make a decision in this process

	Laissez-Faire Management
	Beings who love freedom and provide the employees with their freedom too (Wong and giessner, 2018)
	When the employees are skilful, self-motivated and experienced
	More satisfaction in the job
	Requires frequent feedback to trade on the right path (Wellman and LePine, 2017))

	People-oriented
Management
	Focuses on the growth of an individual within the team, have great personal values, approachable and friendly (León Eyzaguirre and Morales, 2018)
	Where collaboration and a great level of teamwork is needed
	The teams are real treasures for the company
	Operational goals can suffer 

	Servant Leadership
	A leader operating from the behind, acknowledging the significance of ethics and personal values (Spears and Lawrence, 2016)
	Where ethics and values are significant (Gandolfi and Stone, 2018)
	High morale in teams, a corporate culture that is positive
	Operational goals are less significant than team development


	Task-oriented Management
	The focus is on completing the job. The work ethics are low (Ju et al., 2019)
	Tasks that are repetitive and have deadlines 
	Effective with working with the workers having time management skills of poor quality
	Less satisfaction in the job

	Transactional Management
	Focused on the employees’ getting punished or rewarded
	Where workers react well with growing or regular incentives or rewards (Behrendt et al., 2017)
	The input and output of ambitious employees grow
	Less job satisfaction

	Transformational Management
	High level of cognitive flexibility (Sheshi and Kërçini, 2017)
	Suits for most businesses 
	Focuses on demands and needs, higher flexibility to change
	Needs monitoring on a constant basis


Table 1: The Associated Values, Behaviours and Impacts of Various Management Styles
[bookmark: _Toc46178893]"A critical assessment of management theory (theory to be assigned by the tutor) and its modern-day effectiveness using appropriate critical thinking models."
[bookmark: _Toc46178894]Equity Theory of Motivation
Each worker in a workplace can be motivated by one way or the other. Motivation can be internal such as job satisfaction. It can be external too, such as acquiring economic status or money. Equity theory revolves around the notion that workers in the workplace are motivated by the degree of fairness. If a worker can recognise any kind of indecency and inequity between a peer and himself or herself, the employee would try to make adjustments in the work pattern or progress to become noticed in the eyes of a leader. For instance, if a worker notices that another worker is doing the same job with less dedication and the output is less but is paid more than him or her, the employee would choose to make less effort in doing the job. There, a sense of fairness is being made in their own eyes. 
Adam gives stress on the outputs and inputs made by the employee (Ryan, 2016). An input is a thing done by a person to get an output. An output is a thing that can be considered as the contribution of an employee made by the to the business firm. The inputs that are common include number of working hours, enthusiasm, commitment, the level of experience, personal sacrifices etc. The duties, degree of loyalty, nature of flexibility are also categorised as inputs. 
Outputs include bonus, salary, holiday allowance, pension, stock opinions, company vehicle, promotion, learning etc. flexibility of arrangements in work and the sense of achieving something overall also comes under the categorisation of outputs.   
As per Li and Li (2018), Adam argues that an employee cannot understand the theory of equity in isolation. Instead, he or she might have to roam around and make comparisons between others and themselves. If an example of equity is found, then the inputs are to be adjusted. For example, if an employee thinks that he or she is getting lower outputs than is deserved according to the input given, the person will get demotivated easily. In contrast, if there is less input and more output, the input levels are to be risen up to incur balance. 
There is always a referent group in the mind of an individual to which a person compares the inputs and outputs (Bauwens, 2019). For Adam’s theory, there are four different groups like self-outside, self-inside, others-outside and others-inside group. If a content developer compares the earnings with other persons of the same post, then it is others-inside. If they make a comparison between content developers, they know socially; then it is being called others-outside. If the earning made from the previous job and the earning that he or she is making in the current job is being compared, then it is self-outside.
As Plevinski (2016) opines, equity theory assists in reducing exploitation, maintaining motivation and securing better relations with co-workers. The exploitation of employees is reduced, and in turn, there is less discrimination. When the workers acknowledge that the person is being treated the same as the other employees, it fosters not anything than motivation and a healthy work culture. When the same treatment incurs, the relationship between the employees grows as there is little discrimination.
Though equity theory has many advantages, like other theories, it has disadvantages too. The perception of different persons is different. The perception varies from organisation to organisation and people to people (Collins et al., 2018). Furthermore, making an exact comparison between the workers or with another organisation is difficult and cannot be done from a point to point. Other than the factors of outputs and inputs are ignored in this theory.
[bookmark: _Toc46178895]“A brief critical reflection of how your critical thinking skill has developed based on your learning on the module.”
I based my research on the critical model where the elements of thought are defining the purpose, raising questions or issues, collecting information, making interpretations, researching theories and developing concepts, making assumptions, perceiving the consequences and implications and developing a point of view. I aimed at deciding the aim of the research that concentrates on the impact that the values and the individual beliefs on the employees’ behaviour in the workplace. I have chosen the equity of motivation theory and has analysed its effectiveness on the modern-day workplace environment. The issues and advantages with the motivation provided by different kinds of leaders are portrayed. I have collected the information from secondary sources of literature such as literary journals and books and implemented this information in my research. I have observed that every person becomes motivated or demotivated in different circumstances. I have further observed that personal beliefs and values are entities that are created depending on various factors of life such as the behaviours of the family that a child gets while growing up, social and historical factors like economic recession and the culture in which an individual is being brought up.  
I further interpreted the information and get the idea that the subjective notion of a person, be it a leader or an employee, makes differences in the work culture of an organisation. I perceived that value and individual thinking and perception or ethics work as a tool for judgement for every individual. So, the level of judgement differs as each person has a different level of understanding. I found that not every leadership style is good for every work environment, and not every type of leader is a great one. Such as, in servant leadership, the leader directs the employees from behind and in turn, creates a positive environment. The idea of servant leadership is unmistakably associated with having good work ethics. 
As far as theories are concerned, I researched about the equity theory of motivation. I have found that there are certain concepts that are related to this theory like outputs, inputs, equity, unrewarded employee, over-rewarded employee etc. The kind of education one gets, the experience that is gained by the person, the commitment, loyalty etc. work as the inputs, whereas, the direct pay, job security, social rewards, bonus etc. are known as the outputs. If equity is being perceived by an employee, he or she gets motivated quickly, that is healthy for getting a certain level of performance. An employee, if feels unrewarded, feels demotivated and tries to clever up the feeling by doing less work or doing the work in an insincere manner. I found that Adam’s theory about the people who feel over-rewarded seeks to restore the balance by doing more work, incomprehensible and absurd.   
The assumption that the more motivated an employee is, the more productivity he or she offers to the company. However, I find this quite contradictory. As I think that if there is less time for the family, the employee gets demotivated. This notion, as I think, have created more dissatisfaction in the employees. As a result, the employees get disheartened as there is less time to spend with the family and the productivity level decreases. Adam’s equity theory of motivation has some advantages as well as disadvantages. The assumptions related to this theory, as I have noticed, is that an employee is concerned with getting recognition and rewards and makes a comparison with what the others have achieved being on the same level. The employees want a return that is based on a fair policy based on their performance. 
The demerits of this theory, as I have seen, are that there can be no tool that can measure a person’s viewpoint. As perception is not an attribute that is spread in everyone equally, there can be no proper ratios of input and output. Moreover, all factors of motivation are not taken into consideration. Efforts cannot be measured effectively by anyone.  
[bookmark: _Toc46178896]Conclusion
This paper focuses on the impact of values and individual beliefs on workplace behaviour. Equity theory of motivation has been discussed critically. A critical reflection that is brief has been attached in this paper.   
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