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[bookmark: _gjdgxs]Introduction

This assignment will focus on critical thinking. The assignment will be divided into two parts, the first part will focus on critically evaluating the impact of beliefs, attitudes and values in the workplace. The second part of this assignment will look at identifying the management theories relevant to my role, and critically assess their impacts on my own personal beliefs, attitudes and values. I will be looking at how diversity and equality is managed in my workplace and assess if employees are all treated equally and fairly. I will also look at how customers are treated, and if my organisation treats them with equality regardless of their race, background, gender and able-bodiedness. A recent study by CMI found that gender equality as one example has been improving: ‘​in recent years, the pay gap between men and women has begun to narrow, albeit slowly. Before Covid-19, data showed UK women earned on average nearly 20% less than men. This was down 0.5% points on the previous year. For full time employees, the number stood at 8.9% in 2019, only 0.6% points down from 2012. Though, arguably, the impact of Covid-19 has had a detrimental effect to that positive increase – with women often bearing the majority of the home-schooling burden, often having to either decrease their hours or give up work altogether. 


[bookmark: _30j0zll]Critically assess the impact of beliefs, attitudes, and values on your own workplace behaviour.

Beliefs, attitudes, and values underpin who we are as individuals and thus invariably impact our behaviour both outside of, and within, the workplace. A belief is an attitude that something is the case, or that some proposition about the world is true (Schwitzgebel, E. 2019). Despite the fact that many of us have different roles, and even masks, throughout our lives, and indeed in our daily interactions, be that ‘mum, dad, student, mentor, or employee, our belief and value systems are the basis upon which our very foundations are built upon. Our values shape not only ourselves but our behaviours: the groups we operate within, our friendship circles, the ones we choose to spend our lives with, our hobbies, our chosen career paths and the way in which we go on to conduct ourselves in our places of work. Values then are typically seen as the organising principles or determinants of attitudes, and behaviour (Bem, 1970; Hitlin and Piliavin, 2004). 
I believe to achieve true diversity and equality in the workplace it is imperative that those who make up its very fabric must have a changed and rational thinking approach. Equality and diversity can only be achieved when, and if, there is a change in the values, thinking style, behaviour and attitudes of all people working within an organisation. “Equality and diversity” is an overarching concept that must take into account the many and wide varying differentiators humankind has come to divide itself by: be that social or, ethnic backgrounds, genders, sexual orientation or able-bodiedness. Edgar Schein (1988) stated that a culture that values individuals and individual diversity will have more ideas to draw from and create more incentives for ideas to be put forward. I believe that amore dynamic, idea-driven company is, in short, a more successful one and thus endeavour to conduct myself in the workplace in support of these equality-led values. 
I believe, and thus my workplace behaviour is shaped by, the conviction that organisations should treat all employees equally, based on their skill set and experience alone, as opposed to a determined characteristic outside of their control. Evidence proves that treating employees equally builds a better and more diverse work environment, beneficial to both associates and employers.

As someone new entering into the world of work my belief in the value of diversity and equality was the driving factor in my relationship with my colleagues: driving the ones I chose to closely associated with. Through working closely with, and befriending, people who have been far more exposed to inequality than I, as a white working male, I have seen first-hand the impact inequality has had on self-esteem, work ethic and career success as a whole. Whilst at the beginning of my career I might have been intimidated to speak out in support of my more marginalised, and looked over colleagues, as a now more experienced professional I am proud to say that my underlying belief in the value of diversity and equality is demonstrable in the challenge of the status quo I choose to make – if that status quo happens to be built around a culture of injustice and inequality

It is evident then, that although our behaviour in the workplace might very well be underpinned by our beliefs, attitudes and values the impact of which may vary according to our very own circumstances: the context of the situation in which we may find those values either accorded or challenged. As above my workplace behaviour – in questioning and speaking out, on behalf of, inequality was directly impacted by my status within the workplace. Whilst I was incredibly frustrated by the injustices I witnessed as a junior employee, and knew them to be wrong, it wasn’t until I felt more empowered in my own career that I felt able to speak up and challenge those directly. Motivational dimensions can often compete with one another: while most people would believe that helping others is important and valued, helping others is often at odds with taking opportunities for oneself, and individuals vary in deciding what gets priority (Schwartz and Bardi, 2001). This, for obvious reasons, can be particularly prevalent in the workplace environment, where economic stability, future success and even the ability to feed and clothe families can be negatively impacted by allowing our attitudes and values to affect our workplace behaviour.

