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Executive summary
The concerned report has been focusing on key beliefs, values as well as attitudes that are essential to be maintained in workplace. In this respect, different types of values and attitudes are mentioned in brief. Moreover, it has also been pointed out that these factors are directly dependent to each other for maintaining healthy workplace behaviours. Besides, own belief and values such as regularity, punctuality as well as maintenance of good accountability and healthy team work are focused. These qualities are important to develop a conflict free business environment with healthy behaviours. Along with this, it has been mentioned that integrity and openness are two main values that can be maintained by a leader in organisation. Maintaining organisational values are helpful to maintain customers’ loyalty and develop service system. Along with this, it has also been mentioned in conclusion that some kinds of negative business values affect employee performance in a negative manner. 
The second part of this report is focusing on the implementation of John Adair’s action centred leadership model. Hence, a small sized organisation of UK named as Chic by choice has been taken into consideration. Different aspects of this theory are analysed in brief. Along with this, views of different authors regarding this theory are highlighted. Besides, the effectiveness of involving this leadership theory in context of concerned organisation is discussed to find out its importance. Lastly, the impacts of this theory on own beliefs, values and attitudes are analysed. The conclusion has been drawn on usefulness of this action centred leadership theory for developing business process. 
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[bookmark: _Toc12976272]Introduction
Organisational culture focuses on proper development of values as well as behaviour of an employee. This is helpful to enhance social and psychological environments of a business. Along with this, maintaining healthy attitudes in the workplace is helpful to develop a friendly work environment. 
The current report has focused on understanding various aspects of beliefs, values as well as attitudes and their impacts on maintenance of healthy workplace behaviours. 
[bookmark: _Toc12876402][bookmark: _Toc12976273]Task 1
[bookmark: _Toc12876403][bookmark: _Toc12976274]1. Definition of beliefs
Beliefs are basically assumptions or convictions that are held to be true by workplace individuals. As described by Guillaume et al. (2017, p.277), different kinds of beliefs lead to develop different kinds of concepts among employees regarding their surrounding workplace. In this respect, development of sustainable beliefs among workers is beneficial to maintain a healthy organisational culture. 
[bookmark: _Toc12876404][bookmark: _Toc12976275]2. Definition of values
Integrity, accountability as well as diligence, perseverance and discipline are some of the key workplace values. In words of Hopkins (2016, p.56), maintenance of these workplace values helps employees to learn skills as well as develop their behaviour to work in a healthy manner. 
[bookmark: _Toc12876405][bookmark: _Toc12976276]3. Definition of attitudes
Maintaining sustainable workplace attitudes are helpful to create a trustworthy environment in organisation which ultimately causes employees to attain success. Involvement of innovative ideas, respecting other employees as well as commitment to job responsibilities and being helpful to others are some of the key workplace attitudes that need to be maintained by employees (Afsar and Badir, 2017, p.100). 
[bookmark: _Toc12876406][bookmark: _Toc12976277]4. Relationship between these factors
Beliefs, values and attitudes are critically interdependent to each other. As mentioned by Gerhart and Fang (2015), maintenance of workplace values is advantageous to develop performance and creativity of employees. Workplace behaviour is dependent on the attitudes of an employee in organisation. In this respect, attitudes are critically dependent on maintenance of workplace values. For instance, maintenance of workplace values such as integrity helps an individual to be helpful to other workers. It can be considered as a workplace attitude. On the other hand, maintenance of employee beliefs helps to effect on values in a positive manner. For instance, when an employee experiences no discrimination in workplace, he or she becomes able to engage the accountability skills in an effective manner. It is considered as one of the sequential workplace values. Moreover, job satisfaction of employees is beneficial to engage positive attitudes in the workplace. As a result of this, employees’ behaviour becomes positive to the management as well as other workers.  
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Figure 1: Relationship between beliefs, values and attitudes
(Source: As influenced by Hopkins, B., (2016, p.12)
[bookmark: _Toc12876407][bookmark: _Toc12976278]5. Own beliefs and values
I strongly believe it that maintenance of positive attitude in the workplace is beneficial to perform various job responsibilities in a sequential manner. As opined by Yi et al. (2015, p.68), nurturing healthy beliefs related to organisational culture helps an employee to develop a sense of good organisational attitude. Moreover, it can help them to grow a perception about their work process. Thus, I have acquired a range of positive beliefs such as delivering inspiration to other workers, committing to my job responsibilities as well as exhibiting confidence. These kinds of beliefs greatly help me to maintain healthy workplace values. 
On the other hand, I am focused to develop my values for working in a business organisation. I think that punctuality, regularity and work accuracy are some of the essential physical values that help individuals to perform their job responsibilities in an effective manner. Along with this, openness, accountability and maintenance of healthy teamwork are some kinds of organisational values that are critically maintained by me. As stated by Zain Uddin et al. (2017, p.350), development of psychological values is important to work in a business organisation in a healthy way. Thus, I am focusing on developing my determination, tolerance as well as creativity to meet organisational objectives as a responsible employee. 
[bookmark: _Toc12876408][bookmark: _Toc12976279]6. Their impacts of workplace behaviours
These beliefs and values are greatly helpful to maintain good workplace behaviours. In the views of Almond and Gray (2017, p.7), good workplace behaviour is helpful to maintain work integration. This appears helpful to ensure employee safety. In this respect, I have focused to use my values for developing my skills and responsibilities as a trainee sales manager in Chic by choice. The following table focuses on the impacts of my beliefs and values on organisational behaviour. 
	Impacts of beliefs 
	Impacts of values 

