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(1)

                         Introduction

This document is a report on the effects (both positive and negative) that an individual's beliefs, attitudes, and values can have within the work environment.  The purpose of the report is to demonstrate a clear and concise understanding of the various elements of critical thinking.  And to provide examples of the knowledge acquired, regarding segregating and analyzing the difference between beliefs, attitudes, and values within a workplace context. To achieve this, it has been necessary to complete a critical assessment of my personal beliefs, attitudes, and values to see how these are impacted within the work environment. This is explored in section 2 of the report. In completing the critical self-assessment element of the report, I have become aware of both positive and negative aspects of my beliefs, attitudes and personal values within the work environment.  Applying the critical assessment of the given management theory has been done to evaluate how someone with different beliefs, attitudes, and values might interpret the theory differently. This has also led to me developing a view of different ways of working and retaining professionalism, which I may not have recognized or considered otherwise. The report also aims to highlight the difference between attitudes, beliefs, and values. At the same time demonstrating the importance of both how and why attitudes, beliefs, and values affect behavior in the workplace. As aforementioned, it has been necessary to complete a critical self-assessment to obtain some answers as to the question of how and why workplace behavior is affected by attitudes, beliefs, and values. I have never previously completed such a self-assessment, so I have opted to focus upon my professional development. This does not mean that there is an exhaustive list of my previous employment, but more of a reflection of the journey traveled in that time. 























(2)
Critical self-assessment
The first area of self-assessment I have chosen to focus upon is that of culture. The reason being, that I think, that culture directly influences and affects both your value system and subsequent behavior(s). My cultural heritage is of a Caribbean background, which is African by origin.  According to the notion of Kroeber & Kluckhohn who state that:
· The essential core of culture consists of traditional (i.e. historically derived and selected) ideas and especially their attached values; culture systems may, on the one hand, be considered as products of action, on the other, as conditional elements of future action.’          
                                                                                           (Kroeber & Kluckhon, 2020)                                                         
On this basis, it can be argued that culture is very specific to a person irrespective of the fact that they are from a specific culture or cultural background.  For example, it may be a common conception that all the people from one country share the same culture based on nationality. Indeed, this could invoke a feeling of patriotism and commonality between the people of said nation. But it does not stop people of the same nationality from holding widely differing opinions regarding things such as politics, religion, economics and/or other affiliations, such as language.  All of which goes some way to forming an individual's culture. According to Avruch:
· Culture is a derivative of individual experience, something learned or created by individuals themselves or passed on to them socially by contemporaries or ancestors. … such a conception of culture differs from ones that have dominated thinking in much of the social sciences, especially in international relations and conflict resolution. For one thing, in this concept, culture is seen as something much less stable or homogenous than in the concepts proposed by others. Our idea of culture focuses less on patterning and more on social and cognitive processing than older ideas of culture do. For another, by linking culture to individuals and emphasizing the number and diversity of social and experiential settings that individuals encounter, we expand the scope of reference of culture to encompass not just quasi- or pseudo-kinship groups (tribe, ethnic group, and nation are the usual ones) but also groupings that derive from profession, occupation, class, religion, or region. This reorientation supports the idea that individuals reflect or embody multiple cultures and that “culture” is always psychologically and socially distributed in a group. Compared with the older approach, which connected a singular, coherent, and integrated culture to unproblematically defined social groups, this approach makes the idea of culture more complicated. Such complication is necessary.”                                                                               
                                                                                                         (Avruch 1998: 5–6)

But, according to Schwartz ‘culture consists of the derivatives of experiences, more or less organized, learned or created by the individuals of a population, including those images or encodements and there interpretations (meanings) transmitted from past generations, from contemporaries, or formed by individuals themselves. patterns, implicit and explicit.’ 
                                                                                                                (Schwartz et al., 1987)                                                                                                                                           

