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1. Introduction

A lack of self-consciousness or strategic wisdom or an ambivalence or ambiguity in principles may contribute to a less logical decision-making approach and inevitably to unwanted actions (Immigration Advisers Authority, 2019). 

Every individual is driven by their own beliefs, values and attitudes (BVA’s). They are linked with one another forming a relationship and ultimately have an impact on behaviour in the workplace.  To work with others effectively, it is important to set aside one’s own BVA’s in order to avoid conflict and assist in organisational efficiency and success.

This paper attempts to critically assess the impact an individual’s BVA’s has on their workplace behaviour and look at how an organisation’s core values would impact on the employee’s actions and performance. 

Within this study there will be four sections:
· A report will be compiled considering the critical analysis of the impact of BVA’s on workplace behaviour.
· A management theory relevant to the author’s role in the workplace will be identified and examined.
· By using relevant critical thinking models, the author will evaluate the modern-day relevance and weaknesses of that management theory.
· An argument will be created to test the assertion that managers' belief and value systems can affect the choice of management theories they implement in their workplaces. 
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2.1 Beliefs, values and attitudes (BVA)

Figure 1 represents the layers of individuals and how they influence one another.  Behaviour is a direct result of our attitudes.  Our attitudes are created based on our values which come from what we believe in.


Figure 1 – BVA relationship

Beliefs “tend to be convictions based on morality, faith or cultural context” (Chatfield, 2018). They are not proven and can be positive or negative, people may make wrong judgments based on their own inaccurate beliefs.
Values are the convictions of people that control their actions, particularly about things that are right and wrong and that are most important in life (Cambridge Dictionary).  Such standards or attributes are highly regarded by a person or a group and are features that control how we live and make decisions about our lives.  They can be seen as things we hold dear to ourselves and regard as important.  They are mostly portrayed as life objectives which are essential in our lives and which guide people's understanding, choices and behaviour. (Rokeach, 1973; Schwartz, 1992).  Values can impact a significant number of decisions we make and can also have a knock-on effect on other’s decisions. 
Attitudes are a perception of something, an idea, or a behavioural attitude that is caused by this: how we apply these beliefs (Cambridge Dictionary).  There are 3 components which Ostrom (1969) created; also known as the ABC model shown below:



Figure 2 – Ostrom (1969) ABC model






2.2 How BVA’s affects the behaviour of a person at work

During the author’s childhood, her parents always instilled in her mind that being on time is vital; having been taken to school and appointments on time and rarely being late.  This belief has followed her through to her adulthood therefore, she strongly believes in time management; valuing punctuality and holding a strong opinion on it. This now, inevitably shows in her behaviour at work.  She arrives to work on time, rarely late attending meetings and always meeting strict deadlines.  A colleague repeatedly arrived to work late; conflicting with the author’s time management belief.  This value that she holds caused a negative attitude towards this colleague deeming them unorganised and unreliable which resulted in excluding the co-worker from her team.  She assumed her colleague’s input would be a hindrance rather than a beneficial one.  The author formed an opinion of him and started to question; “Will he be reliable?.... Will he be organised?”  Interestingly, (Branson 2018) expressed similar views saying that being punctual demonstrates you are serious and organised but most importantly, it expresses you are respectful of other’s time and values.  This negative judgement left her feeling guilty and unprofessional once she found out the reason for her colleague’s lateness.  He was spending his personal time caring for a sick family member which interfered with arriving to work promptly.  It’s very easy to form a liking to others who share the same core beliefs and values but disciplining yourself to separate your personal BVA’s to your professional life is important to maintain an open mind and not be judgmental.  Furthermore, the author’s behaviour could have left her colleague feeling hurt and separated from the team which could lead to emotional stress in the workplace.  These stresses lead to lack of motivation, making mistakes and hindering one’s performance which affects the business as a whole. Cottringer (2003) similarly stated that workers should be encouraged to accept discrepancies as much as possible from others, at least before interfering with work performance or personal well-being. 











