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1.0 [bookmark: _Toc161499931][bookmark: _Toc456901517]Introduction

Understanding management theories is essential for the development of effective leadership skills and has a significant impact on our beliefs, attitudes, and values.
Management theories offer a diverse range of perspectives on leadership, organizational behaviour, and decision-making (Northouse, 2018). By studying these theories, we gain a deeper understanding of the complexities and nuances of effective leadership, allowing us to view leadership from multiple angles and adapt our approach accordingly. They provide foundational knowledge and frameworks that bring insights into different leadership styles, approaches, and strategies. Those in turn shape our beliefs and attitudes towards leadership.
Management theories often reflect underlying values and assumptions about leadership and organizational behaviour (Bass, 1985). As we delve into these theories, we are exposed to different value systems and perspectives, which can influence our own beliefs and values related to leadership and management practices.
Understanding management theories helps individuals develop their own leadership style and approach (Robbins & Judge, 2019). By exploring different theories such as transformational leadership, servant leadership, or contingency theory, individuals can identify the principles and practices that resonate with their own values and preferences, shaping their attitudes towards effective leadership.
Management theories are influenced by cultural norms, values, and contexts (Hofstede, 2001). As individuals study these theories, they become more aware of the cultural factors that shape leadership behaviors and practices, leading to a deeper understanding of how beliefs, attitudes, and values are embedded within different organizational and cultural contexts.
Management theories promote continuous learning and adaptation, encouraging individuals to critically evaluate and update their beliefs and attitudes towards leadership (Burnes, 2004). As new theories emerge and organizational contexts evolve, individuals must remain open-minded and receptive to new ideas and perspectives, fostering a culture of continuous improvement and growth.
Management theories provide frameworks and principles that guide decision-making in various organizational contexts (Robbins & Judge, 2019). In other words leaders who are well-versed in management theories are better equipped to make informed decisions that align with organizational goals and objectives, leading to more effective and strategic outcomes.
The business landscape is constantly evolving, and leaders need to adapt to changing circumstances and challenges (Burnes, 2004). Management theories equip leaders with the knowledge and tools to navigate through uncertainty, complexity, and change, enabling them to respond effectively to emerging trends and disruptions.
Many management theories emphasize the importance of innovation, creativity, and strategic thinking in driving organizational success (Daft, 2021). Leaders who understand these theories are better positioned to foster a culture of innovation and creativity within their organizations, leading to increased competitiveness and adaptability.

Effective leadership is not static; it requires continuous learning and improvement (Bass, 1985). Management theories provide a foundation for ongoing professional development and growth, enabling leaders to refine their skills and capabilities over time, ultimately leading to enhanced leadership effectiveness.
By critically engaging with management theories, individuals not only develop effective leadership skills but also undergo a transformation in their beliefs, attitudes, and values towards leadership and organizational behaviour.
In Stephen Covey's book "The 7 Habits of Highly Effective People," he discusses living a principle-centered life. (Covey, 1989) In one of the chapters, Covey elaborates on eleven principles that he considers crucial:
Honesty: Be truthful in all interactions.
Integrity: Live in harmony with your values and beliefs.
Loyalty: Remain faithful to your commitments and relationships.
Fairness: Treat others with justice and equality.
Human Dignity: Respect the inherent worth of every individual.
Service: Contribute to the well-being of others.
Quality: Strive for excellence in all endeavours
Potential: Develop and maximize your abilities.
Patience: Exercise tolerance and understanding.
Nurturance: Support and encourage growth in yourself and others.
Principle-Centeredness: Base decisions and actions on timeless principles.
These principles serve as a foundation for personal and interpersonal effectiveness, guiding individuals toward a fulfilling and purposeful life. Personally, reading about these principles was a moment of “paradigm shift.”
Covey discusses this concept in the book as part of Habit 1: Be Proactive, defining paradigm as "the way we see and understand the world around us" or "the lens through which we interpret reality." A paradigm shift refers to a fundamental change in the way we perceive or understand something, often resulting in a transformation in behavior, attitude, or approach to life.
Covey emphasizes that our paradigms, or the mental maps through which we view the world, significantly influence our perceptions, interpretations, and interactions. By becoming aware of our paradigms and embracing proactive behavior, we can actively choose to change our perspectives and attitudes, leading to more effective and fulfilling lives.
In essence, Covey suggests that a paradigm shift involves a deep and transformative change in our understanding of ourselves, others, and the world, which can profoundly impact our personal and interpersonal effectiveness.
Covey's emphasis on principles such as effectiveness, proactivity, and continuous improvement aligns with the modern management approach, which prioritizes agility, innovation, and strategic thinking (Covey, 1989). His focus on personal development, vision, and values also resonates with aspects of transformational leadership theory.
While Stephen Covey's work may not align with any specific management theory school in its entirety, it incorporates principles and ideas that overlap with transformational leadership. It also strongly resonates with “more recent texts on transformational leadership, where the term ‘transformation’ not only refers to the transformation process observed in followers (or subordinates). Of equal importance is the transformation process of the leaders themselves” (Carroll, Ford, & Taylor, 2019; p. 105).
Hacker and Roberts (2003) also describe that transformational leadership involves the 'personal transformation' of the leader, 'transformation in relationships', and 'transformation at the organizational level'. 
As above suggests the leader's journey of self-transformation holds equal significance to the transformation processes experienced by followers and the organization. 
That notion really resonates with my beliefs and so closely resembles my personal experience that it only feels natural to investigate the theory of transformational leadership in this assignment - as it could have significant impact and lead to many insights on how to transform myself and my business going forward.