But one could very well substitute the word ‘culture’ for ‘leadership’ and have a definition of culture. (Maund, 2018). Personally, I hold the view that culture can differ depending on the circumstance or situation that a person is in. And cultural context should be considered in most, if not all, interactions between people.  Be it of a professional, social or family nature. Therefore, in my view, culture can be adapted or even compromised. For example:
· A surgeon in the West Midlands has been allowed to get away with hundreds, if not thousands of unnecessary or mutilating operations because a dysfunctional health system didn’t tackle his actions.  An official inquiry has found that opportunities to stop Ian Patterson were missed because of a culture of denial and avoidance among staff at both NHS and private hospitals. As a result, five health professionals have been referred to their regulatory bodies, the West Midlands police are also looking at another employee. The inquiry is recommending that the cases of more than eleven thousand other patients should now be re-assessed”

                                                           (Huw Edwards, BBC News at Ten) (04/02/2020) 
To my mind, this is an example of a culture being compromised. An example of culture being adapted can be found in the following passage. 

· Culture is not the same as identity. Identities consist of people's answers to the question: Where do I belong? They are based on mutual images and stereotypes and emotions linked to the outer layers of the onion, but not to values. Populations that fight each other on-the-basis of their different “felt” identities may very well share the same values. Examples are the linguistic regions in Belgium, the religions in Northern Ireland, and tribal groups in Africa. A shared identity needs a shared Other: At home, I feel Dutch and very different from other Europeans, such as Belgians and Germans; in Asia or the United States, we all feel like Europeans.

                                                                                                        (Hofstede 2001: 10) 

A 2009 journal entitled ‘Workplace values and Beliefs’ by Geare, Edgar & McAndrew found that:

· Managers consider the employment relationship in their workplaces unitarist rather than pluralist but have mixed ideologies when considering society as a whole. Workers are strongly pluralist (of more than one) when considering society as a whole. But their workplace ideology is somewhat unitarist (of a unit or units). A modest union impact on workers' perspectives are found, but little evidence to suggest union's effect commitment to the employing organization. Workers' commitment is to personal careers first and the organization second, while managers put the organization ahead of personal careers. Correlations exist between unitary views of the employment relationship, increased High Commitment Management (HCM) practices, and high levels of commitment. The purpose and contribution of this study are that it reports an assessment of the relationship between work attitudes and beliefs and the efficacy and influence of management and union initiatives designed to impact.                                                                                                                                                                     (                                                                               (Geare, Edgar & McAndrew, 2009)

Beliefs
According to the Oxford dictionary, a belief is, “an acceptance that something exists or is true, especially one without proof.” To this end, it may be fair to suggest that some beliefs are unfounded and sometimes possibly seen as illogical. As stated by Anderson & Da Silva: “A belief is an internal feeling that something is true, even though that belief may be unproven or irrational.” (Anderson & Da Silva, 2009).  An example of this may be religion.  Oftentimes people are born into a specific religion and, accept its doctrine without any substantive evidence to support the notions that are presented by religion. As the notions of many religions are based on possibly mythical events, the reasoning behind the notion would be considered as an inductive argument as it is based upon probable truth(s) as opposed to the absolute certainty of fact.  C.S. Lewis states "You never know how much you believe anything until its truth or falsehood becomes a matter of life and death to you.” (Lewis, 2020).  Even though, “A thing is not necessarily true because a man dies for it.” (wilde, 2020). Similarly, people are sometimes accepting of beliefs inherited from others, by virtue of-the-fact that, we may choose to believe what we are told by peers, colleagues, friends, and family, sometimes without further investigation. Despite the fact, that we are sometimes given misleading or inaccurate information. In certain circumstances it is understandable that we accept what we are told such as when being inducted in a new job. Oftentimes we will ‘shadow’ a more experienced member of staff so that we can learn ‘how things are done’. Although we may have been fully trained and in possession of the required skills to do the job, sometimes having gained experience of doing the same job elsewhere. It is important to learn the ‘do’s’ and ‘don’t’s’ within an organization, as this feeds into the organizational culture. It can be argued then, that our beliefs shape the way we perceive the world around us. This argument is in keeping with the thinking of Lipton who states that:
· Perception is awareness shaped by belief. Beliefs “control” perception.  Rewrite beliefs and you rewrite perception.  Rewrite perception and you rewrite genes and behavior… I am free to change how I respond to the world, so as I change the way I see the world I change my genetic expression.  We are not victims of our genes.  We are masters of our genetics.”  
                                                                                                                 (Lipton, 2020) 