A further BVA which may have an impact on workplace behaviour is ostracism.  The author believes that dressing smart and presentable is a good quality to hold, showing you are serious and organised when you need to be.  She always dresses smartly to work, university and any appointments she has.  This belief has led to her valuing smart appearance and her attitude is that everyone should dress appropriately as she does.  However, it tinted her judgement once again when a colleague always dressed scruffily to work.  She was given a task to do a presentation and was told to get into groups but did not wish for him to be in her group looking the way he did as she was embarrassed. “What impression will the audience have?  The author chose her group deliberately leaving him out.  His frustration showed when he angrily asked why no-one was willing to work with him.  The author bluntly stated he was not dressed appropriately and in his defence, he replied that his talent and skills are more important than his appearance.  Ostracism has a negative impact on an individual’s behaviour, according to Mao et al. (2018), as cited in Ferris et al. (2008), workplace ostracism reduces productivity, job satisfaction, well-being and commitment.  These BVA’s can have negative impacts on other colleagues, they bring on stress, lack of concentration and absence which could leave the organisation with detrimental consequences to deal with.























2.3  How core values of an organisation influence working behaviour

What are core values?  
These are basically the identity of the company which defines their culture and represents the values of the company.  Manohar and Pandit (2014) define core values as the corporate guiding principles that affect their employees' attitudes, regulations and beliefs.  Kooskora (2013) suggests that one of an organisation’s major task is defining its values, objectives and directions and governing every activity in accordance with those objectives. Ofori and Sokro, (2010) contend that organisational values are regarded as a continuing passion that drives people's behaviour. 

Why have core values?
As with all organisations, core values are put in place so that an individual’s personal values do not affect the running of the business.  Being aware of one’s values and those of the organisation you are looking to work at, will determine whether the place will be best suited for you and vice versa.  They are put in place to show the consumers what they believe in and how they can make a difference.  The key point is attempting to become memorable, setting a powerful message that the company’s values will make a positive impact on their consumers.
Core values have positive impacts on employee performance, engagement and motivation:  According to Cambra-Fierro, Polo-Redondo and Wilson (2008) as cited in (Harris and Crane, 2002; Hemingway and Maclagan, 2004) many articles have indicated a link between personal values, shared values and profitability as well as personal values, social values and corporate behaviour.  There can however be problems when organisational values are not defined through good communication (Seevers, 2000), causing conflict between leaders and employees.  Common errors include inadequate vision, poor timing of discussion and one-way communication etc.  Therefore, it is important to create shared values that the employee and managers relate to and agree upon.  









The Valuation Office Agency (VOA) provides the government with valuation and property advice necessary to support taxes and benefits (Gov.uk).  Here are their main core values and scenarios that may occur should they not be present: 

‘Integrity’ places public service responsibilities above your own individual interests. 
A tenant could shower a Valuation Officer (VO) with money/gifts which could compromise the VO’s personal judgement and integrity when valuing a property.  The VO must adhere to the service’s core values and fulfil their duties and obligations responsibly.
‘Honesty’ is being truthful and open.

A VO may have had a fall out/difference with a tenant whilst carrying out an inspection at their property.  This could lead to the VO valuing the property incorrectly, leaving the tenant with a shortfall in their Housing Benefit payment.  It is imperative that the VO leaves any differences behind in order to honestly value the property regardless of his/her personal opinions.

'Objectivity' focuses your recommendations and judgments on objective proof research. 
A Civil Servant may have witnessed a physical fight between a close colleague and a customer but chooses to withhold information against his/her colleague.  The employee needs to accurately present and disclose the evidence with the facts to Management. 

'Impartiality' only operates in accordance with the principles and functions of the situation. 
A VO may carry out in an inspection at a property whereby he/she knows this tenant.  No favours must be made in this person’s valuation, it must be made fairly and equally.














3. Management Theory

Large scale manufacturing and the Industrial Revolution created a new demand for Managers   to oversee individuals and procedures.  As companies grew in size and production, organisation leaders desired management to oversee and operate their businesses.  Elkins (2019) emphasised that as a consequence of this industry growth, the practice of management became a major theoretical consideration in the study of business.  Many researchers have studied that Management is of high importance and a complex one (Olum, 2004; Schneider, 2016; Rumeser, Emsley, 2018) thus management theory has become significant in the manner that manager’s oversee complex organisations.  Management is a set of principles in an organisation with interlocking functions such as planning, organising and directing.  
The author identified that Maslow’s Hierarchy of Needs best suited her role.  Abraham Maslow was a Professor and Psychologist and proposed this motivational theory in 1943 which is illustrated below.  It shows an individual’s needs in the form of a pyramid and is still widely used today in organisations (Kroth, 2007; Finsterwalder, 2010; Gobin et al. 2012).  Furthermore, according to Kroth (2007), as cited in Mustafa (1992), this model helped pioneers to more readily see how to make working environment conditions to fulfil worker needs.