[bookmark: _Toc161499932]2.0 Transformational Leadership Theory (Identify a management theory relevant to your role and critically assess its impact on your own beliefs, attitudes and values.)

Transformational Leadership Theory focuses on the ability of leaders to inspire and motivate followers to achieve extraordinary outcomes. It emphasizes the importance of vision, charisma, and emotional intelligence in driving organizational change and innovation. Transformational leaders are visionary, charismatic, and able to empower their followers to embrace change and drive organizational success in dynamic and uncertain environments.
James MacGregor Burns introduced the concept of transformational leadership in his book "Leadership" (Burns, 1978). He argued that transformational leaders have the ability to elevate followers' motivations and aspirations, encouraging them to transcend their self-interests for the greater good of the organization or society. Burns' work laid the foundation for subsequent research and development of Transformational Leadership Theory. It emerged as a response to the complexities of the modern business environment, emphasizing the need for leaders to inspire and motivate their followers to achieve extraordinary outcomes.
However, as pointed in Leadership: Contemporary Critical Perspectives: “Burns does not provide a detailed account of how this may work in practice, nor does he clarify what values, morals or morality is at stake. (..) we do learn from his book that transformational leadership has something to do with morality (existing beliefs on what constitutes good behaviour) and ethics (a theory and philosophy of goodness)” (Carroll, Ford, & Taylor, 2019; p. 95).
Bernard M. Bass widely expanded upon the original work of James MacGregor Burns and developed the concept further in his book. He emphasized the importance of transformational leadership in inspiring organizational change and fostering high levels of employee commitment and performance. (Bass, 1990) 
“Like Burns, however, Bass is not very clear on the question of what or whose values and morality transformational leaders are supposed to work with. (Carroll, Ford, & Taylor, 2019; p. 95).
Bass and Riggio further described the concepts of transformational leadership and its practical applications (Bass & Riggio, 2006). In their work emphasized the role of transformational leaders in inspiring followers to achieve exceptional results and fostering a positive organizational culture characterized by trust, collaboration, and innovation.
The ‘four I’s’ concept developed by Bass and he’s colleagues suggest that charisma, inspiration, personal consideration and intellectual stimulation are the main drivers initiating moral transformation in people. (Bass, 1985). 
This really raises the question: why these four traits and not any others? It may lead us again to consider Covey's concept of 'principle-centeredness,' where he emphasizes leading from a foundation of timeless principles we have listed before, such as honesty, integrity, excellence, and service. 
It makes me wonder if such an approach would have more impact and effectively lead to transformational, paradigm-shift change than concentrating on the 'four I' traits advocated by proponents of transformational leadership theory: Idealized Influence, Inspirational Motivation, Intellectual Stimulation and Individualized Consideration?
From my personal experience, it resonates much more. Moreover, it seems to be much better aligned with Maslow’s hierarchy and the higher-order need of self-actualization. (Maslow, 1943)
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When writing this report I chosen to focus on Transformational Leadership Theory, rather than any other management theory, for several reasons:
· My transition from middle management to role of a self-employed tradesman role involved change from managerial responsibilities to a leadership role. Transformational Leadership theory offers insights into how one can inspire and influence others, which is particularly relevant in my current environment and aligns with my personal experience. 
· It resonates with my personal values and beliefs and principles (drawing from Covey again) such as honesty, integrity, quality and service. By exploring this leadership theories, I can examine how to reinforce and support those values in life and in the workplace as well.
· It emphasizes vision, inspiration, and empowerment, which are crucial aspects of entrepreneurship and leading in dynamic and uncertain environments. It goes beyond traditional management practices and focus on driving change, innovation, and growth. Such attitude will surely be useful in running the business.
· Is associated with creating positive organizational cultures characterized by trust, collaboration, and employee engagement. Understanding how to foster such a culture can be instrumental in building successful team relations in the workplace.
I would argue that Transformational Leadership Theory combined with Covey’s principles offer a great framework for understanding and navigating the complexities of entrepreneurship and organizational leadership. They also seem to align perfectly with the unique challenges and dynamics of my role. 
