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Section A: 
1. A critical report on the impact of beliefs, attitudes and values on workplace behaviour.
1.1 Introduction:
Human beings are controlled by their internal unconscious thoughts as such beliefs, values and attitude. Human behaviours are only the external expression of these internal thoughts. Workplaces are not running fully by robots yet. Therefore, workforce behaviours cause a significant difference to the Modern organisation which ultimately depend on organisations overall success, stability and productivity. Although there are many other reasons which changes people’s behaviour, however, beliefs, value and attitude are the core factors among those to affect and change behaviours at workplaces.
Organisational culture is a set of shared assumptions that guide appropriate behaviour for most of the places (Ravasi & Schultz, 2006) and organisational culture affects how individual employee and groups interact with each other and with the customer or the stakeholders (Schrodt, 2002) .
Employee whose values are similar or harmonious with their organisational value then this organisation is more productive and satisfied (Kouzes, 2003).
1.2 Definition of Beliefs, Value and Attitudes:
Beliefs: “A belief is an internal feeling that something is true, even though that belief may be unproven or irrational (Anderson & De Silva, 2009)”.
Self-beliefs decide and fix our motivation or course of action, these beliefs determined what we do, how we to and what extend or effectively we do in compare to the rest of the world (Hoffman, 2015).
Self-beliefs is neither about which religion individual believes, any individual believe any  belief towards the political groups organisations, Rather than, self-beliefs are individual mental strengths and capability of how well can someone perform that things well or cope with the situation by making efforts. According to Hoffman (2015) “five types of influential self-beliefs dominant as in the workplace which are our control, competency, value, goal oriented and epistemology”.
Beliefs can form through someone’s experiences, perceptions or by accepting others as a role model. Beliefs come from our culture, faith, education, experiences and mentors.
The potential beliefs sit inside of our soul time to time, unless it proven otherwise. Therefore, people gather and store new beliefs since their childhood.
Value: “A value is 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 & De Silva, 2009).
A value is something that  an individual feel important to him or her, which guide the person to act in a certain way to fulfil the goal, that is, if anyone value something then he or she definitely go for it. Again, value can be formed by their need or desire and the sources of value could be family, culture, religion or intrinsic workplace.
Value usually gather from individual internal and external influences. A personal value come from someone’s culture, tradition and family.
A belief and value is a whole rigid system and not flexible things. Therefore, this system acquired a vast place in someone’s soul. Belief and value can strongly influence and affect the workplace behaviour.
Beliefs based on assumption or information whereas value does not create from information. Value sometimes relates to individual demand or need. For example, if someone value for money then he or she will go for the employment.
Attitudes: “An attitude is the way a person expresses or applies their beliefs and values and is expressed through words and behaviour (Anderson & De Silva, 2009)”.
Attitudes are the state of mind and a tendency where someone expresses their individual beliefs and values through their behaviours. Attitudes constructed by the beliefs and values already acquired or stored inside. Employees attitude can be positive or negative, willingness or unwillingness towards the things, work itself, with co-worker or towards customers.
[bookmark: _Hlk25396207]1.3 Interrelation between Beliefs, Value and Attitudes on Behaviour:
Beliefs are most internal element of thought whereas values are outer shell of the belief when importance and personal benefit considered. Again, attitudes are the tendency of saying or doing something come from both belief and values system and causes the eruption of behaviour. Below is the iceberg picture from Mohan Kumar (2015) shows the different stages and the outcome of behaviour. 
[image: Iceberg demonstrating implicit and explicit bias. ]
Iceberg demonstrating implicit and explicit bias.
Source: https://i1.wp.com/blog.advantagefp.in/wp-content/u





[bookmark: _Hlk25396235]1.4 Impact of Beliefs, Value and Attitudes on Behaviour:
All human being behaviours are the external action or expression of what on inside of them, that is their beliefs, what they value for and what attitude they bear or possess.
Individual beliefs are one’s internal idea or ideas which they accepted as true things. Beliefs start forming from the early childhood until the end of life, new beliefs can create from time to time the old one remains or change by the new personal experience, education, faith, culture and by accepting others what they do or told. For example, if someone believe that a particular method of budgeting works it means to this person that he or she is confident on it either by done it previously or by learnt from someone’s activity.
Similarly, organisational beliefs are those which organisation believe that these are the things organisation accepting as a true thing and assume that these can provide benefit to the organisation or its stakeholders. For example, if an organisation like Birmingham City Council think that their duty is to achieve better customer satisfaction then they will work towards this belief. Therefore, when organisational beliefs agree and accept by an employee then the outcome become great and successful. For example, if the NHS believe to save patients live and the doctor or nurse’s beliefs are same then it works better.
As the value formed by their need or desire and the sources of value could be family, culture, religion or intrinsic workplace. For example, if an employee support the better customer service then this customer service become part of individual own value and hence customer service gets better and better. Similarly, if an employee’s values are honesty, hardworking and better discipline then this employee makes an extra effort to perform the job well, as a result the outcome or productivity increase dramatically.
“The organisational value statements are also often expressed as 'individual values', which staff within the organisation are expected to observe while 'corporate values', are the values staff are expected to observe collectively when representing the organisation” (Miller, P & Yu, HC 2003).
For instance, Birmingham City Council set their core value is as the workforce to put their citizen first, they ought to be true to their word, they will act courageously and hence they achieve excellence in their service.
According to Birmingham City Council (no date, a), value and behaviour mission statement
“We put citizens first
We are empathetic and respectful in everything we do
We are true to our word
When we make promises we keep them
We act courageously
We lead, we manage and we tackle the difficult issues: everyday, every one of us
We achieve excellence
We get things right. First time every time (Birmingham City Council, N.D b)”.
The writer this report has been working for Birmingham City Council over the last 25 years and believes the above quote values and adopted his behaviour according to the business needs of Birmingham City Council. An example below from his own work experience was given to evaluate the impact of the workplace behaviour situation.
The writer was given a 125 customer cases as a workload over the past three months period and the same amount of similar nature of work has been given to his five other colleagues. As the writer highly agree with the “citizen first and true in word” organisational value, he completed the work on time and provided courageous service for the customer and provided support on financial and physical vulnerability. Whereas, most of the other officers has not done the job on time or yet, means that, citizen left in financial and vulnerable situation a longer period, which clearly shows that they did not take the citizen first Value as their own value for work which impacted greatly on everyone’s behaviours.
As a result, the manager now called everyone and asked to share the backlog or left-over cases. Therefore, the writer must take some more cases from underperforming officers, which impacted on well performer’s attitude and behaviour in future work.
“Research has found that employees, who hold values that are congruent with their organisation’s values, are more productive and satisfied” (Kouzes 2003).
Employees with positive attitude can treat them co-worker in better way, respect them well which can encourage them co-worker and motivate them towards organisational goal. Therefore, the ultimate work environment gets better. As a result, the job performance increase, increase organisations goodwill.
However, on the other side the negative attitude can damage the work environment. Suppose if a co-worker come to work in late due to his or her family or childcare issue and if the manager or co-worker treat him or her as a laid-back person instead of asking the cause of lateness and do not appreciate the initiatives to attend the workplace despite of various issue, this employee will be demoralised and in future will not make extra efforts to attend the work on time or maybe willing to consider the change of workplace.
When both organisational culture and individual believe, value, attitude and behaviour falls in the same line then the employee behave positively towards working environment makes a positive impact on workplace productivity, outcome and success.
[bookmark: _Hlk25396302]Section B: 
2. Identification and examination of a management theory:
 “Management is the process of designing and maintaining an environment in which individuals, working together in groups, efficiently accomplish selected aims (Koontz and Weihrich 1990, p. 4)”.
Therefore, from this definition of management theory it has been understood that management theory is purposefully develop and follow by the organisation for the benefit of both organisation and for its workforce to achieve better productivity by effective and efficient use of it.
The reason to use of management theory in the workplace or business organisation is to meet and ensure the success and productive set of goal, welfare of the employee and efficient use of human and raw material resources. In another word, to obtain maximum outcome, value for money and welfare of the workforce. Stoner describes as “Theories are perspectives with which people make sense of their world experiences (Stoner et. al. 1995, pp. 31-2)”.
This paper will discuss the bureaucratic management theory invented by Max Weber (1864 – 1920) and its advantages, disadvantages or weaknesses in term of successful operation of the modern day’s organisation.
Max Weber (1864 – 1920) was a German sociologist who introduced bureaucratic management theory. Weber is known as the “father of organisation management theory” in cognition of his development
He defined the bureaucratic model is the most rational way to manage a large and complex business in the developing world.
Thus, the system of administration in which a uniform management maintain across the whole institution is called bureaucracy. Although the term focusing is often use to government structures only. However, the bureaucratic theory uses by public and private organisations.
This theory is designed to manage large scales and systematic organisations, like as government offices, local authority, Post offices etc.
Max Weber in his bureaucratic management theory introduced and suggested some principles, guidelines and features of the theory for managing the organisations successfully. 
As defined by Weber (1947), “bureaucratic structures are hierarchical, coordinated by rules, functionally departmentalized, and impersonal”.
The following are a short description features and characteristic of Max Weber’s Bureaucratic management theory:
a. [bookmark: _Hlk25166230]Division of work and ease of administration: the job divided into smaller parts for better performance.
b. Rules and regulations: a clear rules and regulation giving the guidelines for the employee and employer.
c. Hierarchy of authority: chain of leadership in order from highest to lowest power.
d. Technical competence: employability based on technical qualifications.
e. Record keeping: record must be kept well in written form.
f. Impersonal relations: rules will make the decision not the person.
g. Career orientation: recruiting or selecting new starter based on the merit and promotions are based on the performance, competence and capability.
h. Standardisation of method: a standard and approved method will run the organisation.
i. Accountability: every employee is accountable for his or her own activity.
Although many other theories have been invented since then and until now, however, no theories alone are perfect or out of criticism and not completely fit for every organisation. Therefore, modern business managers follow more than one theory in their business organisation to achieve the targeted goal.
The writer of this report works in the local government organisation and Max Webber bureaucratic management theory is an ideal and relevant to his organisation. Therefore, in this report the writer will examine and discuss Max Weber’s bureaucratic management theory and its advantages, disadvantages and critical evaluation to show the positive and negative consequences of this theory in the workplace like Birmingham City Council.
[bookmark: _Hlk25396348]Section C:
3.  Evaluation of Max Weber bureaucratic management theory and it’s weaknesses
Further to section “B” of this report the following advantages and disadvantages or weaknesses has been briefly stated here.

[bookmark: _Hlk25396374]3.1 Advantages of Bureaucratic theory:
Max Weber bureaucratic theory became popular over the last century especially in the larger organisation for the following benefit and advantages:
· Division of work: as the job divided into smaller parts for better performance and the employee will be doing the job regularly. Therefore, not much extra training or additional skills required to do the job. As a result, the employees time and organisation money save, and it makes the administration work easer. For example, Birmingham city council divided into various department like Housing department, social and children services, education and Neighbourhoods. Again, housing department divided works into many sub-sections like, Estate management, allocation and revenue. Employees are well trained on each section of work and perform the job effectively.
· Rules and regulations: a clear rules and regulation giving the guidelines for the employee to understand what to follow and what not to and employee knows what are the consequences of his or her action. As for example, if an employee breaches the GDPR rules then disciplinary action will be taken against that employee and will be punished or dismissed from work immediately. Manager also have a clear understanding of the rules and knows by the rule that what action to be taken and when. Therefore, less error can make by both employee and employer.
· Hierarchy of authority: it has a clear hierarchy of delegation or management procedure where a one-way chain of command from higher authority to lower authority follows. Therefore, every employee knows who to report and every manager knows who they are responsible for. Hence, very less chances of getting chaos and confusion over the instruction.
· Record keeping: record keeping is the most important and advantageous feature of the system. All records and data have to keep in safe and secure way, either manual or electronic which is readily available for the other user who has the authority to use it. The beauty of this record keeping rule provide an advantage of employee and organisational save time and money and does not need to wait for information from others and the customer get the right information or services. For example, if a case run to the court then the organisation can back up with strong evidence.