In an era where flexibility and creativity are key to staff wellbeing, they are symbiotically linked to competitiveness, critical to organisational success. One of Deming’s 14 points of management (1982) states “Adopt the new philosophy. We are in a new economic age. Western management must awaken to the challenge, must learn their responsibilities, and take on leadership for change.” Deming’s point then backs up my belief in equality, having faith that organisations and management need to change the way they manage and lead a business, inspiring those that follow.  Hofstede, G. (1984) however, disagrees with Deming, believing that culture is more often a source of conflict than of synergy. Cultural differences are a nuisance at best and often a disaster – one thing is clear though – workplace harmony makes for a happier staff, more productive organisation. 
 
Ultimately, one’s workplace values are the guiding principles that are most important to them. People use their deeply held principles to choose between right and wrong ways of working, guiding important decisions and career choices. It's important then that the team’s personal workplace values align with an organisation’s workplace values. These set the tone for company culture, pinpointing what organisations, as a whole, care about and the principles they are guided by. Values alignment helps organisations to achieve its core mission, and individuals to feel satisfied at work, improving both staff satisfaction and employee retention. 
 
At work, two job attitudes have the greatest potential to influence how we behave: job satisfaction and organisational commitment. Both, I believe, are influenced by one’s personal attitudes, beliefs, and values and furthermore, evidenced in workplace behaviour The relationship here then is interdependent – value systems influence job satisfaction and commitment to organisations overall, whilst workplace culture itself can influence behaviour – either for the better or the worse. It is vital then, I believe, that employees find and work for an organisation whose culture aligns with their own belief systems; whilst one might be able to tolerate a job they feel unappreciated in, or clashes with their core beliefs, ultimately this will lead to dissatisfaction and people seeking new employment. The effect of a culture that is unsupportive and runs contrary to diversity and inclusion in my experience is unparalleled: staff who feel prejudiced against due to their sex, religious belief, or sexual preference, to name just a few examples, will find themselves most dissatisfied, and rightly so. 
 
