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[bookmark: _a9lza5xlpzex]Introduction
This assignment explores my own values, attitudes and beliefs and what impact they may have on employees in the workplace.  It explains and highlights the importance of values, attitudes and beliefs.  It also explores and compares theorists and models that either support or disagree with these values, attitudes and beliefs.  During the assignment it will look at the value of good leadership, the importance of being able to promote a motivated attitude by meeting employees needs and the belief that trust is essential within a team.   
[bookmark: _2et92p0]Values

A particularly important value within my workplace is good Leadership.  Leaders should lead by example and conduct themselves in an approachable supportive manner towards employees.  This would create a good relationship between leaders and employees.   

“A value is valuable when the value of value is valuable to oneself.” (Saraswati, cited in Kumar and Sharma, 2019). 
 
Values are often referred to as an individual’s morals and standards (Rokeach, 2008). Values can shape individuals' rational and behaviour and personal values can be highly influenced by external elements such as life experiences and social surroundings. Values can often be learnt and can change during one's life. 
 
John Adair (1973) created a theory which focused on a leadership led model referred to as Action Centred Leadership (Appendix A).  Adair believed a leader had a responsibility to ensure that the Task, Team and Individual should be implemented in every aspect of working life to ensure great leadership in all aspects regardless of working environment or task.  He stated that leadership and management can be taught regardless of an individual's personal traits. The theory outlined it is essential that leaders understand the initial purpose to accomplish a particular task.  This in turn allows employees to plan the tasks which are required and allocate appropriate resources that are needed to conduct the relevant task.  It is important that leaders review the plan and adjust the plan during the task if appropriate.  The next component of Adair (1973) model was team and at this stage it highlighted the importance to have a good team spirit and clear expectations.  He believed this can be achieved only if the team works as a united unit.  Communication would be key at this stage and to ensure team members fully understood the task and had a clear understanding of their role.   The last interlinked component is individual.  It is important to recognise an individual's strengths and allocate roles and responsibilities accordingly.   Encouragement and praise should also be implicated to enjoy good morale.  Failure to achieve this will result in team members not feeling valued and in turn feeling unsatisfied.   
 
Whilst many organisations have had success with Adair’s (1973) Action Centred Leadership theory Ackah (2019) concluded that Adair’s theory is outdated for the current workplace. It could also be seen as an inflexible and simple approach to leadership that does not promote empowerment and innovation amongst employees.   
   
“Organisations don’t transform. People do!” Barrett (2014). Richard Barrett reported organisations that were value driven were successful organisations.  When organisations clearly define their values, this allows employees to share the same values and a matrix of Trust was created (Appendix B).   Gold (2013) concluded a study of 10 Schools and their leadership styles which concluded that the leaders were extremely valued driven by their personal and moral compass which was clearly communicated and shared through the school.  These values were matched by their employees who were united in the shared values, and it promoted good communication and supportive and engaging environments to work.   
 
James Burns (1978) (Burns cited in Stone, Russell and Patterson, 2004) created a model based on transactional and transformational styles of leadership.   Whilst transformational leadership primarily consisted of the leaders relying on their own values, vision and character to inspire employee's transactional leadership was based on a more flexible approach by identifying employees needs and supporting them through this. Anderson (2017) states that transformational leadership is one of the most commonly used styles of leadership in education.  Burns (1978) (Burns, cited in Anderson, 2017) reports that leaders using the transformational style transforms working relationships by inspiring their employees to achieve great success thus in turn would increase job satisfaction, morale and encouraging employees to remain committed.   
 
Bolda and Nawaz (cited in Long, Yusof, Kowang and Heng, 2014) undertook a study on the relationship between transformational leadership and job satisfaction.  The study included 265 employees and the results clearly showed an increase in employees having job satisfaction when using this style of leadership.   
 