			PHYSIOLOGICAL NEEDS

ESTEEM

SAFETY NEEDS
· 
BELONGING NEEDS

SELF ACTUALISATION


Figure 3 – Maslow’s Hierarchy of Needs (1943)

Maslow believed that people have a variety of needs to motivate them; having to meet basic or lower level needs first before pursuing the higher order needs.  According to Gobin et al. (2012) as stated in Maslow’s books in 1948 and 1955, these specific types of needs are named as physiological, safety, belongingness, esteem and self-actualisation.
Working in the Valuation Office Agency, Maslow’s Theory is best suited to my role as an Administrator Officer.  The lowest level of physiological needs is met by providing the author with a warm, spacious office to work in along with providing vending machines and a kitchen to accommodate her eating and drinking needs.  These basic needs are essential to stay focused in a working environment and keep the individual satisfied.  The rationale here is; if a person is hungry and struggling to find food, they would look very hard to obtain it otherwise they would not be contributing wholeheartedly to the organisation. 
The second level; safety needs is met by providing the author with security, namely CCTV, swipe cards and a reception area where Security Guards are present.  Having these present, makes the author feel safe and complacent at work and she is able to do her job effectively.
The third level; belonging needs is provided through working with colleagues in teams, socialising after work, attending team building sessions and going out for meals during celebrations of birthdays and festive parties.  These factors all play an important role in making the author feel ‘included’ and part of a workplace family.  Why is this important?  According to Maslow, we have a human need to take part in exercises with other individuals to feel valued and recognised.
The fourth level; esteem needs is covered by seeking approval by others, being seen as an asset in the company.  The author has been promoted to a higher level, managing others after an in-house selection process providing her with a sense of recognition, acknowledgement and prestige.  
The final stage is self-actualisation which is yet to be accomplished by the author.  It is an area that many people work and look forward towards achieving.   This is when a person has reached their full potential and has accomplished everything they are capable of.  Although many people are unable to reach this level, it offers the employee a challenge to strive further and drives behaviour in a very productive manner. The theory applies to organisational guidance and empowerment for workers by explaining that management can direct their employees or juniors to become self-actualised (Jerome, 2013 cited in Greenberg & Baron, 2003). 






4. Relevance and weaknesses of Maslow’s theory

Relevance
Deborah Collins Stephens who is a prominent author and an expert in human side of business was handed original essays and letters of Abraham Maslow.  His eldest daughter, Ann Maslow Kaplan contacted Stephens after learning her interest in Douglas McGregor’s work.  She had a very unique insight into Maslow’s thoughts and writings and agreed with his daughter to edit his book; The Maslow Business Reader.  He wrote many passages of this journal in what is now known as Silicon Valley, she states; “A legendary place today, where ideas meet money and often create new industries overnight” and “A place where innovation and raw brainpower form global markets” (Stephens, 2000).  How ironic to have written many passages in the place where much of the worlds’ creativity and inventions are created.  She continued to write that “Maslow matters more today than when he lived” on the grounds that he comprehended human instinct, inspiration and self-actualising execution superior to anybody alive today does.  She goes on to say that Maslow’s message was clear:
· People are capable of remarkable achievement
· Imagination and advancement are a characteristic component in our make-up
· The wisest strategy for permanent growth is permanent customer relations. 
· Teamwork is an underrated source of cooperation and respect for individuals, although it is important to achieve business results. 
Finally, she voiced that these contemplations that Maslow expounded on such a large number of years back, address us today in an intelligible and legitimate voice.

