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Critically assess the impact of beliefs, attitudes, and values on your own workplace behaviour. 

Values

Values can be defined as the regard that something is held to deserve; the importance, worth, or usefulness of something. A belief is an acceptance that something exists or is true, especially one without proof and attitudes is a settled way of thinking or feeling about something. 

As individuals we all have our own values, beliefs, and attitudes. As a team leader housing law case worker working with a variety of individuals with different values, attitudes, and beliefs, I must take these into consideration so that I do not force my own views upon them. The concept or idea of persuasion is conceptualised mostly by values, attitudes, and beliefs according to Rokeach (1968). It is a cognitive consistency theory, suggesting a person’s belief attitudes and values must be in harmony with one another, further explaining the importance of this whilst attempting to persuade an individual to understand what the beliefs, attitudes and values theory is. It is important to understand what each component of the theory represents and how they are related to each other, (Petty, n.d.). 
 

Importance of Values

We choose our values but there are lots of influences that lead and guide us. As children we are guided by our parents and as we get older, we learn through our friends, society, and life experiences. Our cultural surroundings also have an influence primarily through schools, churches, and community clubs. The environment we have grown up in has an important influence on our values (Inglehart, 1977). 

The theory of intergenerational value change (REF) asserts that a key determinant of one’s values relates to the conditions of their upbringing, how secure or insecure one felt. For instance, a child brought up in an insecure economic environment is likely to gravitate to modern values such as freedom of thought and expression, with their focus on achievement, growth, and economic success. Similarly, a child brought up in conditions of great economic environment, where financial security deters or prevents that concern, is more likely to gravitate to postmodern values based on religious and moral values (Forghani, Keshtiaray and Yousefy, 2015), with its emphasis on self-expression, well-being, and experience. 


My Values

As an individual who was brought up in a middle-class working family, I can see how my own upbringing has influenced me to work hard to achieve success; I can identify my own values as I have been brought up to believe and understand that to have success you must strive to succeed.  
  
My behaviour and attitude to different situations are influenced by my beliefs and attitude (Ajzen, 2007). I believe that in the workplace each member of staff should be aware of their role and be able to take responsibility for their workload and the actions they take. I value being hardworking, honest, and open with my colleagues and as these values are important to me, I expect the same from others. I have found that sometimes this is not the case. 
 
Leading a team, I have found not all staff take responsibility for their own workload and the outcome of this leads to the staff members falling behind with work and creating difficulties within the team. On occasions where this occurs, I find my behaviour and attitude towards that staff member changes as working relationships are built on trust. This led me to question their capability and their honesty. The impact of my behaviour then has a demotivating effect on the individual resulting in them becoming defensive and argumentative as they felt they were not trusted to get on with their work. Having realised the impact on my behaviour it was clear that we both had different beliefs and attitudes towards work.  
 
Attitude

Attitude can be defined as the positive and negative feelings towards ideas, events, objects or people.  They are often expressed through words or behavior and is made up of three emotions, as described in the ‘ABC Model’.  Affective, Behavioral and Cognitive (Ellis, 1945). 

Affective is the emotional reaction someone has towards an object.  For example if someone has a phobia about dogs (object), when they see one they feel extreme anxiety and fear.  The ‘Behavioral’ response is the emotional response to seeing the dog and the ‘Cognitive’ response is the thoughts and beliefs we feel in seeing the dog. Rokeach (1968) similarly explains that attitude (like or dislike) is “a learnt predisposition to respond favorably or unfavorably towards a person, place or event”. 

Attitude is important in the workplace as it can affect our behavior, consequently, if we have a good work attitude, it results in a productive workplace, (Mayo, (1924).  Higher levels of job satisfaction are experienced if we play a part in creating a work culture and environment that is motivating for everyone,  changing employee behaviour (Kinley and Ben-Hur, n.d.).

Belief

Beliefs come from experiences and are perceptions that something exists or is true. Our beliefs are important and help us understand part of our identity and may be religious, cultural, or moral being precious because they reflect who we are and how we live our lives. (Audi, 1993). Typically, beliefs are divided into two categories core and dispositional. Core beliefs are those beliefs formed from childhood and created/altered throughout our lives. They are based on our thoughts and experiences about things we see others do and can be mistaken for a fact. Conversely, dispositional beliefs are those beliefs that people have not actively engaged in but judgements they make, based on their knowledge of related subjects when they encounter a proposition.  

Shelter Cymru

Shelter Cymru is a charitable organization who specialize in landlord and tenant law, providing independent specialist advice, advocacy, and legal support for anyone with housing problems. 
  
