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Introduction 
Beliefs values and attitudes are basis for workplace relationships and workplace behaviour. This report will examine how individuals’ beliefs attitudes and workplace behaviour can have an impact on how they affect my professional career.
Beliefs, values and attitudes that can affect your behaviour in the workplace is in the mood in your mind you can be in at a time off your life (Wigfield 2002).Therefore, your career aspirations affect the line of job you do, in turn that can affect your workplace relationships and your workplace behaver. You could only be at that job because off the money or could be there until you find a more rewarding job that has more career development and progression.
[bookmark: _Hlk32955919][bookmark: _Hlk33485193]This report has five sections. In the first section, I will critically access how my values and beliefs affect my professional career. In the second section will critically analyse the impact of organisational beliefs and core values on workplace behaviour using my workplace. The third section will be examining the given management theory which is Daniel Goleman. This is followed by a critical thinking model to evaluate the modern day relevance and weakness of the management theory In the fourth section, finally the fifth section will be using System thinking method to critically analyse the notion that the economic environment of a nation can impact on resident business. 



Task 1 – A critical assessment of how my beliefs and values impact on my professional behaviour.
In this section, I discuss my beliefs and values, linking my own self-critical assessment of my own value system and how these may affect my professional character and attitudes. 
Beliefs and values are what drive you to achieve your goal they can come from parents or role models or religion. It is important to note that beliefs are the foundations of the individual’s values, and these principles drive their behaviour.
My specific beliefs are behaving in accordance with my religious beliefs and family beliefs they are formed mostly from parents and schoolteachers and life and to doing the right thing that matters.  
Values that follow from the beliefs I have are being smart and thinking critically these values come from my beliefs if I am smart, in appearance I will think smart and act in a professional manner. Other beliefs I have are religious beliefs I have to follow my religion.
Therefore, they can impact on my professional behaviour because I must think about my religious beliefs for instance as a Muslim I cannot work with alcohol.    
I can be responsible and must be openminded to different ideas and think critically so I can work with all kinds of people from different cultures. must be one off the values I have is I want to do a job that is rewarding.   
According to (Ezeanu 1998)” Self-belief has a very interesting way of functioning. There are several positive things that it does, which in turn facilitate getting the results you want.
Self-belief helps you see opportunities. It is said that having clear goals helps you to notice those elements around you that can assist you in reaching them. Because the clarity of your goals gives meaning to those elements. And then if you make use of those elements, you will reach your goals.
According to (Ezeanu 1998)” That is true, but clear goals by themselves are often not enough to help you spot opportunities. Many times, if you have a clear goal but you don’t believe that you can achieve it, your mind will still fail to identify the opportunities around you Lack. Belief blinds you.”
According to (Beckham 2007)” Self-Awareness is a scale that assesses your awareness of your beliefs, values, expectations, needs, and feelings. It reflects your awareness of your limits and weaknesses, and your perceived ability to accept responsibility for your mistakes.
Self-Acceptance: This can describes your ability to accept both sides positive and negative aspects of yourself. You’re not being critical of yourself experiencing confidence in yourself, feeling better about yourself. Believing in yourself are characteristics of this guide.
Self-Actualization: This is measuring your ability to live up to your potential through the pursuit of challenging aspirations setting high personal standards and viewing tasks that take you out of your security. It is associated with seeking activities and challenges that lead to a more meaningful and complete life.
Self-Regulation: This describes your perceived experience in controlling thoughts and feelings under stress. It requires the capacity to remain calm and to work effectively under pressure.
Adaptability: This ability you must solve challenges by being flexible and being more creative you can convert your ideas more into actions. It is the ability to see the large picture, to look at situations from different points of view and to prioritize problems as they arise based on their significance.
Motivation: This ability indicates the strength to begin and sustain behaviour to drive your goals. An important part of coping with stress at work involves willpower and the ability to stick with difficult situations and different tasks.
Optimism: This measures your ability to be optimistic and positive about the future even in the face of pressure setbacks and disappointments. It signifies your capacity to look at your future with confidence and to sustain a positive attitude.
Assertiveness: This ability measures your thoughts and expresses your feelings in a non-destructive approach. therefore, reflects your capacity to communicate your ideas and feelings in straightforward directions.
Social Identification: This is perceived in the way off capacity to feel associated with others. This is demonstrated through a sense of belonging and self-acceptance and feeling assured with others.
Empathy: Reflects your ability to be aware to sensitive situations and to supportive of others’ thoughts and emotions. Which reflects your ability to respond to others in an understanding and considerate manner.  
Positive Emotions: This measure your capacity to experience positive emotions.to experience positive reactions. The skill to experience and sustain positive emotions is associated with greater contentment and in your work and private life. Persons who can experience and sustain positive emotional experiences tend to be healthier and live longer. Role fulfilment this scale describes your capacity to comply with the rules and expectations of your workplace or school environment.” 