Maslow’s hierarchy of needs theory is relevant in today’s organisations due to its ease to understand.  The layout is in the form of a pyramid which Acevedo (2018) states may be the reason why it is appealing to so many.  Furthermore, Acevedo continues to say (as cited in Dye et al. 2005; Soper et al. 1995) the success of the theory has been attributed to its clarity, its simplicity and its intuitive voice.  He was seemingly one of the most significant analysts of present day times being 14th most frequently quoted psychologist in introductory textbooks. Some researchers have proved Maslow to be the 10th most eminent 20th century psychologist by reference to a variety of indicators (Haggbloom et al. 2002).  Hoffman (2004) further contends that Maslow’s Theory has now been in effect for over 60 years, and no new interpretation of human motivation and needs can replace it.




When organisations apply Maslow’s theory in the workplace, they are essentially providing the employee with the basic needs to keep them content and motivated.  Furthermore, providing them with security and a safe environment to work in along with the formation of organised roles and working in teams.  Human resource management would depict the fourth level in the hierarchy whereby employees would feel self-esteem through carrying out their performance reviews.  Being promoted or attaining an award could fulfil the self-actualisation stage.  When workers know how much their company cares about their advancement status, they will provide the organisation with their best service.  

Weaknesses
There is a vast of amount of literature criticising the theory; (Wahba and Bridwell, 1973; Neher, 1991, Koltko-Rivera, 2006) to name a few.  They emphasise that such widespread acknowledgment of the theory is fairly astounding in light of the actuality that until the mid-sixties minimal observational proof existed that tested expectations of the hypothesis.  Researchers have also questioned whether the basic needs can be met in worldwide countries where people are starving (Winston, 2016 cited in Tang, Ibrahim, & West, 2002; Datta, 2010; Walsh, 2011).  Other researchers have stated that this theory presumes that all employees are identical and is really not a theory of motivation rather a theory of satisfaction (Graham and Messner, 1998).















5. Argument

The author claims that “belief and value systems of managers does affect the choice of management theories that they apply in the workplace”.  
The Classical Management theory which include Frederick Taylor, Max Weber and Henri Fayol show us that these Managers used their belief and value systems and applied them in the workplace:

5.1 Frederick Taylor
Frederick Winslow Taylor was born in 1856 and he is best known for introducing his Scientific Management theory also known as Taylorism.  The Taylor family were taught to work hard and have a clear instruction (Ferraro, 2016).  He was recalled as a compulsive teenager who always counted and weighed items to better understand how to do something (Papesh, 2007 cited in Blake and Moseley 2010).  He continued this attitude into adult life being known for introducing the concept of research and planning to look for quicker and more affordable ways to do it (Darmody, 2007).  Lyon (2016) states he applied science to work, looking at how to make organisations more effective and productive.   Studying small steps, timing them and trying to find the ‘best way’ to perform it, which is known today as the time study.  The same researcher stated that Taylor's results, based on his studies, were expected to produce his "piece rate." The more one produced, the greater the wage rate. Consequently, those who had not produced had to be given a "disincentive."  He believed people were motivated by money and directing them to produce more, thus earning more money.  Many organisations still use Taylorism, fast food chains McDonalds is a popular example.  Kennedy, 1998; Scharf, 2003; Sarfaraz Nawaz, 2011 contend McDonald's management uses Taylor's scientific theory at work, it tends to enforce and monitor employees closely in order to maximise production.  Similarly, prior to Ford's first T-model being rolled out in 1913, other US car manufacturers used Taylor's techniques and reported tremendous cost and job savings (Kennedy, 1998).  Taylor’s theory was however criticised for making humans work like machines; Kennedy (1998) expresses that in Charlie Chaplin's Modern Time, Taylor's stopwatch performance was satirised and Frischmann and Selinger (2017) report that this degrading model has been declared as "robotism". 
The author believes that Taylor’s theory was introduced through his own beliefs and values and he put it into practice.  At a young age, he was inquisitive, always counting and weighing things up. Taylor got the nickname 'speedy' because he never settled, something had to be planned, studied, or considered (Seddon, 2004).  This shows us exactly how the theory works, counting, weighing and measuring ways of doing things better.