Shelter Cymru’s mission is to improve people’s lives through our advice and support services and through training, education, and information work.. “Through our policy, research, campaigning, and lobbying, we will help overcome the barriers that stand in the way of people in Wales having a decent affordable home.” (Shelter Cymru, 2021)

Their values are to be independent and not compromised in any aspect of their work with people in housing needs, working as equals with people in housing need, respecting their needs, helping them take control of their own lives, through constructively challenging and ensuring people are properly assisted and to improve good practice. (Shelter Cymru, 2021)

Shelter encourages and recognizes employee values through independent thinking. Whilst a seemingly radical method, (Brown, Harris and Waltner-Toews, n.d.) this model works well for the organization and the employees alike. Likewise, as evidenced in the organization Crisis (2021) this methodology of employee independent thinking works well if it is managed properly and carefully monitored. Naturally, this calls for managers with the experience and ability to administer the process whilst encouraging employee performance through independent thinking whilst empowering them via motivation. This is evidenced in Shelter through a combination of Covey’s (1984) ‘starting with the end in mind’ model and Adair's action centered leadership management model (1984). 

This combination works well and is effective because Shelter has adopted action centered leadership by empowering their staff to work independently through identifying and meeting their training needs. Shelter embraces the Covey (1984) model through a process of encouraging their employees to use their own values, encouraging them to work things out for themselves based on their own judgement this works well within Shelter as the staff feel trusted and valued to be able to do their jobs independently. Employees who feel valued will have a positive outlook on their work and work environment which inline will bring a positive attitude (Holbeche, n.d.).

Shelter determines the team's visions, aims, purpose and direction and continually monitors the team's integrity and focus by establishing roles within the team, implementing supervision, annual appraisals, staff feedback, continuous training and support and the opportunity for staff development through internal job opportunities. With or without awareness Shelter has adapted Adairs action centered management model, there is an identified strategy of independent working this giving structure to achieve the task, manage the team and individuals. 

However, Fayol (1984) contends this a problematic management process and, whilst on the surface appears to work efficiently, evidence exists that suggests this model will fail at some stage, resulting in deeper and more complex issues, requiring greater management resources to resolve then were it initially managed in the XYZ model as recommenced by Drucker (1984). Likewise, Likert asserts this style of management is also better suited to this type of organization (Schein, n.d.). 

In conclusion it can be observed that whilst there is a compelling argument presented by the adoption of the Fayol (1985) and Drucker (1355) models there is overwhelming evidence that the currently employed management models encourage free thinking. Independent learning works well for Shelter on the basis that regular meetings are undertaken and a closer, hands-off but clearly communicated management style (Ref) is used.

Identify a management theory relevant to your role and critically assess its impact on your own beliefs, attitudes and values.

Introduction 

To be able to identify a management theory I am going to critically assess the impact of Likert's theory on how this impacts my values. 

Management is both science and art, the trick lies in separating the good from the bad ideas, knowing when to be scientific and when to be artful.

There are, therefore, many aspects to being a manager.

No simple solution exists, there is no one best way to manage. However, the study of organisations, the structure, and management processes is still important for the modern manager and developing manager which remains an indispensable part of the role.

Management Theory relevant to my Values

What follows is an examination of a particular management theory that has impacted my value, the value under question is honesty. 

Ethically, integrity is regarded as the honesty and truthfulness or accuracy of one’s actions. It stands in opposition to hypocrisy. Judging with the standards of integrity involves regarding internal consistency as a virtue. As such, one may judge that others “have integrity” to the extent that they act according to the values, beliefs, and principles they claim to hold. 

Honesty is the cornerstone of integrity. Honesty is much more than telling the truth; it is demonstrated in our communication and our actions. We often do not say what we really think in order to keep the peace. Agreeing with something that is against your moral values is not honesty. Being honest in your communication can be done in a professional manner. Saying “With all due respect, I do not agree with your solution, and I would be willing to discuss it further,” demonstrates your true feelings when there could be a major controversy. When honesty is required in meetings, committees or official capacity, your honest communication often helps confirm your values. Often people “cave” on important issues to avoid conflict and harbour resentment later (Macomber, 2019).

Likerts Management System, 2018
On reflection I consider that Likerts Participative theory relates to my management role this is because I would describe my management style as passive, trusting yet observant and engaged hands off approach. I encourage staff to work independently, and I trust that they will take responsibility for their own work, communication is encouraged through regular staff meetings, supervision and an open-door policy where staff can feel free to seek advice and help when needed. 

Likerts Participative system promotes participation in decision making in order to promote a workplace where all individuals feel they are equally able to share information. Likert argues that the participative system is the most effective from if management within the systems (Morris and Pavett, 1992). Upper management have full trust in their staff and actively works with them as part of the decision-making process. Staff are free to discuss any issues or ideas with their superiors, knowing that their discussions may be conducive to at least some kind of change. The level of communication is high across all the organisation and teamwork is regular. 
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