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[bookmark: _Toc17829597]Introduction
The task aims to amalgamate the concepts of beliefs, attitudes, and values and critically analyze the differences between them by stating clear workplace scenarios. The task will evaluate personal workplace behavior using appropriate management theories to evaluate how beliefs, values, and attitudes can differ or change in the workplace based on these concepts. It will further aim to identify multiple management theories and models which are relevant in the workplace in light of my role and describe my personal interactions with people on a day to day basis. An explanation of why these theories are relevant to my role with Vodaphone as a customer assistant will be outlined. 
The fact is that anyone who works in any workplace is affected by the beliefs they have, the values they feel are integral to them and the attitudes they have towards work, which are majorly shaped by their beliefs and values. It can also be said that beliefs and values are subsets of attitude. