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[bookmark: _Toc14795439]Introduction 
The report is focused on different concepts of values, beliefs, attitudes in the workplace. This report also describes the different sources of values, concepts, and attitudes in the workplace. In addition different types of values, concepts and attitudes are also described in the report. The report also provides knowledge about the difference between values, beliefs, and attitudes in the workplace in UK. The report also focuses on critical thinking. In addition different positive and negative impacts of critical thinking over the workplace in J & K manufacturing company also described in this report. 
[bookmark: _Toc14795440]Findings 
[bookmark: _Toc14795441]Description of value, belief, and attitudes in the workplace
[bookmark: _Toc14795442]Values 
As opined by Ciocirlan (2017, p. 57), a value in the workplace can be described as the engagement of a person to something important. In this context, the workplace value in the manufacturing company in UK to enhance the working skills of the team working within the company by driving their workplace attitudes and behaviours. An example of the workplace value in the context of J&K manufacturing is the freedom of speech of a person in the workplace. The workplace values in the J&K manufacturing company includes a quality service to the customers, showing respect to others, promise-keeping attitudes, personal accountability and so on. 
Different sources of values in the workplace are family, social influences, religion, culture, the workplace, and different historical events. In this context, a person gives value to their family where the family gets the first priority. On the other hand, caring for the family member can be said as another part of a value that influences an individual workplace value. As described by Gond et al. (2016, p. 447), another source of value is making friends which support the social value of an individual. One of the most important sources of the value of an individual is to work properly in the job. The historical event creates a prime value within an individual where an individual gets affected by the loss of their loved ones as well as the marriage or divorce of their loved ones. In addition different other historical events also create the values of an individual such as valuing individual, different types of patriotic values.  Another source of value of an individual is the religion which includes helps to differentiate between right and wrong as well as creates a trust over God. Cultural value of individual serves to create a conforming group which supports an individual value. 
There are many values of an individual which influence the workplace but integrity, accountability, diligence, perseverance, and discipline are the core five types of values of individual which support the values of an individual in the workplace. In the workplace, integrity supports an individual value by developing honesty regarding the job and keeping strong principles in the workplace. Another type of individual value is accountability which influences workplace by taking different responsibilities of the related job. As stated by Lee et al. (2015, p. 117), developing another type of values that support the work pressure within the workplace is diligence. Diligence can be said as the giving effort to achieve the goal in the workplace. In the workplace to achieve the goal in the job, an individual develops another workplace value that is perseverance. Perseverance can be defined as the confidence to overcome any critical situations in the workplace. In addition, applying different technical and conceptual ideas to overcome any situations also supports the workplace of an individual. Discipline motivates the workplace by maintaining different rules and regulations of the company.
[bookmark: _Toc14795443]Beliefs 
As described by Christina et al. (2014, 167), in the workplace belief can be said as the individual's internal feelings which can be irrational. In this context, in J&K manufacturing company, the belief of an individual get supported by different types of employment process which includes different terms and conditions. The terms and condition of a company includes re3cruitment of an employee and dismissal of an employee.
As opined by Desai et al. (2014, 337), there are five sources of belief from where an individual gets influenced in the workplace. Sources of beliefs include acquiring belief from environment, from different events, knowledge, different past result and last forming different future results. Such beliefs guide’s one in making decision, while a majority of these remains unconscious. People learn them through observing teachers, parents along with the culture that surrounds them. For enhancing work culture, managers must keep belief on their employees who can get their job done successfully. In view of Manika et al. (2015, p. 673), workplace belief is created when there serve open communication, good decision-making along with tough moral compass that tend to guide every actions and decisions. Proper belief in workplace is crucial as it serve in developing productivity among staff members. It enhances the capability of working efficiently as a group, irrespective of persons. Everybody must remain transparent and open on any transformations to business procedure or process. In words of Mencl and Lester (2014, p. 263), it enables teams to implant decisions and putting together their proposals which will facilitate on giving advantage to business. In this context, the J&K manufacturing company in UK gets facilitated by having the individual who has developed beliefs from the above-mentioned sources. 
[bookmark: _Toc14795444]Attitudes
As described by Geare et al. (2014, p. 2277), to influence workplace attitudes to play a vital role in the workplace. Attitudes can be said as the expression of an individual that gets linked with the individual’s beliefs and values. In addition, an attitude can be expressed by the different types of words and behaviour. Developing a motivational attitude of individual will generate a sense of respect towards others' opinions, prospective within the workplace. In this context, the J&K manufacturing company in UK gets facilitated by having such individuals who have developed such as motivated attitudes. 
Attitudes can be developed from different sources which include acquiring the attitude in the behaviour from others' opinions and other behaviours. As opined by Kaplan et al. (2014, p. 567), some of the examples of an individual's attitudes are confidence, optimism, interest, seriousness, cheerful, superiority, openness, authority. In this context, time develops the attitude within an individual’s behaviour and these attitudes keep on improving and get reflect over an individual’s behaviours that will facilitate to grow J&K manufacturing company. 
[bookmark: _Toc14795445]Relationship between values, beliefs, and attitudes in the workplace
In the workplace, the values, beliefs, and attitudes get linked up to achieve great success. As opined by Kaplan et al. (2014, p. 567), an individual's friend zone, families and their peers get interacted with these values, beliefs, and attitudes of an individual. All these three behaviours enhance individual learning skills as well as educational skills and increase the critical thinking capacity. Hence, all these skills of an individual will motivate the individual to involve in the job and facilitates to achieve the goal. 
Difference between values, beliefs, and attitudes in the workplace

	
	Values
	Beliefs
	Attitudes 

	Definition
	· Values can be said as the engagement of an individual person with something for influencing the workplace. 
· Different types of principles, standards, and qualities get includes in the workplace values.
	· Real experiences and internal feelings which is irrational can be said as belief. 
	· Attitude can be regarded as the expression of an individual's feelings.
· Attitudes can be said as the behavioral tendencies which support a specific group of people. 

	sources
	· Family, social influences, religion, culture, the workplace, and different historical events are the core five sources of workplace values.
	· From the environment, events, knowledge, different past and future results are the sources of the beliefs of an individual in the workplace. 
	· Obtained from other opinions, others' behavior is the source of the attitudes of an individual that supports the workplace.

	Impact 
	· Creates a positive impact on group, community and on different cultures by making different judgments.
	· It creates a positive impact on the individual’s life by developing confidence, seriousness in the behaviour. 
	· Creates a positive impact by Mapping of an individual's life
· By developing attitude influence to build up other strength which will facilitate in the success.
· Creates another impact on an individual's life by developing honesty, helping attitudes.

	Areas 
	· Family
· Educational.
· Institutions.
· Peers.
· Workplaces.
· Music.
· Media.
· Technology.
· Culture.
	· Relationship with other people.
· Past experiences.
	· Confidence.
· Optimism. 
· Interest.
· Seriousness.
· Cheerful.
· Superiority.
· Openness.
· Authority.



Table 1: Difference between value, belief and attitude
The major differences between the values, beliefs, and attitudes are all these three behaviours are taken from different sources. As described by Kuipers et al. (2014, p. 17), in the workplace an individual develops belief which can be acquired from different real experiences from past, different types of past acquired knowledge and skills. In this context, belief or trust can be achieved from an environment where belief is the self-trust to achieve the goal. In the workplace by developing the belief or trust for achieving the goal the J&k manufacturing company get benefited in UK. On the other hand, attitudes are the self-confidence of an individual which will support the workplace. These attitudes are obtained from other opinions as well as from other behaviours. 
As opined by Kaplan et al. (2014, p. 567), attitudes of an individual enhance the learning skills and seriousness towards the job. In this context, an individual who has developed the attitude in their behaviours works in the J&K manufacturing company will get facilitated by achieving the goals.  
Contrast to the workplace values support an individual’s skills as wells benefit the company. As described by Piazza (2014, p. 290), values get different from attitudes and beliefs in terms of their sources. The values are developed to an individual's behaviour from family, from different friend zone, religions, and cultures as well as from different historical events. Developing values may enhance the J&K manufacturing company by increasing the behavioural quality of an individual.

[bookmark: _Toc14795446]Critical thinking and its impact on workplace behaviour
As described by Steg et al. (2014, p. 167), critical thinking can be defined as the different skills of unique thinking or can be said as a different way of thinking from a different perspective to handle different types of a complicated situation. In addition, this can be said that critical thinking means responsible thinking which benefits the J&K manufacturing company to extend the company around the UK. by developing this type of critical thinking an individual can achieve a goal. Hence in this term critical thinking can be regarded as goal-achieving thinking.
As opined by Ciocirlan (2017, p. 57), Physiology and psychology are the two basic background of critical thinking. In this context, hypothetical critical thinking can be included in the physiology, where the characteristics of an individual’s get increased. In this context, physiology describes only the way of enhancing the characteristics of an individual by developing critical thinking skills in individual behaviour.  
As described by Young et al. (2015, p. 695), contrasting with physiology, psychology is a different type of disciples that build and enhance the behaviours skill by developing critical thinking. In this context, critical thinking includes a positive way of thinking rather than negative which will support an individual to build up a reflective way of thinking which helps to become judgemental.
As described by Kaplan et al. (2014, p. 567), critical thinking creates a positive impact on an individual's behaviour as well as the company. In this context, the J&K manufacturing company in UK gets facilitated by having individuals who have previously developed critical thinking skills in their behaviour. Critical thinking benefits an individual to handle different types of critical problems by implementing different innovative and creative techniques and concepts. In addition, the way of critical thinking facilitates the company by having different types' unique ideas to deal with the customers which will show a growth rate by increasing the profit rate. The critical thinking enhances the learning skill of the individual which will facilitate to increase the educational qualifications. Critical thinking can be developed through Bloom's taxonomy which can be said as information processing skills.  
[bookmark: _Toc14795447]Analysis Task 2 
[bookmark: _Toc14795448]Impact of personal beliefs, attitudes and value system on   workplace behaviour and organizational values 
[bookmark: _Toc14795449]Values in Workplace 
A value proves to be an evaluation of significance or worth that an individual attaches with something. It primarily reflects the way of people’s living. Studies have revealed that when organizational values align with personal values, the outcomes are positive. Persons having accurate understanding of job efficiently correlate with their jobs. J&K in this concern explores the association among workplace performance and employee trust. They generate training to their employees that develops their workplace faith and belief. J&K had approached towards providing compensation and rewards to consistent performers, thus attributing employee’s talent for facilitating organizational success. They tend to have greater organizational commitment and satisfaction levels. Moreover, shared values among the organization and employee facilitate in better work attitudes, greater productivity and lower turnover. In view of Ciocirlan (2017, p. 57), organizational and individual values are not always aligned. Under an organization, persons might have very separate values. Cultural differences and generational differences are the two prime factors that result in potential values of workplace clash. The company’s workplace values primarily set the flavour for organization’s culture. Alignment of values serves the organization to attain its target mission. The individual values are known to originate from a wide range of sources, including peers, family, media, music, technology, educational institutions (TAFE or school), the workplace (job roles, work ethics), culture, historical events and so.  
[bookmark: _Toc14795450]Attitudes in Workplace 
An attitude primarily signifies the manner through which an individual applies or expresses their values and beliefs. It is clearly expressed through behaviour and words. Attitudes remain significant in organizations as they create impact on job behaviour. In words of Arbour et al. (2014, p. 41), an individual might have a different sense of attitudes, however, OB emphasizes upon certain specific work-related attitudes. This involves organizational commitment, job satisfaction, employee engagement and job involvement. Workplace attitudes tend to affect the whole organization, ranging from clients to employees along with the firm proprietor.  A healthy attitude serves in coping effectively under stressful work circumstances. Moreover, attitudes prompt in developing prevailing workplace which determines productivity, employee morale and capabilities of team building. Whereas, negative workplace attitude serve to create destructive atmosphere between employees. It is attributed to cause employees for attempting to attain success over others expense. J&K in this concern facilitates the employees on maintaining good work-life balance. The company keeps a concern on workplace commitment and job satisfaction as these are primarily related to significant outcomes including performance, absenteeism, turnover and helping others. Competition proves to be a real motivator which inspires workers to generate their working level (Referred to Appendix 2).  

Figure 1: Workplace behaviour 
(Source: As influenced by Geare et al. 2014, p. 2277)
[bookmark: _Toc14795451]Personal Beliefs in Workplace  
Personal belief signifies an idea which is being held by an individual. Such belief might originate from various sources including acceptance of societal and cultural norms, an individual’s own experiments or experiences and the other people’s saying (mentoring or education). According to Christina et al. (2014, p. 173), each individual seeks and evaluates evidence or reasons for such potential beliefs through their own means. For maintaining good personal belief of employees, the business leaders of J&K must ensure that employees do not feel disrespected, antagonized or marginalized. The leaders of J&K arrange a periodic interaction session with employees where employees will be free to express their work related issues clearly. As stated by Omotayo et al. (2015, p. 8), culture, itself, proves to be a man-made, individualistic idea of collective sense which remains open to execute subjectivity. European culture primarily promotes greater laissez-faire mentality concern to personal freedoms, or through extension, mortality. It remains primarily demonstrated with social defined or regular practices. To maintain efficient personal beliefs, employees should consider these exemplary ways. These primarily involve creating communication pipelines, building brand excitement, controlling growth and expectations along with setting the creativity tone. Communication remains key to productive office. In words of Becton et al. (2014, p. 181), when projects are moved between departments and teams, it becomes vital for everybody to get conscious of item which is under completion pipeline. Thus, having open and clear communication among team members is a vital aspect. Similarly, concern to building brand excitement the managers should help team members in understanding their daily tasks that facilitate to bring success for the firm. Bringing a person’s belief into workplace might discomfort workers, which presents a dangerous circumstance for employer and the concerned employee. The beliefs create impact upon work quality and their associations as the experience comes from their belief. The beliefs are primarily a significant part of individual’s identity. 
  
[bookmark: _Toc14795452]Critical analysis of Behavioural Theory of Management 
Theory of Behavioural management is one of the leading management theories concerned with workplace behaviour. Elton Mayo had been the founder of this theory.  
Theorist: The behavioural management theory was propounded by Elton Mayo, who was a renowned researcher, psychologist and management scientist of Australia. His studies generate the basis for lifelong breaking concepts on scientific management and human relations. His research during the 1930’s emphasized the significance of teams in affecting the individual's workplace behaviour. Mayo’s theories expanded from employee productivity observations relative to varying environmental situations. His women supervising experiment effectively enlightens the fact that productivity increase has resulted from supervisory arrangement, irrespective of other related worker advantages. As stated by Desai et al. (2014, p. 345), Mayo’s behavioural theory got primitive idea from certain sources including scientific management, bureaucratic model, public administration, micro-economics and theory of administrative management. Thus, he revealed that workers social requirements and human relations are vital aspects concern to business management. Such principle of motivation served manage mental practices along with revolution of theories (Referred to Appendix 1). 
Working of this theory: The behavioural theory of management is primarily referred to as human association’s movement as it prompts to address the individual work dimension. For this employee productivity is studied under separate conditions for determining a connection. This theory was built in respondents to the requirement for motivation and employee behaviour. In views of Lee et al. (2015, p. 1049), conflicts, expectations, group behaviour, productivity level and motivations are significant domains that must be tackled carefully. 
Critical analysis: According to Elton mayo, employees also have psychological and social needs in addition to economic needs that are critical to motivate them. However, likert, Mecgregor, Kurt Lewin, Chester Barnard had modified Mayo’s classical individual behaviour. They treat enterprise’s human side to be the interactive subsystem concerned to overall organizational system. Moreover, experts of human relations revealed that management must recognize the employee’s requirements for social acceptance and recognition. Thus, managers need to gain skills of human relations that will facilitate them to coordinate with their juniors. According to Piazza and Castellucci (2014, p. 301), some behavioural scientists criticized for their in-sensitiveness and indifference over managerial dealings human side. Respect, freedom, achievement, social contract and recognition is equally significant from this context. Irrespective of its brilliance over management theories, it is evaluated that findings analysis, procedures and drawn conclusions are not associated with one another rationally. Moreover, the conclusions remain unsupported with sufficient evidence. The association among happiness/satisfaction of productivity and workers was built through real assumptions, whereas the circumstance becomes much complicated as a consequence of behavioural phenomena. Each of such studies cannot focus upon the workers attitudes that played a vital role in determining their productivity and performance.  
Usefulness in the workplace Arguing with these, Likert has recommended certain primitive leadership styles that facilitate on ensuring good productivity and developed workers morale. In view of Steg et al. (2014, p. 173), he attributes poor employee morale and low productivity to a job-centric supervised mechanism. Moreover, Mcgregor’s theory X signifies a negative look of people stating that people who are lazy tend to dislike work, have less ambition, avoid accountability and need directions of working. Theory Y ensures that individuals are more optimistic, have self-control capability, are creative and innovative. These two theories are also acknowledged concerning their contributions over behavioural thought school.     
Certain useful application of this theory includes: 
· Identification: As per behavioural theorists, the greater understanding of certain human actions like expectations, motivations and conflict serves in developing workplace productivity of employees. According to Khan et al. (2015, p. 109), through attributing employees social requirements, one can better fulfil and understand them, which leads to generation of employee encouragement. 
· Considerations: When employees remain demotivated or devalued, it gradually reflects in their task. On showing disrespect to manager, the employees’ morale and trust becomes negatively impacted. This effectively leads to deterioration of productivity along with unpleasant work culture. In view of Kuipers et al. 2014 (2014, p. 8), a manager should be aware of employee’s requirements, and he must treat everyone fairly, that is key in implanting a win-win condition.
· Effective leadership: For understanding employee encouragement, the management facilitate on finding ways for meeting their requirements along with leading through example. Effective leadership is particularly based upon several approaches that people draw from. Practicing effective management and leadership builds trust.  
Practical examples of its application: Hawthorne experiment of Mayo generates a real evidence of this. In Hawthorne experiment, telephone line employees group were observed and separated working in common private room. In real life incidence, organization like Clarasys primarily focuses on prioritizing work-life balance and providing rewards to their employees. According to Young et al. (2015, p. 695), they have effectively implanted Valuebot that serve to visualize their culture. Clarasys also arranges for generating rewards and incentives to employees that enables them to recognize their effort or contribution. Also, HR managers have approached on building healthy work culture that allows them to retain and attract talent.  
Personal Opinion: I as a marketing manager of J&K have been positively influenced through utilization of behavioural theory of management. It effectively enables me to gain technology knowledge that remains critical to succeed in workplace. This theory also enforces me to enhance my productive efficiency and service quality. I had approached a leadership style which embraces employee participation. This has enabled me to renovate my skills and experience for filling an employer’s specific requirements. I have successfully assisted my employees in meeting their targets and goals through mastering this theory. It has provided me with scope to improve and keep my personal interest under scanner. For this, I have acquired sound understanding about compensation.
[bookmark: _Toc14795453]Recommendation   
There prove to be certain effective and safe behavior management approaches that facilitate on remaining professional and calm under threatening circumstances. These are enlisted below: 
· Maintaining rational detachment: On rational detaching, one should maintain control through not taking personal actions or negative comments. Without this prime capability, team members might react defensively or instinctively that facilitates on escalation of circumstance. As opined by Vangrieken et al. (2016, p. 289), equipping this skill, one becomes better capable of encouraging positive behaviour and defuse threatening behaviour.  
· Being attentive: When individual feel marginalized, ignored or uncared they are liable for acting out. Validating the feelings is an effective means for countering an individual’s anxiety. 
· Recognizing the limits: Being professional does not sense about handling everything. Knowing about backup and support seems crucial as it serves to stay in control of their own approach along with responding suitably.  
· Debrief: It is required to debrief following an incident. Discussing about it might serve in relieving the stress. The significance lies on taking lessons from past and respond better according over the upcoming time. 
· Being mindful of own reaction: A crucial constituent of handling tough behaviour lies in knowing the behavioural influence of a person on other’s behaviour. On becoming aware, one might be capable of de-escalating positive behaviour that serves person to regain control along with making positive preferences. 
[bookmark: _Toc14795454]Conclusion 
Therefore, it can be concluded that individual values, beliefs and attitudes are determinant in workplace. Cultural differences and generational differences are the two prime factors that result in potential values of workplace clash. A healthy attitude serves in coping effectively under stressful work circumstances. And personal beliefs primarily fall under individual’s identity. Theory for behavioural management is clearly mentioned that puts emphasis upon describing motivated behaviour. Employees tend to remain encouraged for exerting effort if they found that their actions might result in outcomes which would facilitate them effective rewards. 


[bookmark: _Toc14795455]Reference List 

Arbour, S., Kwantes, C.T., Kraft, J.M. and Boglarsky, C.A., 2014. Person-organization fit: Using normative behaviors to predict workplace satisfaction, stress and intentions to stay. Journal of Organizational Culture, Communications and Conflict, 18(1), p.41. 
Becton, J.B., Walker, H.J. and Jones‐Farmer, A., 2014. Generational differences in workplace behavior. Journal of Applied Social Psychology, 44(3), pp.175-189. 
Christina, S., Dainty, A., Daniels, K. and Waterson, P., 2014. How organisational behaviour and attitudes can impact building energy use in the UK retail environment: a theoretical framework. Architectural Engineering and Design Management, 10(1-2), pp.164-179. 
Ciocirlan, C.E., 2017. Environmental workplace behaviors: Definition matters. Organization & Environment, 30(1), pp.51-70. 
Desai, S.D., Chugh, D. and Brief, A.P., 2014. The implications of marriage structure for men’s workplace attitudes, beliefs, and behaviors toward women. Administrative Science Quarterly, 59(2), pp.330-365. 
Geare, A., Edgar, F., McAndrew, I., Harney, B., Cafferkey, K. and Dundon, T., 2014. Exploring the ideological undercurrents of HRM: workplace values and beliefs in Ireland and New Zealand. The International Journal of Human Resource Management, 25(16), pp.2275-2294.
Gond, J.P., Cabantous, L., Harding, N. and Learmonth, M., 2016. What do we mean by performativity in organizational and management theory? The uses and abuses of performativity. International Journal of Management Reviews, 18(4), pp.440-463. 
Kaplan, S., Cortina, J., Ruark, G., LaPort, K. and Nicolaides, V., 2014. The role of organizational leaders in employee emotion management: A theoretical model. The Leadership Quarterly, 25(3), pp.563-580. 
Khan, K.E., Khan, S.E. and Chaudhry, A.G., 2015. Impact of servant leadership on workplace spirituality: Moderating role of involvement culture. Pakistan Journal of Science, 67(1), p.109. 
Kuipers, B.S., Higgs, M., Kickert, W., Tummers, L., Grandia, J. and Van der Voet, J., 2014. The management of change in public organizations: A literature review. Public administration, 92(1), pp.1-20. 
Lee, E.S., Park, T.Y. and Koo, B., 2015. Identifying organizational identification as a basis for attitudes and behaviors: A meta-analytic review. Psychological bulletin, 141(5), p.1049. 
Manika, D., Wells, V.K., Gregory-Smith, D. and Gentry, M., 2015. The impact of individual attitudinal and organisational variables on workplace environmentally friendly behaviours. Journal of Business Ethics, 126(4), pp.663-684. 
Mencl, J. and Lester, S.W., 2014. More alike than different: What generations value and how the values affect employee workplace perceptions. Journal of Leadership & Organizational Studies, 21(3), pp.257-272.
Omotayo, O.A., Olubusayo, F.H., Olalekan, A.J. and Adenike, A.A., 2015. An assessment of workplace deviant behaviours and its implication on organisational performance in a growing economy. Journal of Organizational Psychology, 15(1),pp. 75-91 
Piazza, A. and Castellucci, F., 2014. Status in organization and management theory. Journal of Management, 40(1), pp.287-315. 
Steg, L., Perlaviciute, G., Van der Werff, E. and Lurvink, J., 2014. The significance of hedonic values for environmentally relevant attitudes, preferences, and actions. Environment and behavior, 46(2), pp.163-192. 
Vangrieken, K., Dochy, F. and Raes, E., 2016. Team learning in teacher teams: Team entitativity as a bridge between teams-in-theory and teams-in-practice. European Journal of Psychology of Education, 31(3), pp.275-298. 
Young, W., Davis, M., McNeill, I.M., Malhotra, B., Russell, S., Unsworth, K. and Clegg, C.W., 2015. Changing behaviour: successful environmental programmes in the workplace. Business Strategy and the Environment, 24(8), pp.689-703.  



[bookmark: _Toc14795456]Appendices 
Appendix 1: Mayo’s behavioural theory of motivation 

[image: ]  
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Appendix 2: Workplace attitudes 
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