	· Delivering inspiration to others becomes helpful to maintain friendly relationship with co-workers.
· Commitment to job responsibilities is advantageous to enhance my willingness to interact with other workers. 
· I think that development of confidence helps me to maintain loyalty while performing different types of responsibilities.  
· Development of personal beliefs becomes advantageous to involve positive behaviour to other workers in concerned organisation. 
	· Maintaining punctuality and regularity in workplace is helpful for me to complete assigned tasks within a limited period of time. 
· Openness as well as healthy team work makes me able to interact and communicate with other employees. It is strongly helpful to meet business objectives with honesty.
· Level of determination and tolerance become beneficial for me to impact on other employees in a positive manner. Thus, completion of several tasks becomes easier. 
· As a result of all these workplace values I have developed, creativity has been increased for performing a number of job responsibilities. 


Table 1: Impacts of beliefs and values on workplace behaviours
[bookmark: _GoBack](Source: Influenced by Afsar and Badir, 2017, p.102)
Thus it can be stated that development of personal beliefs and values can help an individual to work in an efficient manner. In this way, I get benefit to establish healthy workplace behaviours which help me to be professional in near future. 
[bookmark: _Toc12976280]7. Two values, their impacts on workplace behaviours
Key values
Maintenance of ethics and integrity is one of the main core values that need to be essentially maintained by a frontline manager of a business organisation. These key values are helpful to perform a number of job duties with proper responsibilities and honesty. As mentioned by Plester and Hutchison (2016, p.335), if a frontline manager of a business company is loyal and fair to all employees, then employees feel encouraged to work in a more effective manner. 
On the other hand, open mindedness along with positivity is one of the critical values that need to be followed up by business manager. In the views of Dumont et al. (2017, p.615), a frank and positive minded manager greatly takes the lead to motivate their employees for developing their skills and efficiencies. Thus, applications of these core values are needed to be present in a business professional. 
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Figure 2: Key values maintained in workplace 
(Source: Influenced by Tang et al. 2017, p.12)
Their sources
Maintaining organisational integrity is the key responsibility of a frontline manager. In this respect, it can be stated that a frontline manager can acquire this quality by meeting commitments and showing equal respect for all employees irrespective of their positions. This can be helpful to build organisational trust. Hence, business ethics are maintained and sustainable organisational environment is developed. 
On the other hand, a business manager needs to be open minded and positive in nature. As opined by Garg (2017, p.131), these core values are advantageous for employee motivation. It can be stated that frequent communication with employees regarding various business matters and enhancing organisational adaptability help to gain this quality values. Besides, encouraging team spirit and proper improvement of work environment are also strongly helpful to maintain positive nature in concerned workplace.
Impacts on individual behaviour 
It has been observed that failing to maintain organisational integrity greatly develops a thought of distrust among frontline manager. On the contrary, if an employee shows signs of discipline and responsibilities, then the core values such as maintenance of business integrity of frontline manager is enhanced. 
Similarly, absence of employee loyalty and passion for affect open mindedness of a business manager. In words of Welbourne et al. (2015, p.208), when employees do not maintain loyalty with consistency in workplace, the business managers doesn't feel free to share their thoughts with employees. This phenomenon hampers proper maintenance of core values. 
[bookmark: _Toc12976281]8. Shared values in workplace
Maintaining critical workplace values are helpful to form a sustainable business environment. It has been observed that maintenance of shared values in Chic by choice organisation helps to modify organisational business process by enhancing employee productivity and their level of satisfaction. In this respect, the key shared values of this organisation are analysed below-
· Integrity
Maintenance of business integrity is helpful to form a healthy business environment. It has been observed that the HR department of Chic by choice is involved directly in solving employees’ problems. This, in turn, enhances employee satisfaction along with development of their rate of productivity. 
· Trust
