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How Individuals’ beliefs, attitudes and values impact on workplace behaviour.
Introduction 
Organizational direction is heavily influenced by values (Rokeach, 2008; Suddaby, Elsbach, Greenwood, Meyer, & Zilber, 2010; Bourne & Jenkins, 2013). Values exist on many different levels, expressing what is good, honorable, and attractive for individuals, groups, organizations, and governments (Sagiv et al., 2011a; Bourne & Jenkins, 2013). The effects of national values on people and organizations have been the subject of extensive investigation (reviews in Hofstede, 2001; Kirkman, Lowe, & Gibson, 2006; Taras, Kirkman, &Steel, 2010; Sagiv et al., 2011a). The influence of organizational-level values has also received some attention in research but to a lesser extent. (Bourne & Jenkins, 2013).
Individual values are the subjective perceptions that people have that are connected to affect, referring to objectives that inspire action, (c) encompassing particular circumstances, serve as norms of evaluation, ranked in order of perceived significance, and directing people's behavior (Schwartz, 2012).The choices and behaviors of individuals are impacted by these characteristics of values (Roccas & Sagiv, 2010; Sagiv & Roccas, 2017). First, values are the aims that individuals believe are desirable; they express preferences for what is deemed to be honorable and significant (Rokeach, 1973). Values, therefore, operate as a strong motivator for action. People want to act in ways that advance their core beliefs and help them realize the objectives that guide them. Additionally, values are cognitive representations of fundamental motivational objectives (Schwartz, 1992)
They, therefore, hold true over time and in various contexts. When picking an occupation (such as selecting a prestigious job), preparing for this choice (such as investing time and effort in training), and finally acting in their professional capacity, a person who places a strong emphasis on success values is likely to be motivated by these values (e.g., working overtime and applying for promotion when possible). Third, individual values are ranked in hierarchies based on their perceived significance. The more significant a value, the more inclined a person is to use it as a compass (Rokeach, 1973; Schwartz, 1996). Therefore, despite the fact that most people attach some importance to all values, people differ in the values that spur them to take action.
In this following study, we will be discussing more how these individual values, beliefs, and attitudes impact workplace behavior. Figure 1 below shows Schwartz’s theory of personal values.
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Figure 1: Schwartz’s theory of personal values. (1994)
(Potts, D. 2015)
Importance of Values 

Values also play a significant role in how people perceive the organization's mission (Versnel and Koppenol, 2005). Values have an impact on how people approach issues and solve difficulties. For instance, if someone values honesty highly, they are less likely to pay a bribe in exchange for a promotion. However, someone who sets a high value on achieving the top position at work is more likely to provide a bribe in exchange for a promotion.
Because values have an impact on how people behave, having bad values will also lead to bad behavior. According to Mitchell and Scott (1990), a rise in unethical corporate activities is typically related to a shift in values. This ought to demonstrate how crucial and pertinent values are to a company. Doctors even assert that the majority of difficulties a person encounters are caused by their values (Cunningham, 2001) another benefit of values is that they boost people's organizational commitment when they are in line with organizational values (Baker, 2009).
People with various jobs have various value attributes. For instance, compared to persons from other occupations, accountants, bank tellers, merchants, secretaries, healthcare staff, and auditors place a higher importance on conservation values, which reflect a preference for stability ( Knafo & Sagiv, 2004; Tartakovsky & Cohen, 2014; ArizaMontes, Arjona-Fuentes, Han, & Law, 2017). In contrast, artists and scientists place a premium on self-direction values as a means of expressing their desire for independence (Sagiv & Werner, 2003; Knafo & Sagiv, 2004). Teachers, mental health professionals, social workers, general practitioners, and counselors place a high value on consciousness values that express concern for others, whereas economists, businesspeople, accountants, and managers place a high value on self-enhancement principles that express the desire for success, supremacy, and control (Bardi et al., 2014; Arieli, Sagiv, & Cohen-Shalem, 2016; Ariza-Montes et al., 2017).
Personal Values and the Impact on Work Behaviour 