Values

Anderson & Da Silva describe values as being “A measure of the worth or importance a person attaches to something; our values are often reflected in the way we live our lives e.g. I value freedom of speech, or I value my family, morals.” (Anderson & Da Silva, 2009). Whereas, the Oxford dictionary describes value as “an amount of money or other commodities etc considered equivalent to something else.” It is also described as being “moral principles.” “Money spent on experiences will always hold greater value to you” (FactPix, 2020). As such, it can be suggested that the standard definition(s) of what a value or value system is can differ from person to person. Ironically, this difference in interpretation could very well depend upon what is valuable to each person. Somebody who has high family values may place the emphasis on human relationships. Whereas somebody who values finance may place less importance on human or even family relationships. Either in everyday life or within a workplace environment. The values of the aforementioned Ian Patterson could not have been in keeping with the values of the National Health Service by whom he was employed and placed in a position of significant importance. Whatever his values were whilst acting in the way that he did, Ian Patterson has demonstrated that an individual's personal value system can override the shared value system that they are a part of. This can be applied to the workplace, as in the case of Patterson. And it can also be applied to other areas of life where value systems are evident.  Be that family, religion, memberships and other allegiances or affiliations. The core values and organizational beliefs of the NHS are critically analysed in section 3 of this report. 

















Attitudes
Attitude has been described as a “way of thinking or behaving”. Other descriptive words used include ‘approach’, ‘opinion’, ‘outlook’, ‘perspective’, ‘point-of-view’, ‘standpoint’, ‘thought’, ‘view’ and, ‘viewpoint’ (p 36, Oxford University Press). If it is indeed a way of thinking and/or behaving, then it should go without saying that attitude affects workplace behaviour. This can be either positive or negative effects. Adopting a professional ‘can do’ approach to tasks, whether-or-not competent or confident in completing the task, displays a positive attitude. Such a positive attitude can be highlighted by management as an example to other employees, of the type of positive attitude that is desirable to managers and employers. Whereas showing any sign of reluctance to complete or even attempt a task, will be viewed as negativity which could develop into a culture of negativity within the workplace. This in turn, could develop into a toxic workplace environment. The employee that is keen to learn new skills and undertake new training in order to develop knowledge and/or professional practice will be deemed as having a more positive impact than the employee who is happy with the status quo and sees no reason for change.  Similarly, the employee that opts to not attend social functions arranged by colleagues (Christmas parties, team-building events etc)  




