Katherine Dean (Dean, 2008) reports it is extremely important for employees' personal values to align with the organisation's values.  The Company's values should be clearly recognisable to employees and achieving this can lead to many benefits for the company.   Some of the benefits are increased loyalty and respect.  Employees will take pride in their work they are delivering and their own personal values and the company values will be embedded through the company.  A good level of trust will often be established when mutual values are united between employers and employees leading to increased commitment and flexibility.   It is important that values are achievable within a company and based on reality. This will help motivate employees and create credibility and help build a dedicated and inspired team.  These benefits will have a positive effect on productivity or the service that is delivered on behalf of the company.   

In my current job our code of conduct clearly outlines nine principles which the organisation insists are adhered to: Accountability, Integrity, Openness, Fairness, Leadership, Respect, Honesty, Objectivity and Selflessness. These are values the organisation holds and staff are expected to adhere to these values at all times, failure to comply with these values would lead to the Department of Professional Standard holding you accountable.  The leaders at the organisation have a moral duty to lead by example and promote the values of the organisations at all time and ensure ethical practice is being utilised by all employees.   The values of the organisation match my own values and this in turn has provided a safe and professional environment to work in. 

In conclusion, values are essential to an organisation and their employees and whilst there are many benefits to both the organisation and the employees it is important that organisations ensure that their values are clearly outlined.  My research highlighted that good leadership is vital and there are many models to achieve this and that whilst one model is successful for one organisation and their employees it may not be suitable to another organisation and their employees.  It is paramount to use a model that matches the organisation and employees values.  
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Employees require their needs met to have a positive and motivated attitude in the workplace. 
 
An attitude can be a direct behaviour from someone's individual personality and character according to a study by Aiken (2002). A person's attitude can result in a positive or negative reaction towards an object, opinion or person. This could be a verbal or non-verbal response. 

Taylor (1947) created a motivational based theory which highlighted that employees were primarily driven and motivated by monetary based rewards.  This would include setting targets for specific tasks and if the targets were reached employees would be rewarded with bonuses.  He indicates this would be important within a workplace to maximum productivity.  As employees are motivated by completing relevant tasks to receive financial rewards. Monitoring employees and rewarding the most productive employees financially would need to be carefully monitored.   
  
Large organisations such as Amazon have had great results from using such motivational theories such as Taylor (1947), thus has allowed the organisation to achieve an extremely fast and reliable service to their customers according to a report by Schein (2017).  Bezos (Amazon) promotes fear as another key motivating factor; “I constantly remind our employees to be afraid, to wake up every morning terrified”. (Bezos and Isaacson, 2020).  Bezos later explained the employees should be fearful of their customers rather than competitors as without loyal customers there would be no organisation.   
 
Whilst many employees value financial rewards in order to make them feel motivated to increase productivity there are weaknesses to Taylor’s (1947) theory.  It could be seen as dehumanising employees and creating a robotic and soulless company due to employees only being focused on productivity to be financially rewarded according to Edwin Locke (Locke, 1982).   
  
Whilst working at a Solicitors Office secretaries were financially rewarded by what department they worked in.  For example, secretaries that supported the Commercial department were rewarded by higher salaries than the Estates and Trust team.  Whilst the view was the Commercial Department brought in large revenue to the company the Estate and Trust team felt they brought in a regular moderate revenue that provided a stable and predictable income to the Company.  It caused a lot of resentment and a general feeling of unfairness amongst the staff including myself.  It created a ‘them and us’ attitude which in turn had a negative impact on my own work.  I felt undervalued and unappreciated, and this had a negative impact on my own personal self-esteem as I was extremely demotivated by the situation.     
  
Whilst Taylor’s motivational theory primarily focused on pay rewards Elton Mayo (1945) undertook an experiment and concluded that employees were motivated by having their social needs met.  This led to organisations creating Personal Departments to focus on employees' social needs and to ensure organisations supported their employees in this way.  This focused on creating social events, providing leisure facilities and ensuring effective communication amongst management and their staff.  His experiments concluded that meeting the social needs of employees took precedence over their physical needs, and this would promote motivated employees, teamwork and narrow the bridge between management and employees.  In turn this would have an increase in productivity and should be focused on rather than pay rewards as Taylor’s theory indicates.     
  