[bookmark: _Hlk35547710]Task two - will critically analyse the impact of organisational beliefs and core values on workplace behaviour using my workplace, Hilton Hotel, as case study.
Organisational values of Hilton hotels they can impact on the behaviour of the company and people in the company the structural values of Hilton hotels can also impact on workplace behaviour. 
One of Hilton hotels core value is to be perceived in a professional way with its staff being trained to give the customer a memorable unforgettable experience.
The workers must be trained well, and the workers values must match the company values.
A smart appearance and a friendly smile and welcoming approach to the customers and other staff members. They also must be smartly dressed and well-groomed this will make the workers feel more valued at the organisation with these values.
The company is not doing well – can you find example that shows that the business is not behaving in line with the values they hold?
The company is not doing well with its staff according to (indeed.co 2020) reviews for instance “management at times have poor people skills, lots of the workforce are lazy and willing to only do the minimum amount of work for the 16 hours they work each week, to enable them to keep their benefits, management just let this go time and time again”
[bookmark: _Hlk35629817]One of Hilton’s their core value is to be professional with its staff being trained to give the customer a memorable unforgettable experience. Which will make the client return again and again and the company profits will increase and make the company grow globally.    
According to (Maxwell 2004)” Glasgow Caledonian university Devolving human resource management and human resource development to line managers: The Case study of Hilton International’s UK Hotels. 
[bookmark: _Hlk35808735]This report explores line manager responsibility for human resource management and human resource development in an international hotel organisation. The results identify a strong support system for line managers in relation to training and good relations.
However, there is less evident that the senior management encouragement coupled without barriers in relation to philosophical understanding, time and work pressures, which are acting the same as inhibitors to line management’s commitment to Human resource management and Human Resource Development. 
In 2001 Hilton introduced a United Kingdom to launch a global quality initiative linking human resource management to their strategic business objectives. The service quality initiative practices to create a service brand Equilibrium it can lead service culture. Esprit Hilton moments with support from a Human Resource Management platform of employment terms and conditions for the comfort of the employees. Esprit is portrayed as being a concept of directing the way employees work. It is clear within Hilton as ‘a promise on how  colleagues are treated within the Company’  It consists of a range of Human Resource activities that are designed to ensure that employees can support the service quality initiative of Equilibrium ‘a promise on how our guests are treated. 
According to, (UK HR vice-president).
“Esprit has been designed to embrace the key principles of employee recognition, respect and reward. It ‘starts with recruitment but relies more on employee engagement.”

[bookmark: _Hlk35547819]Task three- will be examining the given management theory which is Daniel Goleman Theory which is emotional intelligence.
Goleman philosophy makes you think in two minds “rational and emotional and how they shape our destiny” (Goleman 1996). Emotional intelligence shows that if you have a passion you will overcome reason. Therefore, it can influence your physical wellbeing in society and being happy in your career and social relationships. Also, the theory looks at how people manage their self and motivate them self and other people and get along together and work together. 
This theory does show a clearer picture with working in a modern management environment and modern working practices we need rewards also assuming to work more on and focusing more on job satisfaction but have limits in what they say need other structures to work in a team environment to get the best outcome.    
Beyond making independent decisions, the members of the team are assigned with the power to make the difference to the give the client a memorable experience which in return will bring profit to the business. 
It is hard to say what Goleman's intentions were when he wrote his book in 1995, it seems to me his intentions were more to persuade people to share his views than to inform them in a truly scientific manner. 