Critical analysis of the impact of organizational beliefs and core values on workplace behaviour.
Compassion in Practice, which was compiled by Jane Cummings, the Chief nursing officer for NHS England, was launched in December 2012.  It is underpinned by the core values of the NHS which incorporates ‘The 6 C’s’ of care, compassion, courage, communication, commitment and competence. (nhs.co.uk) In analysing the impact of organizational values and beliefs on workplace behaviour I again refer to Ian Patterson as an example of how an organisations values can be totally disregarded by either an individual or a group of employees. Suffice to say that this is not the outcome anticipated by organisations when employing individuals. But it goes some way to highlight how an organisation can be misrepresented and in breach of their own policies and procedures. Whilst also failing to uphold the values of the organisation. In applying this analysis to my own workplace experiences, I can say that I have had to adjust my thinking on occasions to ensure that aspects of my own culture, and the core values of the organization were not compromised.  An example of how organizational beliefs and core values can impact workplace behavior is taken from a time when I was employed as a Community Support Worker, working with vulnerable adults. I was allocated to support an Autistic client who had specified on his assessment/interview form, that he did not want a Support Worker who was of either African or Asian descent.  He used more colorful language to explain this, but for the readers' discretion, I have merely given the gist of the language he used. To maintain professionalism, I adopted a mindset that allowed me to view the expression of his preferences as being just that, his personal preferences.  Because of the fact, that my employer was unable to uphold the client’s request due to racial discrimination laws, I was assigned to work with the client.  Whether the client's preferences were borne out of overt discrimination or covert racism, I was left with the impression that his views were deep-rooted in the culture with which he identifies. Because I identify with a culture that is often subjected to being ostracized and marginalized due to prejudice and/or racism, it can be easy to take offense to such views as those expressed by the client during his interview/assessment.  Had I allowed room for either sentiment or emotion then I may have found it difficult to work productively and professionally with the client.  Rather than allow the client's views or preferences to offend me, I adapted my thinking, and chose to view the situation as an opportunity to enable me to gain more skills and develop my professional practice. continue to work productively and professionally.  A recent news article addressing the issue of racism in football was quite poignant in its’ summary of how one may choose to view the opinions of such individual’s when it was stated that, “Ultimately, we can’t stop individuals harboring racist or homophobic thoughts coming into our grounds or even sharing them with people around them. It’s our responsibility to make sure those people know if they do that, there are consequences”. (R Masters). My attitude to the situation was to learn from it as such experience would enable me to enhance my skillset and become a better practitioner.  I worked on the premise that everybody is indeed entitled to their opinions.  And, providing that there was no infraction of my culture or cultural background, I would endeavor to work as diligently with this client as with any other. Despite having core values and an organizational ‘duty of care’ to staff and clients alike, the organization somehow ‘believed’ it was a sound idea to place me with this client. This period of my working life has caused me to agree with the thinking that “There is one and only one social responsibility of business – to use its resources and engage in activities designed to increase its profits so long as it stays within the rules of the game, which is to say, engages in open and free competition without deception or fraud.” (Friedman, Friedman and Appelbaum, n.d.). 

4) Examination of Henri Fayol’s Theory of Management
Although Peter F. Drucker is considered as the father of management theory, Henri Fayol’s 1916 publication entitled Administration Industrielle et Générale (General and Industrial management), is considered by many to be amongst the most important guidelines in management theory. Henri Fayol's management theory is a simple model of how management interacts with personnel. Fayol's management theory broadly covers concepts, so almost any business can apply his theory of management. 
An exhaustive list of Fayol’s original 14 principles of Management (to become known as Fayolism) is included in the bibliography of this report for reference purposes.
What Is Management? (According to Fayol)
Fayol's definition of management roles and actions distinguishes between Five Elements:
1.Prevoyance. (Forecast & Plan). Examining the future and drawing up a plan of action. The elements of strategy. Anticipating the future.
2. To organize. Development of an institutions’ resources. Build up the structure, both material and human, of the undertaking.
3.To command. Keeping the institutions' actions and processes running. Maintaining the activity among the personnel. 
4. To coordinate. The alignment and harmonization of a group's efforts. Binding together, unifying and harmonizing all activity and effort.
5. To control. Activities performed following appropriate rules and procedures. Seeing that everything occurs in conformity with established rule and expressed command.
Application of Fayol’s Principles
Change and Organization.
Decision-making.
Skills. It can be used to improve the basic effectiveness of a manager.
Understand that management can be seen as a variety of activities, which can be listed and grouped. 
                                                                       (14 Principles of Management. (2008, Aug 29).