The two primary categories of values according to Rokeach (1973) are instrumental and terminal.   Instrumental values serve as a representation of those that govern how we pursue objectives. Do we value ambition, cleanliness, honesty, or obedience, for example? What influences your daily behavior? On the other hand, terminal values are those desired final outcomes. A pleasant existence, a sense of success, equality for all individuals, and other things are included here. Both sets of beliefs have a big impact on how people act at work every day. 
Initially, values guide us in choosing the right norms of conduct. Our behavior is constrained by them both within and beyond the company. In these circumstances, we are talking about what is referred to as ethical behavior or ethics. All levels of the organization's staff are required to make judgments on what they deem to be proper or improper. For instance, would we feel compelled to alert someone about a dangerous product your company produces, or would we want to keep it a secret? How would we react if a manager or coworker in the office committed petty theft? Social values have an impact on ethics to some extent. According to cultural norms, there are some acts that people shouldn't do. However, people frequently have to decide for themselves what is right and wrong. This is especially true when people are placed in "gray areas" contexts where morality is murky or unclear. A specific action might not always be against the law. Additionally, one's friends and coworkers could disagree on what is appropriate. People must establish their own norms of conduct in such situations. (Openstax 2012) 
For at least two reasons, it has been asserted that self-direction is the value that is most crucial for innovation (Dollinger et al., 2007). First, Schwartz (1992) utilized creativity as one of the specific characteristics to describe self-direction. Second, because the motivational objective of self-direction entails independence in thinking and action, self-direction can be demonstrated by engaging in investigation and exercising free will to pursue personal interests, both of which are regarded to be essential for creative people (Helson, 1990; Barron, 1997). Self-directed people tend to be autonomous in both thought and action, therefore this characteristic appears to be helpful for both coming up with original ideas and putting them into practice.
According to research by Sousa and Coelho (2011), employees who were less open to change had less creative activity. Self-direction also had a favorable relationship with creative behavior (Rice, 2006).
Employee innovation appears to be negatively impacted by conservation ideals, which include culture, security, and compliance (Schwartz, 1992). Such principles make someone more likely to embrace conventional behavior and existing practices and ideologies, which unquestionably do not foster innovation (Schwartz and Bardi, 2001; Schwartz, 2006; Sousa et al., 2012). Workers who place a high value on conformity may refrain from taking innovative initiatives because they may lead to changes that are not well received by others in their organizations because the motivational goal of compliance is to restrain actions, tendencies, and impulses to avoid disturbing or violating expectations and social norms (Schwartz, 1992).
Power and success, which both place a strong emphasis on social respect, are examples of self-enhancement goals (Schwartz, 1992). The pursuit of prestige, achieving social standing, and exercising control or dominance over others and resources all represent the aspirations of power. Implementing new ideas at work can be a viable way to achieve these objectives since managers who want innovative performance at their companies can value employees who behave in an inventive way (Janssen et al., 2004). Another way an employee might view innovative conduct is as a way to rise to the top of the corporation and stand out from the crowd. Additionally, the value of achievement's main objective is personal success, which is attained through proving one's ability to meet social standards (Schwartz, 1992).
According to Taştan and Davoudi's (2017) research, management personnel's organizational innovativeness was positively impacted by their values of success and authority. These findings appear to support the assumption that high achievement orientation is exhibited by creative individuals and that power motivation is significant for creative personality (Helson, 1996). (Mumford, 2000; Sousa and Coelho, 2011). When people support and put into practice their original ideas, it may be able to reach goals associated with power and achievement values. By engaging in these activities, individuals can elevate their status inside the company and enhance their reputation among coworkers and superiors. In conclusion, we hypothesize that workers who place a high priority on self-improvement are more likely to act in an innovative manner.
Values in the Dynamic Business Environment 

