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This report is based on beliefs, attitudes and values and how they can affect ones behaviour. An analysis will be made on different viewpoints, from employers to employees, including theories. A management theory will be included in this report to assess how effective it can be on different individuals in the same organisation, who may or may not share the same beliefs, attitudes and values.  A comparison of the differences will be highlighted to analyse the impacts and how theory can be relevant in todays world. 
The report will discuss the beliefs, attitudes and values of individuals employed by NEXT RETAIL LTD. NEXT was first established in 1864 (NEXT PLC, 2019) , now with over 500 stores in the United Kingdom. The estimated employees for the year 2018 was 28,318  (CRAFT, 2019).
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A belief is ones acceptance of something to be true. This may not be evidential, however an individual has their full confidence that it is true.
Attitude refers to ones way of thinking or feeling. Not everyone may share the same thoughts to something.
Values are something that is dear to ones heart. It can be something with upmost importance or usefulness. This again may differ from other people’s values.
Behaviour is how one acts towards another. It consists of a variety of actions or manners. There are different categories of behaviours. This may include: overt behaviour, covert behaviour, conscious, unconscious, rational, irrational, voluntary and involuntary. 
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Core values are a persons or an organisations central importance. The core values can help a person or an organisation recognise if they are on the right tracks of their intended goals. Core values can shape behaviour of individuals and teach them from right to wrong. Core values can include: religion, family, honesty and health. Core values can differ from person to person, and organisation to organisation.
[image: words and icons to describe core values]