5)
Evaluation of Fayol’s management theory
In examining the effectiveness of Fayolism in a contemporary work environment it has been decided that the pros and cons of some aspects of his management theory be evaluated further. If we look at the first principle, the division of work, it is argued that by focussing specifically on one task an individual can be more productive. Whilst it may be true that an individual should become highly proficient if only performing one specific task.  It could also be argued that a person could become even more productive if they were to gain experience in different tasks. Particularly once they have ‘mastered’ their originally designated task. 
· The importance, benefits, strengths and weaknesses of these principles were tested in order to determine how best they are suited in start-up businesses. Data was drawn from start-ups in Lagos, Nigeria which gives this study a directional perspective. Based on literature and results gotten from the data, it was concluded that Fayol’s principles of management are as relevant to start-up businesses as they are in other existing organizations. The paper further recommends that start-up Organizations should always maintain a sense of direction and carry the staff along by reminding them of the organizations’ goals and objectives, offer them a sense of importance to the organization and treat staff with utmost objectivity.
                                                                                                             (Godwin, 2020) 
  
The managerial function finds its only outlet through the members of the organization (body
corporate). Whilst the other functions bring into play material and machines the managerial
function operates only on the personnel (H Fayol - Classics of Organization Theory, 2015 - books.google.com)
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The argument supporting the notion that the economic environment of a nation affects resident businesses.
[bookmark: _GoBack]There is a definite argument that a nation’s economic environment impacts upon resident business. There is often a ‘trickle down effect’ to businesses whenever there are changes in  legislation.  Or when a new political party takes office. Also, to be taken into consideration are the financial commitments of a nation’s government and any trade laws or agreements that must be observed.  Added to this is the fact that some nations have funding streams and, are able to generate income from consumables including alcohol and tobacco. Other nations are unable to generate funds from these products because of a lack of demand due to the culture of a nation. A country such as Saudi Arabia does not promote alcohol consumption, so alcohol is not readily available in shops and supermarkets. The culture here in Britain is somewhat different and because of this alcohol is readily available in shops, supermarkets, pubs, clubs, restaurants etc. ‘The Institute of Alcohol Studies has estimated that the production and sale of alcohol was worth £46 billion to the UK economy in 2014, accounting for 2.5% of Gross Domestic Product and 3.7% of all consumer spending.’ (IAS, 2020). An exhaustive list of the sustainable development goals can be found in the bibliography.
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Conclusion

In conclusion, I think "it is important to know that we are not just considering management in the present day.  Too many people fall into the trap of thinking that management has no past, or at least that nothing can be learned about management today by studying the past, Whereas scientists, lawyers, philosophers, artists, political leaders, and many other professionals see themselves as part of a long tradition and make reference to the past, managers perversely refuse to acknowledge their own heritage.  In so doing, they miss out on the origins of their own discipline and the rich diversity of influences that helped make management what it is today. F.W. Taylor, Harrington Emerson, Frank and Lillian Gilbreth, Henri Fayol and others like them developed seminal ideas that continue to form part of the core of management thinking and practice. Whether we like it or not, we owe at least part of our present knowledge to these past pioneers. It seems only right when considering key figures in management, to go back and look at those people who set the paradigm within which we still work today
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14 principles of Fayol’s management theory

1.Division of Work

Specialization allows the individual to build up experience, and to continuously improve their skills. Thereby they can be more productive. 
2. Authority
The right to issue commands, along with which must go the balanced responsibility for its function.
3. Discipline
Employees must obey, but this is two-sided: employees will only obey orders if management plays their part by providing good leadership.
4. Unity of Command
Each worker should have only one boss with no other conflicting lines of command. 
5. Unity of Direction
People engaged in the same kind of activities must have the same objectives in a single plan. This is essential to ensure unity and coordination in the enterprise. Unity of command does not exist without unity of direction but does not necessarily flow from it.
6. Subordination of individual interest
Management must see that the goals of the firms are always paramount.
7. Remuneration
Payment is an important motivator although by analyzing several possibilities, Fayol points out that there is no such thing as a perfect system 
8. Centralization (Or Decentralization)
This is a matter of degree depending on the condition of the business and the quality of its personnel.
9. Scalar chain (Line of Authority)
A hierarchy is necessary for the unity of direction. But lateral communication is also fundamental, as-long-as superiors know that such communication is taking place. Scalar chain refers to the number of levels in the hierarchy from the ultimate authority to the lowest level in the organization. It should not be overstretched and consist of too-many levels 