According to (Cherniss 2006)” emotional intelligence theory and research, Waterhouse (2006) makes several claims. First, she argues that there are "many conflicting constructs of Emotional intelligence," implying that it cannot be a valid concept given this multiplicity of views. Second, she cites some research and opinion suggesting that " has not been differentiated from personality plus intelligence." Third, she states that "the claim that determines real-world success has not been validated."
There is also doubt about whether he was even originally planning to write a book about emotional intelligence. 
Support evidence 
According to (Cherniss 2006)” Regardless of his original intentions, he considers that after 1995 Goleman makes unsupported claims about the power and predictive ability of emotional intelligence.
He implies that anyone can learn emotional intelligence and fails to acknowledge either the relatively fixed nature of the personality characteristics he includes in his definition of Emotional Intelligence or the differences in potential among individuals.
According to (Goleman 1995)” Emotional intelligence the ability to manage ourselves and our relationships eﬀectively consists of four fundamental capabilities self-awareness, self-management, social awareness, and social skill. Each capability, in turn, is composed of speciﬁc sets of competencies. Below is a list of the capabilities and their corresponding traits.
Social Awareness Expands Your Emotional Intelligence,
Unlike intelligence measures, what is largely hereditary from your parents it changes little from childhood the skills of emotional intelligence can be learned at any age in life. It’s not straightforward,
However, growing your emotional intelligence takes practice and commitment.it can have payoffs that are well worth the investment. You can Consider the case of a marketing director for a division of a global food company. Jack is a case study he is a classic example he  was a typical pacesetter high energy, always endeavouring to ﬁnd better ways to get things done, and extremely eager to step in and take over when, say, someone looked about to forget a target or deadline. 
Sometimes, Jack was likely to approach on anyone who didn’t seem to meet his requirements, going off the handle if a person purely deviated from completing a job in the order the company did, Jack thought best he wanted to do it the way he was used to do it . Jack’s leadership style had a predictably catastrophic impact on climate and business consequences.
Jack had a few years of sluggish performance, Jack’s manager suggested he pursue a trainer to bring his performance up to the company standards. Jack wasn’t pleased but he had to realizing his own job was on the line, he complied. The coach, an expert in teaching people how to increase their emotional intelligence, began with a 360-degree evaluation of Jack.
Jacks feedback came from multiple viewpoints his work colleagues his managers there feeling towards him it is essential in improving emotional intelligence because those who need the most help usually have blind spots. In some cases, research found that top-performing advisers overestimate their strengths on most, one emotional intelligence ability, whereas inadequate performers overrate themselves.
Jack was not that much off, but he did rate himself more powerfully than his direct report who gave him. He was felling low because his grades on emotional self-control were very low and empathy was a bit down as well. Originally, Jack had some trouble accepting the feedback data. But when his coach showed him how those weaknesses were tied to his inability to display leadership styles, he understood what improvement he needed to change. Dependent on those experiences especially which gave him a better understanding off the feedback he had received from his managers and training.  
The authoritative, afﬁliative, and coaching styles Jack realized he had to improve if he wanted to advance in the company.
So, making such a link is essential. The reason for improving emotional intelligence isn’t done in a weekend or during a seminar it takes diligent practice on the job learning over several months. If people do not see the value of the change, they will not make that effort”.
  