Exploring the effects of social needs being met it has identified many advantages in helping ensure employees feel valued and appreciated within a company resulting in a happier and more desirable place to work according to Onday (2016).  However, when looking at meeting social needs and encouraging social gathering it's important to ensure the main goals of the company are not neglected (McDonald and Bubna-Litic, 2012).  
 
Maslow (1943) stated that during an employee's working life their needs can change.  He created a motivational model (Appendix C) that supports elements of Taylor’s monetary reward and Mayo’s social needs theories; however believes that each employee will have their own individual needs.  He suggests when individuals first start their job it will be physiological needs such as basic needs like shelter, food and money that must be met.  This would be when they will be motivated by pay reward as Taylor (1947) indicated.  Once their physiological needs have been met, they are motivated by safety needs.  This could be through job security such as a permanent position, pension or a safe working environment.  The next stage of needs would be social needs such as having a social and welcoming working environment.  Teamwork and feeling involved and valued would be essential at this stage.   This is when Mayo’s (1945) theory would fit into his Maslow's (1943) theory.  The next step on the pyramid would be Esteem.  The need to receive praise and be recognised for their role would make them feel valued within the organisation. This could be achieved through promotion or by a pay rise.  The final need that employees progress to is self-actualisation and this would be when they reach their full potential.  Tay and Diener (2011) argue that the order of employees' needs may be very different for each individual.  They stated that age and personal circumstances such as family commitments could also have a bearing on Maslow's theory.  
  
Whilst Maslow's (1954) model of Hierarchy of Needs gives organisations an understanding of employees' needs and how to motivate individuals Benson and Dundies (2003) argued that training is also an essential element that should not be underestimated when trying to meet employees' needs during their career.  Training can help when meeting the employee's safety needs by providing the employees with the appropriate knowledge and training to undertake their tasks in a safer manner.  Training can also support the employees' social needs as providing training gives employees the opportunity to meet other employees and this helps promote increased communication skills and increased social belonging and self esteem. 
 
Burton (2012) studied the importance of truly understanding what motivates employees; this in turn will provide a good level of job satisfaction and positive and motivated attitudes.  The study noted that there are two elements that promote motivation, and they are financial and non-financial factors.  It highlighted that financial rewards such as bonus and commission are often popular motivational elements however these may only be effective in the short term and may not be a long-lasting motivator for individuals.  Unlike financial motivators non-financial motivators can have a longer lasting impact on employees and are often directly linked to the emotional wellbeing of employees.  Non-financial motivation can be a simple but effective gesture such as providing positive praise or a simple thank you which provides recognition and a positive attitude.  Doyle (2014) highlights the importance of providing recognition however warns this form of motivator should be used with caution as over praising individuals could lead to resentment towards the individual from other employees if overused.  To ensure the effectiveness of personal praise it should not be overused as it will lose its motivational factor and could have the opposite effect as employees could feel unmotivated if they feel they have unfairly not received praise that would usually be provided.   

In my new job although I have only worked there for a short time, it is clear that recognition and praise is regularly provided to staff within my team.  At the end of each set of shifts the floor supervisor will walk around and check in on every member of staff to ensure they are okay and thank them for all their hard work over the previous 6 working days/nights.  This makes me feel valued and that my efforts and contributions are recognised with just a simple kind gesture.  This makes me feel motivated to continue my efforts even through sometimes difficult times as I feel appreciated.      
 
In conclusion, having employees with a motivated attitude is extremely beneficial to the organisations.  There are many models based on promoting motivated attitudes in employees by meeting their needs albeit in different ways.  It  also highlighted that it is essential to understand an individual's personal needs to continue to promote a motivated attitude in a workplace.   
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I strongly believe trust should not be underestimated within a team.   

“Believe that life is worth living and your belief will help create the fact” (James cited in Plummer, 2012)  
 
Forgas (2000) suggested that belief is the ability to draw on one's inner self and believe in something that is not always possible to prove or see physically. It is often referred to as a truth and it can be drawn from childhood, social or emotional factors.  
 