Along with the rapid technology advancements, the social environment is also changing quickly, having an impact on people, organizations, businesses, and markets. Personal values alter in response to these shifts. For instance, China has undergone significant transformation as a result of social transformation in recent decades. The newer cohort emphasizes self-enhancement and receptivity to change more, and preservation and consciousness less than the other cohorts, according to research among managers and experts from the three generational cohorts (Consolidation, Cultural Revolution, Social Reform). Three cohorts in the USA were found to have comparable value disparities (Egri & Ralston, 2004). According to a study of Canadian job seekers, individuals that emphasize adaptability place a high value on corporate social responsibility inside organizations and having a mentally healthy environment (Catano & Morrow Hines, 2016).
Numerous studies have established a link between value-based fit and aspirations to maintain low turnover (e.g., Chatman, 1989; Edwards, 1996; Kristof-Brown et al., 2005; Edwards & Cable, 2009). O'Reilly, Chatman, and Caldwell (1991) examined the alignment between the values emphasized by their participants (accountants and MBA students) and their organizations in their important research. Value fit predicted greater job satisfaction and organizational commitment one year later, as well as reduced turnover intentions two years later. The reliability of this pattern of results was demonstrated by a conceptual analysis (Kristof-Brown et al., 2005).
Impact on Motivation due to Personal Values 

One of the phenomena that have been researched the most widely in organizational and professional environments is individualism (Morgeson and Humphrey, 2006). It is a motivational tool (Sarros et al., 2002; Biron and Bamberger, 2010) that promotes productive work outcomes like creativity and innovation (Hammond et al., 2011; Liu et al., 2011; De Spiegelaere et al., 2014), job satisfaction, internal work motivation (see Humphrey et al., 2007), and job involvement (Halbesleben, 2010). The majority of these research studies describe autonomy as the level of flexibility and independence offered by a job, which is one of the basic job qualities according to Hackman and Oldham's (1976) job characteristics theory.
Making decisions, planning work, and choosing the work approaches and procedures used in a business can all be examples of this freedom. Self-determination theory (Ryan and Deci, 2000), which views independence as one of the three fundamental psychological needs and contends that meeting these needs is essential for human flourishing, is another insightful theoretical perspective (Deci and Ryan, 2000). While autonomy is accepted in work characteristics theory (Hackman and Oldham, 1976, 1980) as an objective task quality that is additionally provided by the job itself, in this context it is acknowledged to be supported by managers and their human resource practices (Park and Jang, 2015).

Conclusion 
Values are important in many facets of companies; they are linked to early career decisions on occupations and forecast certain actions and judgments. Values are a predictor of organizational behavior through time and across situations because of their consistency and breadth. In this essay, we concentrated on individual values. Organizations are influenced by the values of social collectives like teams, departments, and organizations. When examining the effects of values in the workplace, a multilevel perspective was adopted (e.g., person-environment value-fit), but most values theories concentrate on one of three levels: the individual, the organization, or the culture. 

A brief critical reflection of how your critical thinking skill has developed based on your learning in the module 

Critical Thinking Introduction

The term "CT" has grown to be so broad that it now refers to almost everything (e.g., Hatcher, 2000; Johnson and Hamby, 2015). The phrase "critical thinking" has grown to refer to an ever-expanding set of skills and capacities, from considerations of Foucault, critique, and the self (Foucault, 1984) to Lawson's (1999) description of CT as the capacity to assess assertions using psychological science. Developing, testing, and evaluating hypotheses, facts, and claims are all aspects of scientific reasoning (e.g., Bullock et al., 2009; Koerber et al., 2015)
Critical Thinking in Leadership and Management 

In order to reflect on effective leadership with more purpose and efficacy, critical thinking skills must be developed (Stedman, 2009).
Guthrie and King (2004) assert that introspection is a crucial part of building leadership potential. Critical thinking techniques provide a thorough and forward-looking reflection process (Rudd, Baker, & Hoover, 2000). According to Stedman (2009), leadership classes should work to improve students’ critical thinking abilities in order to help them grow cognitively.
Similar to this, other academics have mentioned engaging in critical reflection, a behavior that combines personal experiences with fresh knowledge and understanding to compel students to act on novel concepts and to question accepted wisdom in both theory and practice (Jones, Simonetti, & Vielhaber-Hermon, 2000; Reynolds, 1999). Students must think about the underlying dynamics of power and challenge underlying beliefs and practices in order to engage in deep reflective learning in leadership education. For instance, to get the intended results in leadership situations, students might need to reevaluate the authority they utilize (Jenkins & Cutchens, 2010).



