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Introduction
Within this report, values, beliefs and attitudes are first defined and the roots of organisational values and their impact on professional character. There will be consideration of the positives and negatives of organisational values. Relevant theories will be used to address specific human resource management strategies, career and organisational growth and encouragement to share the same values of an organisation. Finally, this study looks into how to argue the idea that local enterprises are influenced by a nation's economic climate, using a critical thinking model.
Critically assessing my Beliefs, Attitudes and Values
In this section I will be looking into the differences between beliefs, attitudes and values. I will reflect to my chosen organisation, The Office of the Public Guardian (OPG). In the sections of this report I will be assessing critically the impact of my beliefs, attitudes and values of my own behaviour within the OPG. Beliefs, attitudes and values are all important to our daily lives. They continually influence our emotions, feelings and beliefs about the world around us.
Beliefs
Beliefs are the principles that we make for ourselves, they can be regarding others in the environment around us, and how we assume things to be. The beliefs we possess are a key element of our personality. The beliefs people may have can impact any aspect of their daily lives such as their attire, their religious and social or cultural views and their customs. Belief is important because it represents who we are and how we live our lives (Daniel Katz, 1960). Individuals don’t always agree with one another when it comes to beliefs, nevertheless, we should think critically that this was the way their forefathers were raising them, so we must respect their beliefs.
The consistency and quality of our work and all our interactions are influenced by our beliefs because you feel what you believe. We tend to believe that our beliefs are based on fact, but our perceptions are driven by our beliefs.
How our beliefs can affect us in the workplace
Working as a Civil Servant, the pre-existing beliefs I may have had could be related to stereotypes that were developed for me, such a issues regarding sexuality, alcohol, substances, ageing and disability, independence, education, basic human rights, the notion of mental health and what it means to be aged or physically disabled.
These stereotypes could affect the way in which people interact with colleagues and customers. Anyone could make assumptions, based on their own preconceived notions, about what their colleagues and customers can or cannot do, how they would feel about certain issues and what is right for them. In making any assumptions, colleagues and customers could be deprived of their freedoms, respect and dignity. 
When I first started working in OPG as a member in a team of eight, we all had individual targets to meet. It was my personal belief and what I have been taught growing up to always work with integrity and honesty. However, certain members of my team were harbouring negative feelings about me and verbally expressed these feeling and asked me to stop meeting my productivity targets. They had fears, of existing targets being further increased if team members were seen to be comfortably meeting targets. Pressures On senior management due to significant increase in influx of applications, forces them to constantly monitor productivity and efficiency. I continued to work as I was and eventually the team accepted that I would not change the way I was working as I strongly believed it was wrong to do otherwise. My manager was aware of the situation and decided not to take any action, in doing this he was in direct violation of his responsibilities and against the code of conduct in the workplace. 

Attitudes
Attitudes are the way we react to people and circumstances in accordance with our beliefs, values and assumptions. Our attitude is usually expressed in our actions. Within the workplace, if we communicate with colleagues and customers positively, we will have more positive outcomes. On the contrary, if we have a negative attitude, other people can complain, which can lead to actions taken against our conduct.
An attitude is mostly a conviction, defining what we think is the right thing to do or talk about. How strong and sensitive our attitudes can be, may vary depending on the situation. Some researchers consider attitudes, in most instances to be the result of learning processes (Doob, L. W, 1947)
Within the workplace we rarely ponder in regards to our attitudes, we are focussed on our 
job and often do not realise how specific our attitudes can be to others in our community.
How our attitudes can affect us in the workplace
Some people feel very strongly about so many unemployed people living off benefits, whilst working people are struggling to make a living, these strong attitudes can be emotional, these feelings can cloud our judgement. At the OPG the application forms that we processed require payment, in some instances applicants in receipt of benefits would be exempt from payment. There were many cases were negatives comments and slurs were made in the office environment about these applicants, especially when they were based in affluent postcodes. With these kind of negative attitudes in mind, someone may not provide a satisfactory service to clients or customers, denying them their rights.

Values
Values are beliefs, ideals or attitudes which are deeply valued by a person or a community. They drive our way of life and our decisions. A value can be described as something we hold in high regard. P. Chelladurai has claimed that values are often a mixture of beliefs, ideals and attitudes (P. Chelladurai, 2006).
A' value' is often made up of a certain belief that has to do with the value of an idea or type of conduct. Many people may see tremendous interest in protecting the endangered species in the world or ridding the world’s oceans of plastic waste. However, poachers will not have the same value on the life of an endangered animal and manufacturers who are depending the use of plastics will not value the future of ocean protection over their own financial gains.