It is another essential organisational value that is maintained by operational manager of concerned organisation that is Chic by choice. In the words of Allen (2016, p.10), a trustworthy manager is greatly effective to motivate their employees. As a result of this, the organisation experiences good service system in an efficient manner. 
· Helping workers
Being helpful to workers is beneficial for a business manager to maintain a continuous workflow within the organisation. In this respect, rate of employee turnover has decreased in Chic by choice and the product quality is developed. Customer loyalty has also enhanced. 
· Caring 
It has been observed that the frontline manager of Chic by choice is caring and understanding to all of the employees. In this respect, rewarding system is involved for motivating employees for their excellent performance. As a result of this, good organisational environment is formed. 
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Figure 3: Shared values in workplace
(Source: Influenced by Tang et al. 2017, p.20)
[bookmark: _Toc12976282]9. How organisational values effect on employee behaviour
These organisational values affect employee behaviour in an effective manner. It has been observed that positive organisational values affect employees’ performance in a positive manner whereas ineffective values effect on employees behaviour in a negative manner. As stated by Garg (2017, p.140), the impacts of these values on employee behaviour are mentioned through the following points-
· Excessive workloads and unequal division of labour impact upon employee productivity in a negative manner. 
· Failing to mitigate risks, leads an employee to be responsible for the loss. It hampers their willingness to work. 
· In order to make decisions for product development, it is essential to discuss with senior authority as well as employees. It develops their work consistency.
· As mentioned by Plester and Hutchison (2016, p.345), implementing frequent changes in business process is helpful to develop innovative through of employees. An efficient team player takes the lead to use their innovative thoughts for modifying business process. 
[bookmark: _Toc12976283]Conclusion
Thus it can be concluded that maintenance of good attitudes in organisation appears advantageous to enhance workplace behaviours. In this regard, a number of core business values such as integrity, open mindedness as well as respecting other employees are needed to be nurtured in a business manager. These are beneficial to motivate employees and maintain work consistency. Effective team organisation and meeting employee demand by a front line manager help to form a strong organisational environment. In this way, maintenance of healthy organisational culture becomes beneficial to represent collective values, beliefs as well as principles of employees. 


[bookmark: _Toc12976285][bookmark: _Toc12976284]Task 2
Introduction
Applications of different management theories in different organisational context are helpful to analyse business environment in an effective manner. In this respect, John Adair’s action centred leadership model is such a management theory which focuses on pattern of healthy leadership and its impact on organisational environment. 
The concerned report is focusing on the background of this theorist along with effective description and criticism of his proposed model named as action centred leadership model. Besides, its impacts on workplace and effects on own beliefs, values and attitudes are described in brief. 
[bookmark: _Toc12976286]John Adair’s action centred leadership model
[bookmark: _Toc12976287]1. Name of the theorist
John Adair
[bookmark: _Toc12976288]2. Background
John Adair, a British leadership theorist, was born in 1934. His early career formed the base for his views on leadership. After completing his study from Cambridge University he became the senior lecturer in Military history and leadership training advisor at Royal Military Academy. He pioneered the three circle leadership model named as action centred leadership model. He became the first professor in leadership studies at Surrey University. He was an outstanding contributor of leadership and people management theories. The theories and models of leadership invented by him were strong enough to overturn the ‘Great man theory of leadership’. 
[bookmark: _Toc12976289]3. Management theory: Action centred leadership model
The action centred leadership model by John Adair was invented in 1960. This model has been formed of three variables that are team, task as well as individuals. Hooper and Potter (2019, p.54), said that this theory is mainly based on the responsibilities of organisational managers to deal with group as well as individuals.  Along with this, organisational managers are greatly involved in performing their responsibilities to achieve tasks.  
(Refer to appendix 1)
Adair’s three circle model includes three key aspects that overlap each other. Those aspects are managerial responsibilities to achieve tasks, to deal with groups and to deal with individuals. The responsibilities are as mentioned in the following table.
	Key aspects 
	Description 