Trust within a team can be extremely difficult to establish but the rewards of achieving trust is increased commitment and loyalty in employees according to Hakanen and Soudunsarri (2012).  McAllister (1995 cited in Costa, 2003) was a psychologist who highlighted a connection in working relationship and how trust can be based on cognition and affect-based trust whilst Mayer et al. (1995 cited in Costa, 2003) proposed that cognitive and affective based trust can be primarily influenced by a person's ability to trust based on their beliefs of how another person should be treated.  This can be influenced by a person's character and their willingness to engage with others Deutsch and Kramer et al (1962 and 1996). 
 
Adams and Webb (2002) undertook a study and noted that trust is essential within a team, and it stems from another person's expectation of how another individual will react in a particular situation.  The ability to trust another individual comes with a level risk as to have the ability to trust another individual you must become vulnerable.   
 
Patrick Lencioni (2012) identified 5 dysfunctions of a team.  The first stage and the foundation of his model is trust and to achieve trust team members must be willing to recognise and admit their weaknesses and show vulnerability otherwise trust will not be established.  If trust is not formed, it will have a negative bearing on the next stage which is constructive conflict within a team. He reports conflict should be seen as a healthy task within a team as without open and honest discussions it is almost impossible for members of the team to move to the next stage of true commitment.  Team members are unlikely to fully commit if there is a fear of conflict to take place in the first instance.  This will lead to a lack of accountability in the team.  He reports that holding team members accountable for their actions will fail as team members were not able to fully commit to a particular task if the previous steps of trust, conflict and commitment was avoided. This will lead to a negative result as team members will be more focused on their own goals rather than the team's collaborated result.   
 
When working at Hafod Primary relationships broke down and trust was lost within the team.  This created an unpleasant atmosphere and had a negative impact on my own wellbeing.  Team members started rumours that were untrue about myself and other members of staff which led to a conflict over this matter.  However, I do not believe the members of staff were held accountable for their actions even though leaders were made aware of it, instead it was never addressed with them, and this caused resentment and I was unable to fully trust or commit to the team after this.  If staff had been held accountable for their action and unprofessionalism, I feel I could have moved on and the team could have moved on from the situation.   
 
Whilst Lencioni (2012) focused on the dysfunctions of a team Lombardo and Eichinger (1995, cited in De Meuse, 2009) created a model based on the factors of what made a team effective.  The model was known as T7 and they identified 5 internal factors and 2 external factors that are needed within a team.  The internal factors consist of:- 
 
· Thrust - every  member would need to have a shared purpose or goal.   
· Trust - Trust must be present within a team to fully commit to the task in hand. 
· Talent – team members must have the correct resources and appropriate skills to achieve the desired results.   
· Team skills – Team members would need exceptional decision making and problem-solving skills  
· Task skills – skills such as reliability and time keeping skills.   
 
External skills are:-  
· Team Leader – the correct team leader is essential. They need the ability to help collaborate rather than dictate to the team.  They must be seen as working together with the team with the main purpose of achieving the task.  
· Team support organisational – the correct level of support must be provided from the correct level of leadership with the organisation.   
 
During a study conducted by Costa (2003) of trust within teams.  The study concluded that whilst trust was essential within a team an area that had great influence on the ability to create trust was the personal make up of a team.   Belbin (1981) created a model based on eight roles, he further developed the roles in 1993 and added an additional role that focused on the formation of a team.  It was built on team members holding roles within the team, which focused on creating a well-balanced team.  There was nine roles identified that needed to be fulfilled (Appendix B) such as:- 
 
Action Oriented roles such as a Sharper, Implementer and Completer Finish 
People Oriented roles such as Coordinator, Team Worker and Resource Investigator 
Thought Oriented roles are Plant, Monitor Evaluator and Specialist. 
 
Every role will have strengths and weaknesses. Belbin (1981, 1993) reports that a good team will have a mixture of these roles however depending on the task not all roles will need to be fulfilled.  
 