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Transformational Leadership Theory undoubtedly reinforces my beliefs, attitudes, and values. It emphasizes the importance of vision, inspiration, and empowerment. As I delve deeper into the principles of transformational leadership, I can see myself likely began to internalize these values and incorporate them into my personal approach in business and life. For instance, the emphasis on charisma and inspiration suggests priority on building strong relationships with clients, suppliers, and subcontractors, fostering a culture of integrity, trust, quality, service and collaboration within the business.
Moreover, the focus on individualized consideration (Bass, 1985) in transformational leadership aligns with my values of patience, human dignity, potential and nurturance. This aspect of the theory highlight’s role in understanding and addressing the unique needs and aspirations of each team member, which resonates with commitment to treating others with fairness and respect. Embracing this aspect of transformational leadership, may lead to developing a more empathetic and supportive leadership style, nurturing the growth and development of people around us.
Transformational Leadership Theory advocates for continuous learning and improvement, reinforces belief in the importance of personal and professional development (Burns, 1978). As we strive for excellence in our chosen role, we likely embrace opportunities for learning and skill development, seeking to refine our abilities and adapt to changing environments. This commitment to ongoing growth reflects the values of potential and quality emphasized in Covey's principles and complements the transformational leadership framework.
All this can be expanded by the concept of "Eight Basics of Excellence," as proposed by Peters and Waterman (1982) in their work "In Search of Excellence," which also aligns closely with the principles of transformational leadership. These basics emphasize the importance of a clear vision, customer focus, hands-on management, autonomy and entrepreneurship, productivity through people, action-oriented decision-making, a focus on simplicity, and a bias for action. By adhering to these basics, leaders can cultivate an organizational culture that fosters innovation, collaboration, and continuous improvement, all of which are central tenets of transformational leadership theory. 
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Reflecting on my personal experience, I find that elements of Transformational Leadership theory resonate with my approach. Additionally, it highlights areas where I can further develop skills and traits. Overall, the impact of Transformational Leadership Theory on my beliefs, attitudes, and values has been significant, and it will undoubtedly shape my leadership approach and guide my interactions in both personal and business environments. By embracing this framework, I can cultivate a leadership style rooted in integrity, service, and personal growth, aligning with both transformational leadership principles and our core values.
There is a concern that Transformational Leadership theory may not be suitable for all organizations and contexts. While it can be highly effective in small, dynamic, and innovative environments like mine, it may not be as effective in bureaucratic or highly regulated industries where stability and compliance are paramount. Moreover, there is a recognized danger associated with Transformational Leadership when leader behaviours deviate from ethical standards. While transformational leaders are often admired for their charisma, vision, and ability to inspire, these qualities can become detrimental if used unethically. Prioritizing personal interests over those of followers or the organization compromises the integrity of the leadership process, potentially leading to negative outcomes such as exploitation, manipulation, or abuse of power (Mei Lee, 2014).
In conclusion, Transformational Leadership theory offers valuable insights into effective leadership practices for entrepreneurs in the home renovation industry. By embracing principles of vision, inspiration, and ethical leadership, you can cultivate a positive organizational culture, motivate your team, and drive business success. However, it's essential to critically assess the theory's applicability to specific contexts and continually reflect on your beliefs, attitudes, and values as a leader.
[bookmark: _Toc161499937]3.0 Impact of beliefs, attitudes, and values on my workplace behaviour.
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From my short personal experience, I can tell that beliefs, attitudes, and values play a crucial role in shaping workplace behaviour, especially during the first months of running a business. They influence how I would interact with clients, subcontractors, and suppliers, as well as they way we would approach our work. 
By aligning my actions with my core values of honesty, integrity, fairness, and service, I try to cultivate a work environment characterized by excellence, collaboration, and mutual respect. Commitment to continuous improvement and personal growth not only enhances my own effectiveness but also contributes to the success and sustainability of my business.
3.1 Beliefs