FIG. 
NEXT core values and objectives are: 
· Provide customers with great product ranges.
· Excellent customer experience.
· Customers at the heart of everything.
· Delivering quality and value for money products.
· Provide an extensive range of clothing and homeware.
· Attract, retain and develop talent at every level.
· A welcoming, respecting and supportive environment.
· Customer needs.
· Efficient and agile product distribution network.
· Management of store.
· Management of financial resources.
(NEXT PLC, 2019)
By having these core values, NEXT are able to monitor and record their outcomes. If needed, this will push them to work harder to achieve what they desire. It is fundamental for every business to have core values to have purpose for their business and watch its growth.
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Beliefs and values are long term feelings or thoughts and mostly shape / define a person. A belief tends to become a value when the attachment develops and the individual can recognise the importance of it. Types of values can include: loyalty, honesty, commitment, peace, respect and love.
Beliefs and values can help guide individuals in the right path. For example, one of NEXT’s core value is to put customers at the heart of everything. This, for the employer, would be crucial for business growth. Their fight would be to please the customers, no matter what the outcome. There is a saying, “customers are always right”, so even if the customer was wrong, the employer would do their very best to make the customer happy. They will try to resolved any matters quickly and efficiently because they want to put the customer at the heart of everything. They want to promote a positive attitude. This value will also benefit the employees as they will ensure to do right by their customers. Everything will be about the customers. This would also show the customers that they are valued. They are worthy of time and effort. 
When a person believes they can achieve something, they will aim for it regardless of any obstacles. The employer believes they can put the customer at the heart of everything, so they will push themselves. For instance, a customer is unhappy about the way they were treated by customer services. They report this to the manager on duty. The manager remembers they are going on annual leave in five days but the problem would require more than a week as she would need to investigate who was assisting the customer. They would need to check the time and date, and how many people were involved. Both views of the incident would need to be recorded. However, the manager believes if she stays behind after work for the next 3 days, she can get this problem sorted before she goes on holiday. The manager values her staff, which is why she would put in more time to put her belief into practice. 
Beliefs, on the other hand, can have a negative side effect. A person with low self-esteem and the belief that they are worthless in their job, may not value their job or customers as much as they should. For instance, a sales assistant at NEXT who recently started their job, was constantly being laughed at by their fellow staff. This could lead to a negative behaviour and lose respect for others, efficiency and commitment to their job.
An overconfident person who believes they are better than everyone and believe they can accomplish anything and everything, may not always produce the best. They may lack in some areas, for example communication. Their confidence is so high that they forget how to communicate professionally. They may talk to customers as if they were talking to their friends. Being friendly is one thing, but to talk anyhow is not professional. There should be limits in place. Without limits, they may lose respect too.
Beliefs and values are very much well linked. They are almost always connected to bring an outcome, whether its positive or negative. This then shapes the behaviour and attitude of a person or an organisation.
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Values have major influence on attitude. It could be both positive and negative. A person that does not value the set rules of an organisation may not produce effective work or work according to their job description. For example, the team leader at NEXT is aware of the rules and regulations set out for everyone. The closing time for weekdays is 8pm. The team leader has noticed the manager is off every Friday. He finds an opportunity here to close the store earlier than stated as he does not value the rule. This leads to poor practice and makes him a bad role model as a leader. Some, on the other hand may admire this as they do not value the rules either. This can lead to others lacking professionalism and a poor attitude. NEXT values the management of their stores. The team leader who does not follow the rules, cannot be on the right path or worthy of their position as they are abusing their power of trust.
One of the pet hates of an employer is to see their staff standing around in the corridors or just chatting amongst each other. A person who values their job will ensure they are not seen hanging around. Even if it means to pretend to be busy by holding a pen and a paper. The employee would fear the loss of their job. This fear would push them to work harder. Sometimes it’s not even fear that would make someone work hard. It could simply be the opportunity of a promotion. This would encourage a positive attitude. This positivity may shine through and pass onto others. It may prompt others to work more efficiently. This could lead to a welcoming, respecting and supportive environment, which is another one of NEXT’s values.
An individual or an organisation that values their work may be motivated to achieve more. An organisation such as NEXT can see their competitor are increasing their sales. This may motivate the staff at NEXT to increase their sales too. This can have a positive impact on the team as they will be working closer together to achieve their shared goal. This can bring out more positive attitudes in people. On the other hand, the pressure to do better than their rival, may create a chaotic environment with peoples attitude towards work or each other failing.
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Beliefs can drastically affect behaviour. This could be a slow or a fast progression. A person that believes they can get away with just about anything may have an overall bad behaviour, if left unnoticed or dealt with for a long period of time. A person who displays good behaviour tends to value their beliefs and understands the important of positive attitudes. 
Personal values and workplace values can be related to one another. For example, an employee is in need for higher pay than the national average, as they have a family to support or a mortgage to pay. They value their family, home and money, so that means they would value their job. Their income would be very important to maintain. As mentioned earlier, a chance for a promotion would also encourage good behaviour. The promotion would enable them to afford more, so to seek goodness from their colleagues, managers and customers would also be necessary for them. To value money, it does not necessarily mean a person would value their current job. They could be in that particular job because they have no other choice. Perhaps it is more suitable for its distance or flexibility? When a person’s main priority is money, their behaviour at work may not be so great. 
A persons value can be related to their needs but it does not make their needs a value. It is an association. For example, they need money to build a home. Their need is money but their value is a home. The house is also a need in order to create a home.
Where a person values education and career success, if there is a vacancy with additional benefits such as further training, an applicant would believe this job is suitable for them, as it would meet their personal values as well as work values. Work values would be to develop their staff, and personal value would be to develop themselves and their worth. This added benefit would encourage the applicant to apply and sustain that job, as it is their belief they can climb the career ladder through this channel. Their attitude and behaviour may improve with this benefit.
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FIG. 2
In this diagram, it can be seen how peoples beliefs are started and how their behaviours are formed. This can be from ones cultural background they are brought up in, taking into account any religion they may learn. Also, peoples learning and experiences can contribute to their beliefs. This belief may or may not progress into a value. A person can believe in religion but may not practise it as they do not value it. If the religion is followed and valued, this may teach them to be polite and respectful of others. This then encourages positive attitudes and behaviour. Beliefs, values, attitudes and behaviour can often influence ones personality, as they are more self-conscious. 
[image: McKinsey 7-S Framework]Shared values can be a basis of a relationship. Two people working at NEXT who value their job may value a good working relationship. They will make every effort to progress together. On the other hand, someone who values their job may not value a working relationship. There could be other factors affecting their relationship, such as their personal beliefs. For example, a woman who has never experienced working in a team may belief she can achieve everything by herself. She may not give importance to team work because she has been working alone in an office most of her life. She believes she works better independently and has more initiative than others. This, therefore creates a negative atmosphere and relationships. Others may relay this as bad behaviour, however to herself, she is doing right by the company as it is her belief. It could be said that she does not value a working relationship, however it may be that she does not know how to value a relationship. Perhaps she has never been in any kind of relationship? Maybe she has worked in teams before but they have always ended up disastrously? There could be many reasons as to why she displays herself as not valuing a working relationship. 











