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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.). 
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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. 
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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.  
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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.).
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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.  
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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 (1984) 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 (Likerts) is used.
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Introduction 

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, however the following examination seeks to explore the aspect of management with respect to my values, attitude, and beliefs in the workplace, examining the effect of appropriate management models that influence my management styles.
No simple solution exists, there is no one best way to manage, it is closely aligned to leadership and a good manager will recognise the appropriate qualities in subordinates and direct them accordingly. Therefore, the study of organisations, the structure, and management processes is still important for the modern and developing manager which remains an indispensable part of the role.
Management Theory relevant to my Values
Following careful consideration and research I have determined that my management style, as applied to my values, is very much influenced by Likert (DATE) & Adairs action centered management model . Likerts (Date) model of Participative system is relevant because encouraged communication helps to bring openness and builds trust within the workplace, and this supports my values as I consider trust within a team to be of the utmost importance. Trust in the workplace means a culture of honesty, psychological safety, and mutual respect. They have pride in their job and their motivation brings more desire to do well for themselves and the organization (Schein, n.d.). Similarly Adairs action centered management model encompasses the concept of individual needs that focuses to create a team environment that fosters individual learning and knowledge collaboration along with individual performance and job satisfaction
Likerts Participative system (REF) promotes participation in decision making to promote a workplace where 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.
Adairs action centered management model is based on what the leader does to meet the needs of the task, group and individual. The theory recognized that there will not be a perfect match between the three elements of task group and individual so that the leader’s job is to be aware of the key variables and to manage each situation by giving suitable priorities to the interacting elements. Adair stressed that the success of a leader depend on his ability to balance the three elements (Adair, 2011). If you incorporate the relevant factors into the model to create your own interpretation. If the vision, aim and purpose are defined (task), then the group are able to agree and communicate standards of performance and behaviour (team). The manger is then able to understand individuals and assist and support them. Whilst identifying and developing individual capabilities and strengths (individual).
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My Values

For the role I undertake one of the most important values to me is that of honesty, specifically in the workplace. My role requires me to manage a team and demonstrate my ability to do so, honesty is the foundation for trust in a relationship and trust is necessary for a relationship to function and thrive. When you are honest with someone, they feel they can trust what you say and believe in your commitments and promises. Honesty is important as it builds trust in the organization and confidence in leadership (Friman et al., 2002).

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). 

Honesty is one of my highest held values, honesty is a way to encourage an open positive work environment. An organization that values honesty as a way encourage an open positive work environment, supports employees to understand how their organization operates based on strong values, they feel comfortable sharing ideas, connecting with the team, and being themselves. Upholding strong morals within the workplace helps promote an ethical approach to decision making, this helps team members make deliberate, thoughtful decisions (Su, 2013). However, (Levine & Schweitzer, 2014) (Prooijen and Lange, n.d.) claims that in many circumstances, being kind and showing that you care about a customer, employee, or business partner is more important to the relationship and the business than it is to be fully honest. "When we, for example, tell a client that we're going to go with a different vendor, sometimes we want to phrase things in a way that is different from the complete unvarnished truth," Schweitzer says. "We find that we often really care about the benevolence that people signal through their communication and that's often more important than the harsh and complete truth." As a manger giving honest feedback could be seen as critical, harsh feedback and could bring negative impacts on the individual and the team.  

As a manager I values honest, I encourage staff to work independently and not micromanage to ensure that staff feel that their trusted to carry out their duties using their own initiative. Communication is encouraged, staff set their own agendas within meetings and participate their ideas and thoughts. I do this by asking questions and listen to them respectfully and attentively. I share personal difficulties showing them my willingness to share my thoughts and feelings and the difficulties the role can bring. I support individuals through an open-door policy where staff can reach out when they find they are struggling with a particular task, in cases where I am not available, I give reassurance that they have been heard and set aside time to be available. When disagreeing with a staff member I am careful how I communicate I show appreciation for the ideas presented but give my reasons for disagreeing by fully explaining my reasons and being transparent. Managing a big team can be time consuming so I ensure that I do not give any false expectations of what I can and cannot do. Likerts Participative system (REF) is fitting within my management style as the centred approach of this management style is to promote participation so that individuals feel able to share information. The benefits of this helps to build trust within a team and with trust comes honesty. (Ref) Similarly Adairs action centered management model is to establish a team’s style and culture this also with honesty at the core of its values this helping the team to work towards to same goal with an open and honest approach. (Add something here). 
An example of this is demonstrated within the Homelessness charity crisis, they value integrity through knowledge & fearlessness through independence (Our values, 2022). With these core beliefs employees understand that honesty is of high importance. Staff are aware that if they are not able to help a homelessness person, they are encouraged to be transparent and not give false expectation. The same is fostered in a team environment, all though there is a vast knowledge of homelessness within the organisation staff are encouraged to share their difficulties and successes to give learning opportunities, helping to promote decision making and speak freely.

However, although my existing management mothed has demonstrated positive benefits due to its values is it the most effective or appropriate? I have encountered a different value that is exhibited by another manager the value of authority. Within the organization there are several teams and although the values of the organization are to promote independent working based on trust, one manager does not manage with a hands off approach and this is identified by their actions and their communication. The manager exerts control over the team by setting strict agendas and time frames, whilst often challenging the team with negative communication. During meetings they have expressed their views and opinions are of more importance than their subordinates and has expressed unhappiness with subordinates not following their commands. This approach has demonstrated both negative and positive impacts, the targets of the team are always met and always to a high standard but the turnover of staff is high compared to other teams throughout the organization. 