Beliefs seem to have huge impact our actions and decisions in the workplace, they can guide our approach to project management, client interactions, and business development strategies.
As a self-employed tradesman, by believing in the inherent potential and skills of oneself and others can drive proactive and empowering behaviours. For example, if you believe strongly in delivering high-quality workmanship, you may prioritize attention to detail and craftsmanship in every project you undertake. Having a belief in the capabilities of subcontractors may lead to delegating tasks effectively, fostering collaboration, and achieving higher-quality outcomes etc.
Conversely, if we hold negative beliefs about our own abilities or those of others, it may result in micromanagement or reluctance to delegate tasks. This can lead to inefficiencies, strained relationships, and ultimately impact the quality of work delivered and even the sustainability of our business in the long run.

3.2 Attitudes

Our attitudes towards work environments can significantly impact our productivity, creativity, and overall well-being (Northouse, 2018).
For instance, if you maintain a positive attitude towards project sites despite the challenges they may present, you are more likely to approach your work with enthusiasm and resilience (Daft, 2021). Similarly, if you cultivate a professional attitude towards client meetings, you can build trust and credibility with your clients, enhancing your reputation and fostering long-term relationships.
Positive attitudes, such as optimism and resilience, can significantly impact our approach to challenges and client interactions. Maintaining a positive attitude even in the face of setbacks can lead to better problem-solving, client satisfaction, and long-term business success.
On the other hand, negative attitudes, such as pessimism or impatience, can hinder effective communication and relationship-building with clients and subcontractors. This may result in missed opportunities for collaboration, decreased client satisfaction, and potential damage to the reputation of the business.
3.3 Values

Aligned values between myself and my clients are essential for building trust and credibility. Values such as honesty, integrity, and reliability form the foundation of my reputation as a tradesman and can influence client retention and referrals.
However, if there is a misalignment of values, such as prioritizing profit over quality or customer satisfaction, it can lead to conflicts and dissatisfaction among clients. This may ultimately impact our ability to secure future projects and sustain the business in the long run.
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The impact of your beliefs, attitudes, and values on your workplace behaviour extends beyond individual actions to influence organizational culture and performance (Bass, 1985). By consistently demonstrating commitment to your core values and beliefs, you set a precedent for your team members and collaborators, shaping the culture of your organization.
Furthermore, aligning your actions with your values enhances your credibility as a leader and strengthens relationships with stakeholders, including clients, suppliers, and subcontractors (Avolio & Yammarino, 2002). Your reputation for integrity, reliability, and excellence becomes a key differentiator in a competitive industry, attracting new opportunities and fostering business growth.

In summary, your beliefs, attitudes, and values are powerful drivers of your workplace behaviour as a home renovation entrepreneur. By critically assessing their impact and ensuring alignment with your organizational goals and objectives, you can cultivate a positive work environment, build strong relationships, and achieve sustainable success in your business endeavours.
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Understanding management theories and their impact on beliefs, attitudes, and values is crucial for navigating the complexities of entrepreneurship and organizational leadership. By exploring Transformational Leadership Theory and its alignment with personal principles, we gain deeper insights into effective leadership. This theory emphasizes vision, inspiration, and ethical leadership, resonating with core values like honesty, integrity, quality, and service. Embracing these principles can help entrepreneurs cultivate positive organizational cultures, motivate teams, and drive business success.
However, it's important to acknowledge the limitations of Transformational Leadership Theory. While effective in dynamic environments, it may not suit all organizational contexts, especially highly regulated industries where stability and compliance are key. Additionally, ethical leadership is paramount, as deviations from ethical standards can undermine the integrity of leadership and lead to negative outcomes.
Entrepreneurs must continually reflect on their beliefs, attitudes, and values to align their actions with organizational goals and create positive work environments. By critically assessing management theories' applicability and refining leadership approaches, entrepreneurs can overcome challenges, foster innovation, and achieve sustainable success.
In conclusion, integrating management theories, personal beliefs, and entrepreneurial leadership paves the way for transformative growth and organizational excellence. By embracing ethical leadership, continuous improvement, and values-driven decision-making, entrepreneurs can build resilient businesses, nurture collaborative cultures, and contribute meaningfully to their industries and communities.
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