How our values can affect us in the workplace 
Values can affect some of our decisions and impact our customers support. It is essential that we do not influence customers preferences based on our values. Managers should also function based on the values of the client. Within the OPG when processing a certain legal document which details applicants’ choices on end of life treatment and what would happen if or when the event occurred, regarding whether they wish to remain on life support or not. I value the preservation of life very highly for religious and cultural reasons, as a caseworker it is sometimes necessary to contact applicants, it would be unethical of me to try and influence or impose my value system on any of the customers. In order to provide an excellent service, we must respect the customers values and treat them impartially, with fairness, dignity and transparency.
The ideals of our families, history, faith, schooling and community affect us all to different degrees. Understanding our own values can assist us to work with customers more efficiently, resolve disputes and provide satisfactory support in line with the care philosophy of the organisation (Luhmann, 2002).
Values are energizing, motivating and inspiring. When people care passionately about something, they will push themselves for greater achievement. Within OPG values are a significant element of the continuously developing organisation. Values can remain consistent within an environment of constant change (Sessa, 2002). Researchers have found that effective team leaders and business executives build common values among the people they lead (Articulo, 2002). 
For a successful manager, it would be good practise to reflect and take into consideration your own beliefs, attitudes, values and those of others, particularly when dealing with conflict in the workplace. To be able to evaluate problems in the workplace as a manager I would need to increase my understanding and adopt the organisations professional values and improve my methods of critical thinking to analyse the various problems in the workplace because they are necessary tools required for making good judgement and maintaining good relationships in the workplace. In the event of an altercation in the workplace, a good manager would remain calm, be assertive and resolve the issues in a professional manner (Infante, D. A. 1982). For example, when managing disputes between the workers, I should evaluate the issue by analysing and weighing the pros and cons of the dispute and I should think impartially before taking decisions that could be seen as bias to either side or as if I am imposing my own personal beliefs on the employees or customers (De Bono, 1985).
Company Overview
My employers are the Office of the Public Guardian (OPG). They allow the English and Welsh population to retain power of health and financial decisions by allowing loved and trusted attorneys to take vital actions for those who are not able to determine for themselves. 
The OPG is part of the Civil service, which is a central and fundamental aspect of the British Government. 
The Civil Service has a set of core values which are integrity, honesty, objectivity and impartiality.
‘Integrity’ places public service duties before their own desires.
‘honesty' is truth and transparency
‘objectivity' depends on the guidance and judgments to examine the facts rigorously.
‘impartiality’ is always focused on the facts of the situation, which serves governments of various political views as well.
Those core values sustain the organisation, to guarantee that the civil service meets the best possible expectations. This allows the Civil Service to win leaders, government, the public and its customers confidence and retain it.

Analysis of Civil Service Core Values
The most significant criticism of Civil Service Core Values would be, when these so-called shared values are not seen as being enforced on everyone within the organisation and when colleagues are not seen to be practicing them. In this case empty principle declarations generate pessimistic and divided employees, marginalise customers and weaken the reputation of management (Lencioni, 2002).
Nonetheless, for many businesses in various sectors including the civil service, organisational core values have been of particular importance (Thomsen, 2004). Studies by Collins and Porras (1994) shows that shared core values increase the profitability and ability of companies with common and universal core principles is greater than that of a general stock market. In one particular situation at OPG, a member of the senior management would regularly give inspirational talks about shared core values, to the entire wing of around 80 staff members. In general, the senior manager himself was not approachable and had a very austere demeanour. As he was contradicting what he was preaching, he was only causing others to be demotivated to share core values and even offended in some cases. Resulting in the opposite of the desired effects.
One of the ways OPG endeavours to avoid similar scenarios is to apply measures in the recruitment process, to employ individuals who already understand and appreciate shared core values. When values are aligned it aids organisations to achieve their core value goals together.
The Fiedler Contingency Model
The Fiedler Contingency Model was created by Fred Fiedler in the 1960s, Fiedler was a scientist who researched leaders ' attitudes and values.
The model explains how there is no one perfect leadership style. Instead, the performance of a leader is dependent on the circumstance. This is the product of two considerations, namely "leadership style" and "situational control."
Leadership Style
The first step in utilising the model is to define the leadership style. Fiedler claimed the type of leadership is set, and the assessment can be achieved using the scale he established called the Least-Preferred Co-Worker (LPC) scale.
Least-Preferred Co-Worker Scale
[image: ]
[image: ]
(F.E. Fiedler. 1967) 
The scale encourages you to talk of the person with whom you had the least pleasure working with. It could be anyone for whom you have worked, trained or been in education with.