How Did My Critical Thinking Develop Throughout the Module? 
Considering other viewpoints is the first step in critical thinking. Since everyone – including academics – has their own beliefs, motivations, and prejudices, it is crucial to go beyond what you hear or read as the absolute truth. When we are studying, we should elicit the source's supporting arguments through questions. Examine whether there are any further potential approaches or solutions. To make an informed choice, consider all the arguments put forward on either side of the issue or subject, as well as their advantages and disadvantages.
Although leaving our personal biases and ideas at the door and accepting new information is harder said than done, critical thinking calls for it. We shouldn't assume that anything is right just because you've always done it that way. Test your views and presumptions. Be willing to take into account various viewpoints and the truthfulness of other arguments; we never know what we could discover.
In case of uncertainty, we want our lecturer to provide more information about a point they presented in class. We weren’t afraid to inquire. Asking questions is a terrific method to discover new perspectives on a subject as well as more information about it. Inquiries can start thoughtful conversations with professors and classmates in which students can share ideas and learn more than what is taught in the textbooks.
The better, the more knowledge we have. Not accepting what you are told at face value and conducting your own research go hand in hand. Whether it's online or in the library, delve deeper and go deeper down the rabbit hole. When it comes to problem-solving, research is our best friend, therefore gather information from various sources to be better equipped to come up with an informed solution.
When using critical thinking, we assess the quality of your work and the persuasiveness of your arguments to see where you might make changes. It is insufficient to merely repeat what is taught in your textbooks. To create strong arguments backed by evidence, you must critically evaluate the content and think for yourself.
Engaging in dialogues with other students, whether in the classroom or in common areas of our student residence, is a terrific approach to building critical thinking abilities. 

Model of Critical Reflection 
The essence of reflective practice is experiential, meaning that the more we engage in it and the more experience we have to draw from, the more adept we become at it (Wainwright, Shepard, Harman & Stephens, 2010). Reflective practice is a crucial component of experiential learning, as a result, assisting in the development of clinicians and leaders from beginner to expert status (Tate, 2004; Stewart, 2012). As well as being a crucial component of professional practice, it is a crucial component of adult learning as well. Figure 2 shows the model of critical reflection implemented for this research purpose. 
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Evaluation of Critical Reflection 

According to Vitello-Cicciu, Glass, Weatherford, Seymour-Route, and Gemme (2014), this is a crucial component of leadership development and growth as well as improved learning in practice (Bradbury-Jones et al., 2010). Knowing oneself helps us recognize our talents and weaknesses, helps us navigate obstacles and interpersonal interactions, and keeps us open to new experiences (Bradbury-Jones et al., 2010; Enterkin, Robb & McLaren, 2013; Horton-Deutsch et al., 2010; Snyder, 2014; Vitello-Cicciu et al., 2014).
Leaders can identify their team's and their own professional development requirements by engaging in critical reflection practice (Enterkin et al., 2013). The ability to advance one's career is essential for staff empowerment, which is essential for retention and change (Snyder, 2014).
Today's business environments require executives to understand and deal with change on a daily basis. Self-awareness and a comprehensive understanding of the context in which change happens are prerequisites for adaptability (Horton-Deutsch et al., 2010). Critical reflection practice has a transforming effect, and reflective leaders "model an adaptable capacity, handle conflict, and [allow others] to embrace the future and share in its development" (Horton-Deutsch, 2013, p. 4).
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