5.2 Max Weber
Max Weber was born in 1864 and well known for his Bureaucratic Theory of Management also known as the Weberian Theory.  His theory of bureaucracy was that of a strict, controlling and hierarchal one; including fixed division of labour, general principles that administer conduct, division of individual and expert life as well as having qualified staff.  He believed a bureaucracy is the most effective and productive way to organise human activity and that hierarchical procedures and its structure are important for order management, productivity and the removal of favouritism (Cutler, 2018).  Government and large companies still use this bureaucracy style of leadership today with hierarchical division, strict policies and qualified staff.  
Looking into his personal life; following some grievances in his household, his father held a traditionally authoritarian stance at home and required his wife and children to be absolutely obedient. Weber's internal suffering in his adult life is expected to be affected by this grim home environment, marked by disagreements between his parents (Mitzman, 2019).  
The author assumes that the strict upbringing in Weber’s life may be interpreted in his style of theory that he invented, being a strict, authoritarian and bureaucratic one.  Another interpretation can be made of his introduction of separating personal and professional life at work may come from the troubles he witnessed of his parents’ volatile relationship.  



















5.3 Henri Fayol
Henri Fayol was born in 1841 and was a mining engineer and remembered for his Administrative Management Theory also known as Fayolism.  He was known as the first author to actually breakdown the management system into smaller departments and look at the process from top to bottom (Chartered Management Institute, 2012).  Wren, Bedeian and Breeze (2002) emphasise that he kept an account and recorded experiences as a young engineer and mining manager, that he would then collect and condense for his colleagues. These were the foundations of his theory of administration, which had influenced companies and the government for almost one century.  Some of the major known firms to have adopted his theory are Google, Apple and Facebook (Godwin et al. 2017).  McClean (2011) contends that based on his experience as Managing director, Fayol empirically explained the ‘business’ tasks; how they can be best carried out and how organisational processes can enable companies to be more effective and productive. 
Upon researching Fayol’s theory, the author believes that this management theory was drawn up after his extensive experience working as an engineer and mining manager.  He saw many flaws in the running of these industries and put his own beliefs and thoughts into making a theory that is still being used worldwide.




















6. Conclusion

Extensive research shows us how BVA’s impact workplace behaviour.  What we have grown up to believe and value will inevitably follow us through to adulthood, but the author believes that by avoiding being judgmental and making assumptions creates a more harmonious workplace environment.  Stopping and thinking before speaking or behaving with others will inevitably avoid conflict from arising.   The need to set aside one’s personal values when working with others is essential to avoid compromisation of productivity or personal well-being because these then have further knock-on effects on colleagues and also the business.  Employees should look for a company’s values that are aligned with their own to avoid situations like those mentioned above.

Core values are put in place to avoid disruption in the running of a business, having the right people in the right place.  Values allow employees to know how to conduct themselves and what are appropriate actions (Ofori and Sokro, 2010).  The same authors emphasise that if people do not comply with the company's goals, objectives, shared values and leadership actions; quality is likely to be affected, as well as the whole organisation.  Furthermore, (Barrett, 2010) contends that once an employee’s values are aligned with that of an organisation’s, they are able to bring their “full self” to work.  Not only taking full energy, creativity and enthusiasm but also taking commitment to the well-being of colleagues and the success of the business.

It is quite evident from the author’s research of Maslow’s hierarchy of needs that this theory is indeed a remarkable one that is used worldwide in organisations to motivate staff.  Regardless of the heavy critics received, the author believes that Maslow has made significant contribution and impact in the field of organisational management and behaviour today notably in the field of motivation.  The theory is being criticised for not applying to hungry people in third world countries, but the author believes that this is not relevant in a working environment and are personal examples being given, not professional.  The theory seems to benefit management worldwide and is the most used which tells us that the theory does work.  Maslow’s theory undoubtedly remains relevant and engaging to both management and researchers alike.  The inclusion of Maslow’s theory in the workplace today could be as a consequence of the contributions made so far by Maslow.  Hoffman (2004) contends “Today, with dramatic changes affecting organisations around the world, Maslow remains a key thinker for our time”.  


It is of the author’s opinion that Managers' conviction and value systems influence the selection of leadership concepts they implement at work.  The founding fathers of the Classical Management Theories hold very strong in the 21st century and although they can be criticised by many researchers, these theories are proven to be the foundation of businesses across the globe.
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Appendix 1
Case study carried out in class 
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Appendix 2
Group task carried out in class
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