You then decide how you feel about each aspect for this individual and sum up the scores. You are likely to be a relationship orientated leader if your average score is high. You would be a task-oriented leader if your overall score is low.
The model notes that task-based leaders usually have more of a negative view of their LPCs, which results in a lower score. Fiedler labelled them low LPC leaders. He said low LPCs are extremely successful in fulfilling tasks. They assemble a team to complete activities and initiatives rapidly. The creation of good relationship partnerships is a minor priority.
Yet relationship-oriented leaders typically look more favourably at their LPCs, earning them a higher score. High LPC leaders are more focused on building good work relations and are very skilled at avoiding and managing disputes. High LPC leaders are better at making difficult choices.
Situational Favourableness
The next stage is determining the "situational favourableness" of the given situation. Which is dependant on the following factors:
Leader-Member Relations – This is the team's degree of trust and faith in their leader. A leader who has more faith and control in the team is more desirable than a leader who doesn't have trust.
Task Structure – That is the sort of job that you do: straight forward and organised, or ambiguous and unstructured. Unstructured activities are unfavourably viewed, or projects where the manager and boss have little understanding.
Leader's Position Power – It is the strength you have to lead the team and reward or sanction. The more control you have, the more the position would then be beneficial. Fiedler viewed power as strong or weak.
This table demonstrates a division in all the aspects we have covered: leadership partnership, mission structure and role strength of the leader. The final column describes the leader style that Fiedler felt in any scenario will be most successful.

Breakdown of Most Effective Leader Style
[image: ]
(F.E. Fiedler. 1967) 
For example, you have just begun working in place of a very cherished manager who has retired. You lead a team that treats you distrustfully (member relationships are poor). The role you all do together is well established (structured), and since you are the leader, the power status is high and you are able to give the team incentives or discipline. A high LPC leader who could concentrate on establishing relationships first–is the most effective boss in this case.
The most effective leader in this situation would be high LPC – that is, a leader who can focus on building relationships first. Or, assume you lead a team that respects and likes you (partnership with the leader is good). The idea you are working on is extremely innovative (unstructured), and your power status is high, as you are in a managerial role. A task-focussed leadership style will be more successful in this case.[image: ]
Criticisms of the Model
The Fiedler Contingency Model has been criticised for the lack of flexibility. Fiedler thought that the most effective way of handling situations is by changing the leader, because our natural leadership style is fixed. His model did not allow members to be agile.
[image: ]
Using the RED critical thinking model, I will be assessing the effectiveness of Fiedler’s management theory. The RED critical thinking model is based on three keys of thinking critically; recognise assumptions, evaluate arguments and to draw conclusions.  
For example, if a low LPC leader is responsible for a group with good relationships and unstructured tasks, and has a weak position, then in accordance with the model the best way is to replace the leader with a high LPC leader, as appose to requesting the manager to use a different style of leadership.
There is also a concern with the least favoured Co-worker Scale–it may be uncertain what kind of leader you are if you come closer to the centre of the scale.
There have also been several published criticisms of the Fiedler Contingency Model. One of the most cited is "The Contingency Model: Criticisms and Suggestions, (2017)". The researchers conclude that the LPC scale has just about 50% accurate variation, even in the best of conditions. This indicates that the LPC scale may not be a credible indicator of management efficiency.
Your LPC may just be a deliberately dishonest, awful or a bad person. if you are unlucky enough to have an experience with this person once in your work life, you may then be classified as a low-LPC manager, while you are generally good at establishing positive relationships.
In my opinion, the Fiedler Contingency Model is not effective in many modern workplaces. However sometimes it can be a helpful tool to evaluate a scenario and determine whether or not to focus on activities or partnerships. Key management roles require due diligence, we should not to implement a particular style of management because the model suggests it. When evaluating circumstances, a good leader uses their own judgement.
As with all models and theories, we should always use our best judgment when applying the Fiedler Contingency Model to our own situation.
Successful use of Fiedler Contingency Model
Case Study: McDonald’s Management Role
In this case, we can assume that someone was recently named manager of a McDonald’s Restaurant. The following condition variables may be expected in this scenario: trust would not be established yet between the manager and team. It is that the manager won't believe you if you're new to the work. Building and maintaining good relationships is made more difficult as the restaurant has a high staff turnover rate.
The structure of tasks is strong. That is because the operating process for preparing the food, cleaning and welcoming the customers to the restaurant is incredibly simple.
The position of power is strong. As a manager you can recruit, fire and reward and discipline as you deem necessary.
In accordance with Fiedler’s Contingency Theory of Leadership, and using the table, the best type of leader for this role is a relationship-oriented leader.