· Impersonal relations between people: every decision is made from the set of rule therefore an employee will not be discriminated from the available opportunity or the manager will not be blamed for partiality or favouritism. For example, if the rules state that an employee entitled to get 34 days annual leave that he or she will get the same amount of annual leave, neither 33 nor 35 instead. The manager cannot make a favouritism to particular employee or make anyone advantageous.
· Structure: a well-established structure can inform everyone what are his or her boundary, responsibilities and duties within the organisation.
· Hiring and promotion: recruiting or selecting new starter based on the merit and promotions are based on the performance, competence and capability and not on the patronise or favouritism. For example, manager cannot hire or promote his or her relative rather than that manager has to refrain from the whole selection process due to conflict of interest.
· Centralised power: in the bureaucratic management the power remains centralised so that a clear mission and vision of the organisation achieve. The order of command only flow in a one-way direction from the top to the bottom. Hence, it’s easy to change the policy quickly to meet organisations requirement. For example, if the organisation like Birmingham City Council feel that they wanted to allocate more suitable houses for rough sleepers to reduce the homelessness in the city then the leader can do it overnight and does not need to wait for lengthy process.
· Accountability: every employee is accountable for his or her own activity. For example, if the organisation allocate some cases to a specific employee and ask to complete the job within a specific time then this employee can be monitor against activity which means less chances to fiddle the work.

3.2 [bookmark: _Hlk25396405]Disadvantages of Bureaucratic theory:
Many critics believes that the points described on section 3.1 are more harmful than beneficial for the organisation. As every coins has two sides.
The followings are the disadvantages of the Max Weber’s bureaucratic theory. Due to the limitation of word limit this section kept as brief as possible.
I. Division of work: due to the division of work and smaller activity, employees lose their ability to work on another sector. From the above example, Birmingham city council divided into various department like Housing department, social and children services, education and Neighbourhoods. Again, housing department divided into many sub-sections like, Estate management, allocation and revenue. Employees are well trained on each section of work and can perform the job effectively. However, one officer from one section does not know anything of the other section or department, which limiting the work power. The other weaknesses of the division of work are:
· Limiting skills
· Less competition
· Employee gets boredom by doing repeated work over and over for a long period of time.
· Lose skills on another field which may have known previously as result they might get difficulty to get another job in case of redundancy.
· Employee unwilling to change their habit of work pattern or technique as they get used to it and will not realise that there is a better reason to do the other way. 
· Employee will lose the innovative skills.
II. Rules and regulations: a rigid rules and regulation reduce employee’s flexibility and makes huge impact on the following:
· Very importantly if the rule is not clear or does not cover a specific thing then employee make an excuse of outside rule hence no action can be taken against them
· Out of date rules, hard to follow.
· Destroy employee’s apathy by excessive rule.
· Takes long time to get approval from higher authority due to legislative complication.
· No freedom and less autonomy to work on one’s own desire method to achieve better performance.
· Limit authority or restrict permission to allow one worker to do another kind of work. For example, if an employee is not a benefit officer then he or she is not allowed to advice customer on social benefit despite of knowing the benefit system.
· Employee get boredom due to rules after rule.
· Employee Loose morale as not humane consideration.
· Human emotions are neglected and treated as machine or robot. (like Taylor’s scientific theory)
· Employee disengage and does not take ownership of the organisation due to no personal treatment consider as rely on rules not individual effort.

III. Hierarchy of authority: hierarchy managers tends to stick to the backdated rule as to keep their own job secure and will not focus on organisations productivity or better service.
IV. Record keeping: excessive and multiple record keeping waste time and cost more money. For example, if an employee spends 3 hours on his or her 7.30 hours working day then he or she is losing almost half of the time for nothing. Rather than an employee can spend more time on production or providing customer services.
Again, this data or record could be misuse or recorded incorrectly. Suppose if a nurse records the dose of the drug incorrectly then patient could die due to overdose or will not work due to underdose.
V. Impersonal relations between people: every decision made from the set of rules therefore an employee does not treat on the basis of human emotional factor, like flexibility at work.
VI. Centralised power means employee opinion does not value much and hence employee feel not part of the organisation’s growth or development.