In conclusion then a highly committed employee is one who accepts and believes in the company’s values, is willing to put in efforts to meet the company’s goals and has a strong desire to remain with that company. People who are committed to their company often refer to it in the collective “we” as opposed to “them”, as in “we have great benefits.” The way we refer to a company indicates the type of attachment and identification we have with that business.  I believe then that my beliefs, attitudes, and values affect my workplace behaviour to a large extent. My conviction, adherence to, and promotion of diversity and equality led values, directly impacts both the way I conduct myself day to day, be that in standing up those I feel side-lined, or paradoxically connecting with those colleagues I feel share my beliefs. Whilst I am now in a position to directly act upon my values however, I am aware that this has not always been the case and remains the same for many employees. Those team members concerned for their future employment, worried about standing out, or simply those concerned about making ends meet, may find themselves adapting their own workplace behaviour to ‘fit’ into the organisation they work for. Whilst this is not ideal however, and I believe unsustainable long-term, it is hard to condemn entirely. Both employees and organisations benefit from having value systems that are in alignment: diversity and equality integral to a workplace that is fair and in which all are given the chance to prosper. 
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Management theories compare different methods that are used by leaders to manage staff who operate services and complete tasks. There are many different models of management theories, however I have chosen to look at the system management theory and Elton Mayo's human relations theory as I feel elements of these fit within my own role.
Human relations Theory
The Human Relations Theory was developed by Elton Mayo, who conducted experiments designed to improve productivity, laying the foundations for the human relations movement. Mayo’s focus was on changing and testing the impact of working conditions, like lighting, break times and the length of the workday, and the subsequent effect on the workforce. Every change Mayo tested was met with an improvement in performance. Ultimately, he concluded that the improvements weren’t due to the changes themselves but the result of the researcher’s paying attention to the employees and making them feel valued. 
Mayo’s experiments gave rise to the theory that employees are more motivated by personal attention and being part of a group than they are by money, or even working conditions. Mayo’s work led to the evolution of the phrase “a happy worker is an efficient worker”. This phrase evokes the idea that if an organisation has happy staff, productivity levels, and thus profit, will rise
Systems management theory
This theory asserts that businesses consist of multiple components that must work in harmony for the larger system to function optimally. The organisation’s success, therefore, depends on synergy, interdependence, and interrelations between subsystems. According to this theory, employees are the most important components of a company, and departments, workgroups and business units are additional crucial elements for success. 
According to the Systems Management Theory, managers should evaluate patterns and events within the organisation to determine the best management approach. They need to collaborate and work together on programs to ensure success.
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My behaviours are affected by my beliefs, attitudes and values, which will all be different in some small way to those people I work with. I believe one should be responsible for themselves and the actions they take. I value honesty and commitment and believe these to be important traits for a harmonious working life. Because I hold these beliefs, I expect others to as well, which I know however is not always the case. My belief in the value of being a ‘good’ team member does, I feel, lend itself symbiotically to Elton Mayo’s Human Relations Theory. It is important to me to feel valued by an organisation, a firm believer that this directly impacts my own workplace behaviour – I am more productive and collaborative, keen to make the company a success and bonded with my colleagues in that common goal. 
Mayo’s Human Relation Theory has been very influential in the organisation I currently work for, who strive to improve employee work/life balance and focus on allowing anyone within the organisation to choose how and where they work. This in turn makes staff feel both trusted and valued. Flexible work arrangements, like telework, flexible work hours, and flexible workplaces are often used to help employees in balancing their family and work life (Lim & Teo, 2000).
Giving individuals the option to choose if they would like to work remotely, or work in an office environment means that organisations can cater for everyone within the organisation. Teams being allowed to work around their busy life schedules, I do believe, allows for a more diverse workforce in which organisations are not limiting the talent they have access to as they do not need to look for potential employees who are within a commutable distance, those employees who are not working parents, instead they are opening themselves to a talent pool across the UK entire. In establishing a workforce that is based around people, and the understanding that they have wants, needs and commitments outside of the workplace my organisation is able to connect better with its staff, ensuring they are treated like real human beings as opposed to numbers on a list. 
However, contrary to the Human Relations Theory I do believe that there are vast benefits in setting parameters within an organisation. I believe that, whilst on the whole people do their best at their place of work, there are and always be some team members who need to be guided, and restrained by, set rules. I do then see the advantages of combining the Human Relations Theory with elements of Max Weber’s Bureaucratic Theory, which proposes that the best way to run an organisation is via a rigid hierarchy, rules, procedures, and structure. Weber’s theory benefits from being efficient and predictable: all those in the organisation have a specific role, goal and tasks to perform, removing the possibility of the unknown and margin of error.  
However, despite seeing the benefits in the Bureaucratic Theory ultimately, I do find myself, especially in a hybrid, post Covid-19 world, leaning more to align my beliefs and attitudes towards Elton Mayo’s Human Relations Theory, particularly when it comes to home-working. The benefits of flexible working have been well documented and there are numerous studies that show the benefits of flexible working. 
For a business productivity is key: 9 in 10 employees consider flexible working to be a key motivator to their productivity at work (89% – even more than financial incentives (77%). (De Menezes and Keliher 2011). Flexible working allows companies to adapt to fluctuating market demand to boost responsiveness and competitiveness. The CBI Employment Trends survey found that 99% of all businesses surveyed believe that a flexible workforce is vital or important to competitiveness and the prospects for business investment and job creation. These statistics demonstrate the impact of Mayo’s key message– that workers want and desire attention, to be valued (and here trusted and respected to work responsibly) and that this directly affects their productivity levels, and thus profit. 
However, flexible working could create difficulty for supervisors in scheduling meetings and may negatively affect inter-office communications (Scott, 2016). Flexible working could also be seen as unfair to certain members of the organisation: flexible working may not be available for highly interdependent jobs (e.g. assembly line) and the use of time clocks are often perceived by employees as a managerial control mechanism (Aquinas, 2008). In this case then, again, a combination of the Human Relations and Bureaucratic Theory would perhaps be best – allowing people to work freely, but within set parameters. 
The system management theory is used widely in my organisation and working collaboratively with other departments is crucial for the success of daily tasks. Teamwork is defined by Scarnati (2001, p. 5) “as a cooperative process that allows ordinary people to achieve extraordinary results”. Harris & Harris (1996) also explain that a team has a common goal or purpose where team members can develop effective, mutual relationships to achieve team goals. My organisation consists of multiple departments whilst my team consists of employees from these different departments who work collaboratively. I am tasked to work with developers daily joining daily stand-up meetings to get a better understanding on progress of certain tasks I am working with that department on. I also let the scrum masters know how I am progressing with tasks that involve input from the development team. As a designer I am tasked with completing initial mock-up designs for work for clients and stakeholders within the organisation, I will then have to relay any information relevant to the task which includes members of the development team and work closely to meet deadlines. Without collaborating effectively with other departments within the organisation I would not be able to complete the majority of the work which is allocated to me. 


[bookmark: _3dy6vkm]Conclusion

In conclusion values, attitudes, and behaviours vary from person to person. They play a major role in the workplace culture of any organisation, and I am not immune to that myself. Value systems play a major role in determining the attitude of an employee and thus affect the behaviour of an employee as well. When I feel valued I am more productive but when I am undervalued my production levels drop.  
I do however believe that Mayo’s theory lacks structure and see benefits in the bureaucratic theory where there is a structural hierarchy within the company and this in turn means that rules within an organisation are put in place to remove any unwanted issues.
Therefore, to a large extent mt behaviour is affected/influenced by mayo’s theory I think this goes too far, and thus feel the combination of Human relations/ bureaucratic offers best option – employees feel valued but know there are boundaries and rules that must be stuck by. 
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