FIG. 3
This picture shows how values can affect workplace behaviour. According to Mindtools.com (2019), this framework above shows how shared values, when put in central of everything, can affect other areas of work and the organization as a whole. They suggest that the seven elements need to be balanced together for an organisation to succeed.
From an employers perspective, this is everything that can bring success to an organisation. However, from an employee’s point of view, it may be that there is a lot of pressure in that organisation. The employee may not like to follow a structure as they have a more free flow personality. Shared values will not always bring the outcome that is expected. Not every personality will be the same. Some will prefer structure, some may not. Behaviours amongst staff will always be different. 
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Management theory is a set of rules and guidance as to how to run an organisation. Management theory is how people on senior levels and above of an organisation deal with their knowledge, goals for improvements and their intended plans for implementing tasks. It also includes how they motivate staff to perform their best. (BusinessDictionary.com, 2019).
There are different types of management theory. This includes: classical, behavioural, quantitative and quality, systematic and contingency management theory. Management theory involves the development of concepts, principles and techniques. The main purpose of management theory is to plan, organise, staff, lead and control within an organisation, according to Olum (2004, P.2). Management can relate to any organisation and to any level. Management is associated with productivity. Without good management, there will be a significant loss of productivity. Olum also states that this implies effectiveness and efficiency. He also adds to this, problem solving is one of the main reasons for management. Management is a necessity in order to overcome barriers to the growth of a company.
Management theory is important in building staff skills and experiences. It is to get the best out of their employees. It also helps analyses the relationship between all members of staff. 
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[image: action centred leadership model]John Adair (1934- ) who has written over 40 books, is the founder of Action Centred Leadership. More than a million managers have used his strategy. Adair believes leadership can be taught and it is not just a trait. Adair’s theory is still used in todays modern world, as it has been proven to work so well. In 1979, John Adair became the worlds first professor in Leadership Studies. (John Adair- Action Centred Leadership, 2015).





(BUSINESSBALLS, 2019).
This Action-Centred Leadership model represents John Adair’s leadership idea. It is his trademark, and that is what businesses use for teaching and training. The three main rules for management are: 
· achieve the task,
· manage the team or group,
· manage individuals.
Adair believes, to manage an organisation well, they must identify their aims and vision. This is how they will achieve their task. NEXT Retail have already done this, looking back at their values and objectives, as can be seen at the top of this report. They have a special team of people who monitor their finances, resources and employees.
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JAMES (2019, p.5)

Managing the group or team helps establish a relationship, as well as observing performance and behaviour. This helps the manager develop a stronger work force. They can assess and change any necessary plans or ideas. Managing the team also includes training and developing. NEXT already have this in their plans, as a way of developing skills and motivation. Adair’s leadership model also mentions maintaining communication between groups internally and externally. NEXT manages the communication between their staff and stakeholders through visits, feedback systems, forums, conferences, audits, workshops, online messaging, surveys, and much more. Below is a screen snap of how NEXT communicate with their internal and external stakeholders.
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JAMES (2019, p.7)