Furthermore, Max Weber developed his theory on the basis of some rules to maintain and increase organisation productivity but never thought about the external environmental factors which could affect his theory and ultimate productivity of the organisation. Bureaucratic management theory is not adequate for the fast volatile vigorous organisation like as Tesco, BT or Virgin group.
[bookmark: _Hlk25396434]Section D:
4.  An argument on managers beliefs and values system may affect the management theory in the workplace
· Claim: certain manager belief that agile or flexible working is not essential but a desireness for the employee.
· Warrant: The Modern digital advancement and excellent internet facility providing greater opportunity for agile and flexible working atmosphere in the workplace. It is totally unacceptable to agree the above claim made by the manager that flexibility is not essential.
· Evidence: According to Armstrong and Taylor (2014) “The aim of agile and flexible working facility is to provide for greater operational flexibility, improve the use of employees’ skills and capacities, increase productivity and reduce employment costs.”.
· Justification:The following reasons and argument can make it clear how the agile and flexible working condition is essential for the working environment.
i. [bookmark: _Hlk25396461]Benefit or advantages for the employee to work flexibly:
            If an employee is eligible to work from home, then he or she:
· can spend time with family or caring children can make a home and work life balance or maybe able to provide support and care for elderly or disable household member.
· Saving money on travelling cost, which eventually will reduce the overall pollution, less waste of petrol energy, less traffic on the road which means good for the school going parent, good for emergency vehicle like as police ambulance and fire brigade.
· Can get extra time to do the extra work instead of wasting time on travelling.
· Less chances to involve in road traffic accidents which can cause more sickness absence for the organisation.
ii. [bookmark: _Hlk25396474]Advantages and benefits for organisation on agile work:
· employer does not have to pay travel cost like vehicle or fuel cost.
· Saving cost workplace floor spaces, less rental cost, saving on utility cost like as heating, lighting, Internet and safety materials or maintenance of the building like as cleaning services.
· Less absences for sickness or time off for home emergency or less late attendance due to road traffic.
· Employee will be more motivated towards the workplace and will engage more with the organisation goal and will be more efficient and effective to the work, which means more and more achievement for the organisation.
· Employee will save journey time and hence will be able to work extra time if necessary or can work in unsocial working hour from home. 
Apart from this, work can be done from global distance for example a teleradiograph consultant works while he or she is on holiday which means despite of shortage of high skilled consultant, the work is done and the NHS patient served in time. “Home-based employees can carry out such roles as consultants, analysts, designers or programmers, or they can undertake administrative work. The advantages are flexibility to respond rapidly to fluctuations in demand, reduced overheads and lower employment costs (Armstrong and Taylor, 2014)”.
On the other hand, there are some disadvantages for the employee and the organisation which  are listed below:
· The employee has to spend more money on household utility cost, need to find suitable working place which is free from disturbance from others
· organisation will face difficulty monitor and track the employee or it will be hard to gather most of the employee at the same time for face-to-face meeting or briefing for motivational purposes.
Although there are only little disadvantages of the flexibility in some places, however, the advantages are much greater and more beneficial for the employee and for the employer. No management theory, like as, bureaucratic theory has not restricted the employee to work flexibly.
           “Flexible working has become increasingly important as a means of enhancing            operational effectiveness and it is necessary to fit work for flexibility (Armstrong and Taylor, 2014)”.
· Summarisation: Therefore, the manager’s claim is totally unacceptable in this modern workplace environment.
[bookmark: _Hlk25396497]Conclusion: the ultimate productivity of an organisation depends on total workforce dedication, motivation and behaviour towards the organisation. The management theories have been introduced to manage workplace and workforce more effectively to meet the target or boost the outcome.
Hence, when employee’s beliefs and values system are similar to organisations value and vision then there is less chances that the organisation fail to meet its goal and target. 
Bureaucratic management theory follows by larger slow-moving organisations, like Birmingham City Councils. Although the theory has some advantages, however, disadvantages are much more than advantage.
Therefore, any organisation can not rely fully on Max Weber bureaucratic theory on management, they have to decide which part of the theory is best fit for their organisation.
[bookmark: _Hlk25396510]
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