The Economic Environment Affecting Resident Businesses
The term economic environment relates to all global economic influences which affect consumer and business purchasing habits and ultimately affect a company's success. Such variables are frequently beyond the control of an organisation and can be significant (macro) or limited (micro).
The macro factors include: Tax rates(inflation), income, Saving rates, Customer interest levels, recessions, currency exchange rate.
Micro factors include: the scale of the competition, the market demand for the goods, availability of goods, services of the company Pricing Supply and manufacturer price, the efficiency of the delivery network of the company.
Businesses often cannot control their economic environment; businesses should endeavour to determine the economic conditions before deciding to enter a particular market.
[image: ]

What is the Toulmin Model?
Toulmin was a philosopher, he designed a method to break down arguments into six components: claim, grounds, warrant, qualifier, rebuttal and backing. Each case begins with three fundamental elements; the claim, the grounds and the warrant (Toulmin, 1958). [image: ]
I will be using Toulmin’s Model of argument, to present my argument, that the economic environment does in fact effect resident businesses.
Claim – A business is one unit of the total economy.  I believe that the economic environment does in fact affect resident businesses. Case study: The fear of the recent outbreak of the Coronavirus, and its significant impact on global supply chains, has led to significant spikes in sales of specific products, including hand sanitizer and toilet rolls, however the profits of some major food restaurants like MacDonald’s will suffer due to closures around the world. Some governments around the world have legally put in place measures to enforce closures of food chains, due to social distancing concerns. There are approximately 1,300 McDonald’s restaurants in the UK and Ireland and the decision to close will affect around 135,000 employees (The Guardian, 2020).
McDonald's is the world's leading global food service retailer with over 38,000 locations in over 100 countries. Approximately 93% of McDonald's restaurants worldwide are owned and operated by independent local businessmen and women (The Guardian, 2020).
Recovering from financial losses will no doubt take much time and efforts. Businesses, big and small will have suffered globally, due to the Coronavirus pandemic. Therefore, there is no doubt that the economic environment affects resident businesses.
Grounds – Historically similar events have occurred, demonstrating how the economic environment affected McDonalds in the past. The McDonald's Corporation reported a 5 percent decline in second-quarter profits in 2003, largely because of one-time expenses like advertising, promotions and real estate expenditures that are a part of the company's turnaround strategy, following the recovery of the business, after the SARS virus outbreak in 2003.
Warrant – There are varied environmental influences, including recently some of the largest companies in the world including; Google, Facebook, Amazon, Microsoft, and Apple have invested almost 50 million dollars on campaigns in the capital city to aid policy makers understand the technology sector and the value of innovation and the "open" Internet (Silicon Valley Up to Washington, Outspending Wall Street, 2016)


Another way in which the economic environment effects businesses is by way of economic Influences. This area is one of the increasing external factors for businesses. Fluctuations of economic activity generate business cycles that in many ways impact businesses and individuals. As the economy grows, unemployment levels are low and profits are increasing. Many factors that vary based on economic growth include inflation and interest rates. Most governments seek to encourage or restrict the degree of economic activity by policy initiatives such as taxes and interest rates. Supply and demand are the deciding factors for services, costs and amounts of goods in the open market (Shaban, 2017).
Conclusion
Everyone has their own beliefs, attitudes, and values that are moulded from the very beginning by the image of how we are perceived and how we see the world. How we are brought up around family, friends, community, culture, religion and experiences we grow up with, all influence our personal beliefs, attitudes and values. As a manager, interacting with employees and customers with different beliefs, attitudes and values, we would need to be conscious and prepared to follow the ethical standards and not enforce our own set of views on our colleagues and customers.
A good sound organisational set of core values aids businesses to progress toward their desired goals. Businesses consist of various individuals and these individuals work together forming many teams among themselves. Effective implementation of shared core values can determine how successful a business can be.
There are many management theories in the business world. Some are modern and there are older ones still being used. Many of them are based management theories developed by business scientists. When managing a business our focus should be on making the business a success. Which is why the management theories are so important, it is imperative to use theories to inspire greatness within teams by utilising the correct methods of managing and leading them.
Critically analysing arguments using methods for proving an argument such as Toulmin’s model help us to come to conclusions, through logical reasoning.
Argumentation includes deliberation and negotiation which are concerned with collaborative decision-making procedures, in which victory over an opponent is the primary goal. The models of argument can also be utilised to critically understand your own self-interests, protect one’s own beliefs or even to change them. I found the process of utilising Toulmin’s model for the purpose of breaking down my argument efficiently instructive and the clarity achieved using the critical thinking models is highly successful when used appropriately and when used collaboratively with models such as the CRAAP test.
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