10. Order
Both material order and social order are necessary. The former minimizes lost time and useless handling of materials. The latter is achieved through organization and selection.
11. Equity
In running a business, “a combination of kindliness and justice” is needed. Treating employees well is important to achieve equity.
12. Stability of Tenure of Personnel
Employees work better if job security and career progress are assured to them. An insecure tenure and a high rate of employee turnover will affect the organization adversely.
13. Initiative
Allowing all personnel to show their initiative in some way is a source of strength for the organization. Even though it may well involve a sacrifice of “personal vanity‟ on the part of many managers.
14. Esprit de Corps
Management must foster the morale of its employees. He further suggests that: “real talent is needed to coordinate the effort, encourage keenness, use each person’s abilities, and reward each one’s merit without arousing possible jealousies and disturbing harmonious relations.”





















The Sustainable Development Goals are the blueprint to achieve a better and more sustainable future for all. They address the global challenges we face, including those related to poverty, inequality, climate change, environmental degradation, peace, and justice. The Goals are all interconnected, and to leave no one behind, we must achieve them all by 2030. Click on any specific Goal below to learn more about each issue.
1)	NO POVERTY - Economic growth must be inclusive to provide sustainable jobs and promote equality. Donate what you don’t use.  Currently, more than 700 million people live in extreme poverty. Roughly 260,000 people are homeless in the UK alone. The nation with the world's fifth-largest economy has more than a quarter of a million people living on the streets. 
2)	  ZERO HUNGER - The food and agriculture sector offers key solutions for development and is central for hunger and poverty eradication. Waste less food and support local farmers. A third of the world's food is wasted although there are 820 million undernourished people. 
3)	GOOD HEALTH AND WELL-BEING - Ensuring healthy lives and promoting the well-being of all ages is essential to sustainable development. Vaccinate your family. Vaccinations resulted in an 80% drop in measles deaths between 200 and 2017
4)	QUALITY EDUCATION - Obtaining a quality education is a foundation for improving people's lives and sustainable development. Help Educate the children in your community. 617 million children and adolescents lack minimum proficiency in reading and mathematics.
5)	GENDER EQUALITY - Gender equality is not only a fundamental human right but a necessary foundation for a peaceful, prosperous and sustainable world. Empower women and girls and ensure their equal rights. 1 in 3 women has experienced physical and/or sexual violence.
6)	CLEAN WATER AND SANITATION - Clean, accessible water for all is an essential part of the world we want to live in. Avoid Wasting Water. Water scarcity affects 40% of the world’s population.
7)	AFFORDABLE AND CLEAN ENERGY - Energy is central to nearly every major challenge and opportunity. Use only energy-efficient appliances and light bulbs.  Three billion people still lack clean cooking fuels and technologies.
8)	DECENT WORK AND ECONOMIC GROWTH - Sustainable economic growth will require societies to create conditions that allow people to have quality jobs. Create job opportunities for youth. One-fifth of young people are not in education, employment or training (NEET).
9)	INDUSTRY, INNOVATION, AND INFRASTRUCTURE - Investments in infrastructure are crucial to achieving sustainable development.  Fund projects that provide basic infrastructure. Roads, water, sanitation, and electricity remain scarce in many developing countries.
10)	REDUCED INEQUALITIES - To reduce inequalities, policies should be universal in principle, paying attention to the needs of disadvantaged and marginalized populations. Support the marginalized and disadvantaged. The poorest 40% of the population earn less than 25% of global income.
11)	SUSTAINABLE CITIES AND COMMUNITIES - There needs to be a future in which cities provide opportunities for all, with access to basic services, energy, housing, transportation and more. Bike, walk or use public transportation. 9 out of 10 urban residents breathe polluted air.
12)	RESPONSIBLE CONSUMPTION AND PRODUCTION - Responsible Production and Consumption. Recycle paper, glass, plastic, and aluminum.  By 2050, the equivalent of almost three planets could be required to sustain current lifestyles.
13)	CLIMATE ACTION -  Climate change is a global challenge that affects everyone, everywhere.
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