Within a team I previously worked in I broke down each team members strengths and weaknesses and have outlined them below:- 









	Name  
	Job Title  
	Belbin Role  
	Strengths  
	Weaknesses 

	John  
	Headteacher 
	Shaper  
	Driven, focused and   passionate  
 
	Occasionally appears aggressive when communicating  

	
	
	Co-ordinator  
	Perfectionist and confident  
	Can occasionally over delegate 

	
	
	Specialist  
	Extremely knowledgeable  
	Over focus on technicalities  

	Emma (myself) 
	Office
Manager 
	Completer Finisher  
	Dedicated and committed.  Enjoys completing task through to the end  
	Can over worry about task and come across as over enthusiastic sometimes

	
	
	Implementor  
	Well organised and reliable.  Enjoys seeing tasks coming to life  
	Struggles to adapt to change  

	
	
	Plant  
	Creative and good at problem solving   
	Can become easily stressed and overly focused.  Struggles to delegate on occasions  

	Donna  
	Admin 
Officer  
	Teamworker  
	Very supportive and reliable team member  
	Reluctant to make unpopular decisions  

	
	
	Resource Investigator  
	ability to build relationships quickly.   
	loses enthusiasm quickly 

	
	
	Co-ordinator  
	Excellent listening and communication skills  
	Reluctant to take responsibility  

	Clare  
	Office 
Assistant  
	Monitor Evaluator  
	Good logic thinker  
	Lacks confidence  

	
	
	Plant  
	Creative and focused  
	Struggles to receive negative feedback  

	
	
	Teamworker  
	Peacemaker and enjoys working as part of a team 
	Avoids conflict and over analysis  


 
This was an extremely useful task as it clearly set out team members strengths and weaknesses.  It meant that when completing tasks, the best roles would be assigned to the most appropriate team member based on their own personal strengths and abilities. This created a level of trust within the department as no one was given tasks that were not within their abilities as they were able to complete them due to their strengths and if they weren't the correct level of support was provided to help develop their skills in this area.   
 
Duhigg (2016) reported on a study undertaken by Google on how to create a perfect team which took place five years prior to 2016.  These results were somewhat conflicting and were not able to prove what made the perfect team.  They compared the different make up of teams where some teams were solely made up of close friends and compared them to teams that did not have the same level of engagement and it did not show a definitive pattern that teams made up of close friends were more successful than teams that had a more professional relationship.  The research did conclude that the teams that included members that held the same belief that people should be treated in a respectful and empathic manner were the teams that had great results in tasks.  These team members seemed to have a greater understanding and acceptance of their colleagues' personal circumstances and emotional states.  It was also observed that the teams that allowed all members to have an equal amount of communicational input into a task achieved higher levels of results.   
 
In conclusion trust is clearly an extremely important aspect of a team but from my research it has highlighted that potentially trust isn't the only sole element of a team.  When teams are created, personalities and personal beliefs of the members need to be carefully matched and a clear understanding of individual strengths and weaknesses are also important to ensure that members are given the opportunity to develop and contribute equally.   
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Figure 1: The Trust Matrix
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York, and later transferred to Cornell University, before
going back to City College of New York. After realizing a
keen interest in psychology, he moved to Wisconsin, where
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food and play, they would in more
cases choose the food. The same was
true when it came to the monkeys”
choice between water and food. The
water would always be chosen as the
priority over food.

As the observations continued, a
pattern emerged. Maslow could see, on
a physiological level, that if the mon
keys didn't have food, but had water,
psghologcal the group was less aggressive than
needs those that had the water taken away

from them." The same held true with
safety needs. If all of the physiologi
cal needs were met, then the monkeys'
behavior became more profound when
it came to establishing social roles and
dominance.

Maslow later transitioned this idea
over to human behavior and was able
to establish physiological needs over

safety needs, safety needs over belongingness needs, belong
ingness needs over esteem needs, and esteem needs. The
needs, in turn, form the first four components of the pyra
mid, and are addressed as deficit needs. Self-actualization,
the fifth component, addresses the need of being, which
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