	Managerial responsibilities to achieve tasks
	· Effective identification of aim and organisational vision
· Implementing purpose of activities
· Make effective planning in a timely manner
· Proper establishment of objectives, qualities as well as accountabilities
· Monitor and evaluate performance level
· Reporting progress of business process
· Reviewing and adjusting plan

	Managerial responsibilities to deal with groups
	· Maintaining communication for developing group performance and behaviour
· Implementation of effective soft skills in group
· Monitoring ethics and group integrity
· Resolving conflict among group members 
· Balancing changes
· Developing the pattern of teamwork and cooperation among employees
· Facilitating internal as well as external group communications
· Providing support for overall progress 

	Managerial responsibilities to deal with individuals
	· Understanding strengths and weakness of individuals
· Supporting individuals for mitigating challenges
· Identification of individual responsibilities 
· Motivating individuals by praising
· Providing proper training to develop the skills of team members
· Maintaining scope to provide freedom to each individual  


Table 2: Action centred leadership model
(Source: Bl.uk, 2019)
(Refer to appendix 3)
Considering this aspect, it can be stated that application of this action centred leadership model is greatly helpful to build up a high performance leadership team. As mentioned by Ionescu and Grigore (2016, p.480), this model can be applied for all stages starting from SEO manager and extending up to lower level employees. 
[bookmark: _Toc12976290]4. Views and criticism
Different theorists have expressed their views regarding the implementation of this model in a positive as well as negative manner. Adair made this model based on the fact that managers of an organisation take the lead to manage their teams as well as individuals in an effective manner. Johnson (2018, p.26), greatly supported the thought of John Adair and stated it that proper achievements of tasks helps to satisfy individuals which ultimately leads to develop their level of performance. In order to develop performance level of a leader Adair pointed out eight key stages that are mentioned below-
· Defining tasks
A leader needs to explain the task to individual through SMART manner that is specific, measurable, achievable as well as realistic and time bound.
· Plan
Planning needs to be done in a creative manner and frequent tests are essential. 
· Briefing
Briefing tasks is advantageous to promote healthy teamwork. 
· Task control
Self-controlling of leaders is necessary to manage resources.
· Evaluating
Efficient leaders can perform evaluation through effective training and judging the individual’s performance. 
· Motivating
Easy solving of problems and providing rewards to workers are helpful to motivate them in an effective manner. 
· Organising
Clearing task purposes to employees helps leaders to organise tasks effectively. 
· Providing examples 
Providing good examples based on positive outcomes of healthy leadership is beneficial for a leader to maintain workflow. 
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Figure 4: Key duties of leaders 
(Source: Influenced by Kowalski et al. 2016, p.735)
This concept of Adair was rejected by some authors as well. In this respect, Kuo and Tsai (2019, p.271), contradicted that all of these activities take longer time and as a result of this team building procedure is extended. This affects the effective leadership management procedure. Marshall (2016, p.315), supported this fact and stated managing leadership in organisation needs efficient implementation of time management skills. 
Muduli (2015, p.240) had contradicted Adair’s views critically by stating effective team management procedure is helpful to deliver appropriate deliverables with healthy organisational behaviours. However, this model appears greatly helpful to solve personal issues of individuals which ultimately lead to implement sustainable leadership pattern in organisation.
Mustapha, Manan and Alwi (2017, p.160),  strongly opposed the idea of Adair by stating that the action centred model does not include the process of training along with employee management which can help an organisation to proceed in a right direction. In this respect, it can be stated that the leaders of a business organisation needs to emphasise on their skills and competencies to manage employees’ performance. According to the views of Shollo and Galliers (2016, p.345), this action centred leadership model is helpful to focus on individual needs within an organisation. Moreover, it focuses on team building procedure to meet business targets. In this regard, it has been observed that an efficient leader becomes able to meet organisational targets only if the individual emphasises on developing own skills and abilities. Thus, the postulate of this theory by John Adair had been rejected by Storey (2016, p.18), as it never emphasised on the ways through which leaders can apply their own skills for developing team performance. 
Considering all of these aspects, it can be stated that this action centred model is effective to focus on roles of leaders to manage team and individuals for achieving various organisational tasks. As described by Johnson (2018, p.25), development of team performance is greatly helpful to accomplish proposed tasks. Furthermore, Kuo and Tsai (2019, p.280) has argued that this leadership model is critically applicable for rigid, formal as well as military type environment. Thus, it cannot be followed by all kinds of organisational leaders. 
[bookmark: _Toc12975526][bookmark: _Toc12976291]Its impacts in own workplace
[bookmark: _Toc12975527][bookmark: _Toc12976292]1. Practical examples
Implementation of this theory in business organisation is helpful to manage organisational environment in an effective manner. In this respect, it has been seen that the leaders and managers of Chic by choice has involved this theory of leadership to motivate the employees. Application of this theory effectively focuses on some positive outcomes that are related to the development of organisational performance. 
	Key aspects 
	Application in organisational management 