Adair’s model of management teaches managers to understand people for who they are individually, not just as team members. NEXT has approached this by having reward systems and appraisals in place. They give their staff the opportunity to discuss any issues they may have during an appraisal, and in return the staff are given a feedback by the manager / leader. This enables managers to know more about their staff. They can adapt work for the staffs suitability, for example being able to provide flexible working hours. According to Kakabadse et al. (2018, p.14), “Flexible working is a growing demand to fit jobs into a broader work / life balance.”
Having a reward system in place can also motivate their staff to work harder. NEXT do this by providing the opportunity for “sharesave” and their own workplace nursery for parents with no childcare. Sharesave is an opportunity to save money over a period of 3 to 5 years, to buy a share of NEXT plc at a discounted rate. They also provide mental health awareness training, as they value employee well-being. JAMES (2019, p.22).
[bookmark: _Hlk15566179]“Being able to do all of these things, and keep the right balance, gets results, builds morale, improves quality, develops teams and productivity, and is the mark of a successful manager and leader.” (BUSINESSBALLS, 2019).
It may be safe to say that NEXT are following the model of John Adair’s Action-Centred leadership theory. The theory can be relatable to peoples beliefs, values, attitudes and behaviour. To achieve a task, manage an individual or a team, a manager must believe it is achievable. They must have strength and courage. Only then, they will value their skills and abilities, displaying good attitudes and become a good role model for others. For a manager, it can still get quite tricky to maintain all this. There are many people with different personality / characters, so the manager will need to address all those involved. There are a lot of factors to consider when following Adair’s model. It may look simple, but there are a lot to contemplate. Sometimes, it can become a little of a burden, leaving the manager to miss out some key details in ensuring they are following the points themselves.
For an employee, their belief may be that the rules are there just for the sake of having rules. If they have never obeyed their family, teachers or anyone, ignoring rules can be easy. They may believe they can get away with just about anything without consequences. These individuals may have very little value in life, therefore their behaviour will mirror their attitude.
John Adair’s Leadership model also consists of core functions that make a good management theory. They are as follows: planning, initiating, controlling, supporting, informing and evaluating. If a manager has not got the correct skills to use these core functions, then the organisation will fail to succeed. The organisation requires a manager who has the ability and strength to cover these factors and who can make a difference. If they need training on leadership, then perhaps they are not ready for the role just yet. An effective manager should have already possessed the skills of the core functions. This way their beliefs, values and attitude will shine through and the employees can build their trust in them.
“Employees want empowerment on the job to make work more meaningful and satisfying. They want to contribute their unique talents to organisations that acknowledge their contribution. Their expectations need to be managed by more senior employees, who themselves may have changing aspirations and similar wants and values.” Kakabadse et al. (2018, p.14)
[bookmark: _Toc15577245]CONCLUSION

At the end of the day, beliefs, values and attitudes will always have impact on workplace behaviour. They will all differ from every individual and organisation. Every person is made up of their own beliefs and values. That defines a persons attitude and behaviour. Beliefs and values can change over a period of time. This will have effect on people’s behaviour in the workplace. As Adair suggested, people need guidance in the right path. This guidance may then become ones belief or value. Looking back at the diagram which shows how beliefs are linked to behaviour, it can be said that guidance is another way people acquire their beliefs, as they gain more knowledge and experience in the process.
In every organisation, there will be people with different attitude and behaviour but the most important thing to remember is, why a person reacts the way they do. Is there more behind their actions or words? Where could it be coming from? It is important to address even the smallest of problems, as there may be bigger problems lying underneath that is causing unwanted attention. Every individual has different learning methods. Each needs should be met to enter the road of success. Just like generations can go way back, peoples beliefs and values can go way back. There are many roads they have taken which have brought them here. If the attitude is negative, perhaps it has been built from many years ago? So it may take quite some time to change a persons negative behaviour to a positive one. 
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Stakeholder Engagement
Stakeholder engagement is important to NEXT, both formally
through meetings and informally

Our teams play an important role in managing our
stakeholder engagement in a proactive, respectful and
professional manner. NEXT must also ensure that new

and emerging issues. risks and requirements are carefuly
considered, assessed and appropriately acted upon.

Our key stakeholders and our engagement activities are
summarised in the table opposite.
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A wide range of social, ethical and environmental issues can have an
impact on the NEXT business. This report covers the issues we recognise
as being the most important to our business and are of principal concern

to our stakeholders.

ey sakanoiders ow we rgsse ey sttanoisers Howw ergsse
Suppliers® « Visits and meetings both at NEXT Shareholders + Mestings and investor roadshows
offices and their factories + Respond to queries and requests
+ NEXT COP supplier audits for information
« Training workshops. + Ethical investment surveys:
+ Conferences sustainabilty benchmarks.
and indices
Customers* + Customer feedback via
online messaging
+ Communication with NEXT Government + Responses to Parliamentary
oo Comtmet Contres ‘Committees inquiries such as the
Environmental Audit Committee
+ Direct customer contact and.
market research activities + Meetings and dialogue with
Pty trade associations
« Monitor customer returns
Workforce® + Workforce communication forums

Environment®

Community”

* Workforce engagement surveys
Training and development

Visits and meetings.
with NGOS

Representation on trade.
association wrking groups

Participation in surveys

Develop and agree longer term
support with a range of chariies to
assist their ongoing work

Respond to requests for assistance
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