[bookmark: _Hlk35547929]Task four- will be using critical thinking model to evaluate the modern-day relevance and weakness of the management theory. 
The main assumption off the theory are if your smart and well behaved you will achieve more in life and it is what you must build inside your mind. 
The management theory is true but can always not be affective because some people only choose to communicate with their friends they have made.
Working can get too personal the management might not follow company values and beliefs and could only be at the position only for a short period and is not satisfied with his career progression. The theory could only be relevant for certain careers and for certain people. 
According to (Cherniss 1998)” emotional intelligence" has raised the question of whether it is possible to improve the social and emotional competence of adult workers. Research in training and development some sports psychology and behaviour change suggest that it is possible, but the typical approach used in corporate training programs usually is less flawed because it is a systems approach and thinks about all the outcomes and disadvantages. Social and emotional learning is different from cognitive and technical learning and it requires a different approach to training and development needs.”  
1. The main assumptions of the theory are you will understand people better and will be a better motivator to get the best outcome from people that work with you.
According to (Howard Gardner 1983) described the idea of multiple intelligences, in which interpersonal intelligence (the capacity to understand the intentions, motivations and desires of other people) and intrapersonal intelligence the capacity to understand yourself more, to appreciate one’s feelings and fears to motivations helped clarify performance outcomes.
2. These assumptions of the theory are relevant for management nowadays they can extent to employee engagement to get the best outcome from workers in the extent it can give employees job satisfaction. 
  


Task five-
[bookmark: _Hlk35548656]Using System thinking to critically analyse the notion that the economic environment of a nation impact on resident business.
Yes” – economic environment of a nation impacts on resident business in a nation. For instance, how the business is being affected right now in united kingdom with covid-19 March 2020. which has caused the government to close all nonessential business and imposed lock down off the whole country.   
business is part of the economic systems of a country; it makes the country’s economy with tax’s on what they sell and buy and the employees have to pay tax on what they earn and business tax rates also is a way for the economic environment of ta country like united kingdom and the  and jobs for instance, they are impacted by anything that happens within the economic system they find themselves.
However, context is different in some countries in third world countries similar to Pakistan with less tax laws and less employee laws and taxes and there is no business tax for instance Pakistan compared to the united kingdom to show that economic systems are different, so they impact differently on countries in specific nations.
Yes, the notion is true, but only when we take it broadly,
I will be using an appropriate critical thinking model. To develop an argument for or against the notion that the economic environment of a nation affects resident businesses. It can be true. I will be using a systems point of view would be affected by the environmental. economic system it would affect the company in the economic environment. This may also be true an Economic environment can affect a resident business for instance Brexit is an example with United Kingdom government. Which has caused uncertainty and affected business taxes also has affected jobs and the inflation rate off the pound against other currencies. Recent factors are covid -19 with government closing all businesses and lock down enforcement meaning no body can work and it is causing business to close because they have lost trade. Also, they have imposed restrictions on traveling from supposed hotspots coronavirus outbreak countries.       
Different economic systems in other countries affect differently however we can argue different countries have less control over the economic systems for instance Pakistan. 
To take advantage of the country’s economic systems however companies can move to a different economic environment to suit the company needs for instance  
I have Critical evaluated credible evidence Critical thinking argument to support question is it logical in this modern working environment it might not work in all situations because it is very hard to predict the economic climate example the corona virus (January 2020) and Brexit. This evidence supports strong arguments it is based on evidence in sum that the country’s economic system can affect resident business.

According to (Mahase 2020)” As part of its 2020 budget the UK government will extend statutory sick pay of £94.25 a week to include people advised to self-isolate because of covid-19 and to those caring for them.
The medical evidence required to claim sick pay will also be relaxed in relation to covid-19. implying that citizens will not require a practitioner’s “fit” note since they are not fit for work. Instead, people will be able to get a notification from National Health Service 111 when they are advised to self-isolate, which they can use as evidence where necessary. “This notification would meet employers’ demand for evidence although taking pressure away from general practitioners,” the United kingdom’s budget policy said the budget was presented by the new chancellor of the exchequer Rishi Sunak.
To receive the funding, they need to respond to the outbreak as there is a total shutdown as the situation develops and recovers and return to normal afterwards will be a slow recovery and decline in growth.
also, for Economically vulnerable people who have no means to claim statutory sick pay, such as self-employed workers, the government has said it will provide support through the welfare system, but it did not provide further details on what this would mean in practice?
The budget document explained, The government’s responsibility to  expanded business rates reliefs and a coronavirus business interruption loan scheme to support business with up to a further £1 billion pounds which will be lending to small and medium sized businesses, a £2.2 billion pounds funding outline for small businesses, and a dedicated helpline for those who need a advice  on their tax responsibilities.”
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