	Managing team
	The leaders of this organisation are involved in managing team by maintaining direct communication with them. 

	Achieving tasks 
	In order to achieve task objectives the organisational management is focused to provide proper training to individuals. 

	Managing individuals 
	Meeting individuals’ demands and fulfilling their criteria are helpful to enhance their performance level. As a result of this, overall team performance has been enhanced. 


Table 3: Application of action centred leadership model
(Source: Chic-by-choice.com, 2019)
(Refer to appendix 4)
Considering these key aspects it can be stated that involvement of this leadership model by Chic by choice authority becomes helpful to develop their overall organisational performance. In words of Marshall (2016, p.333), an efficient and experienced leader remains focused on meeting employee demands in a suitable manner. In this respect, effective team management procedure becomes helpful for this organisation to reduce employee conflicts and apply suitable strategies such as employee rewarding to motivate them for performing better. On the other hand, the leaders of Chic by choice are able to perform different kinds of organisational tasks by motivating team members. Thus, they are critically involved in understanding organisational vision and monitoring employee performance level in an effective way. 
Reduction of organisational conflicts is helpful to enhance business process and reducing conflict is dependent on development of employee satisfaction. As opined by Johnson (2018, p.27), the action centred theory of John Adair has emphasised on roles and responsibilities of organisational leaders and managers for developing business process. Application of this theory appears advantageous to modify overall organisational performance in a positive manner. It has been observed that the leaders of this concerned organisation provide effective training to employees for dealing with customers (Chic-by-choice.com, 2019). It is greatly helpful to develop customers’ loyalty. Thus, considering all of these positive sides it can be stated that implementation of John Adair action centred leadership model is helpful to develop organisational service system of Chic by choice. 
[bookmark: _Toc12975528][bookmark: _Toc12976293]2. Own opinion
Implementation of this theory affects beliefs of different individuals in different manner. According to me, the managerial responsibilities to achieve tasks are helpful to clear ideas about the vision of an organisation. In this respect, it becomes helpful to make me understand that extensive training procedure is advantageous to have proper growth in completing a series of business activities.
On the other hand, this theory also affects my values in a positive manner. I am able to realise it that development of team performance in organisation helps to maintain business integrity. Besides, it becomes helpful to develop the sense that effective internal and external business communication help to maintain an open mindedness and positivity by leaders.
Along with this, my views related to workplace attitudes have been influenced by this theory.  This theory focuses on the fact that praising employees is helpful to motivate them in a suitable way. Thus, I can state it that respecting other employees and considering their opinion for various business purposes help to maintain positive workplace attitude as well as deal with co-workers in a healthy manner. 
[bookmark: _Toc12975529][bookmark: _Toc12976294]Conclusion
Thus it can be concluded that maintenance of healthy work environment is critically dependent on leaders’ efficiency. In this respect, involvement of John Adair’s action centred leadership model becomes helpful to focus on key responsibilities of organisational managers. In this respect, implementation of this theory becomes advantageous to develop business process of the concerned organisation named as Chic by choice. Moreover, this theory is greatly effective to influence an individuals’ own beliefs, values as well as organisational attitudes. Besides, this action centred leadership model is helpful to focus on individual needs within an organisation. 
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