The Value of authority can be demonstrated within Max Weber (1905) Bureaucratic Model, his model suggests the opposite to both Adair and Likert and implies that his model opposes that with hierarchy of authority and a chain of command leads to consistency in employee behaviour. He contends that not everyone is motivated by emotions but are career driven and thrive more on financial incentives (Achouri, 2012).  Similarly Fayol’s administrative management theory (1888), demonstrates similar ideas but had different strategies to achieve the same goal. The similarities between the two is that they both provided clear and appropriate set of guidelines that managers and subordinates can use to create a work setting that makes efficient and effective set of guidelines managers can follow. It defines how people are structured and fit within an organization again demonstrating the emphasis on hierarchy of authority. 
An example of these theories are demonstrated within the government organisation DVLA, during the covid 19 pandemic they put business concerns over the safety of staff and enforced staff to continue to work within the offices despite government guidance leading staff to strike on the advice of the unions. Top-down hierarchical structure was highlighted by their actions and responses to staff’s concerns. Cash incentives where given to encourage staff to return to work and to exert power and control. (Perkins, 2022).

Conclusion

Management Theory relevant to my Attitudes 
As a manager and an individual I feel that a positive attitude is important as my role requires me to set an example to those who I manage and support. Your attitude can influence other people’s emotions and their emotional commitment to their work. A positive person focuses on what is good and takes a general attitude that there are lots of things that cannot be controlled but choose to focus on what they can control and what they can help to improve. Positivity can inspire and influence others to reframe and to think about things differently. Without being pushy, a positive person can challenge individuals to focus on what they can control and help bring motivation in doing so (Cross and Carbery, 2009).

When considering my attitudes within a work environment I consider my own attitudes comparable with Elton Mayo's Motivation Theory. Mayo believed that workers are not just concerned with money but could be better motivated by having their social needs met whilst at work. He focused on managers taking more interest in subordinates, treating them as people who have worthwhile opinions and realising that workers enjoy interacting together. Mayo concluded that workers are best motivated by better communication, greater management involvement and working in groups or teams (Sanghi, 2014).This model is significant and is relevant, making sense of how peoples beliefs and how they behave depends on understanding their work attitudes. 

A positive attitude I believe is paramount within the work place, a positive attitude helps to encourage motivation. Every individual in an organization is motivated by some different way. Positivity is the frequent experience of positive emotions such as joy, hope, gratitude, interest, serenity or inspiration. It is the day-to-day pleasant experiences that leave a person feeling happy and satisfied. Evidence shows that increasing positivity in the workplace can provide a major competitive advantage for organizations (Achor, 2010). People who experience positive emotions at work have higher levels of engagement, organizational citizenship behaviour and job performance, and are less likely to experience burnout or engage in counterproductive behaviour. Positivity is good for staff and employees. It is beneficial for organisations because it leads to higher motivation and performance (Lyubomirsky, King & Diener, 2005).

As a manager I have embraced a similar approach in my positive attitude, encouraging team working and demonstrate show enthusiasm for my own work. I treat each staff member as an individual and treat them with fairness and consistency. I give opportunity to help staff grow their skills and knowledge by providing training enabling them to do their job effectively. Working agreements that set group expectations reducing confusion and giving everyone the opportunity to work together. Recognition for good work is regular and this is done thorough team meetings, supervisions and staff appraisals. Elton Mayo's Motivation Theory promotes that managers can increase efficiency by treating employees as unique individuals rather than interchangeable cogs in a machine. My management style that is influenced by my attitudes demonstrates a similar style and with structure and regular communication establishes individual stances within the work place and as part of a team. Maslow's hierarchy of need (Appendix B) looks at comprising a five-tier model of human needs this demonstrates practical and useful ideas. My attitudes as a manager without awareness incorporates this theory by providing confidence in work abilities through staff training giving a sense of job security (psychological needs). Encouraging communication through team meetings and the feeling of belonging (Social needs) and with job satisfaction can lead to bring self-actualization. 
An example of these theories being used in practice is demonstrated in the well-known company google, they embrace staff motivation by team building and getting to know their staff and their capabilities.  (The best things about working for Google, according to employees, 2022). 
However scientific management as introduced by Federick W. Taylor suggests that a more efficient way to develop an organisation is to optimize the way work is done. Taylor's terms, managers must do more than just analyse and reorganize work. They need to effect "a complete revolution in the mental attitude" of the worker (The Palgrave Handbook of Organizational Change Thinkers, 2017.). However the way motivation is encouraged differs by micromanaging, matching job to capabilities and planning for future needs. Considering my attitudes and the values of my organisation this theory would be a reverse approach and although I can see the benefits it would not be fitting with my management style or the organisations.

Conclusion  

Management Theory relevant to my beliefs

Accountability is the belief that you are fully responsible for your own actions and consequences. It’s a choice, a mind-set and an expression of integrity (Wakeman, 2013). I believe that everyone should be held accountable for their actions within the work place accountability fosters better work relationships, improves job satisfaction, and helps teams work more effectively together (Robertson-Smith and Markwick, 2009). 
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An attitude refers to our opinions, beliefs, and feelings about aspects of our environment. We have attitudes toward the food we eat, people we meet, courses we take, and things we do. At work, two job attitudes have the greatest potential to influence how we behave. These are job satisfaction and organizational commitment. Job satisfaction refers to the feelings people have toward their job, if someone has fulfilment in their job then they reflect a positive attitude. Organizational commitment is the emotional attachment people have toward the company they work for. A highly committed employee is one who accepts and believes in the company’s values, is willing to put out effort to meet the company’s goals, and has a strong desire to remain with the company (Cross and Carbery,2018).
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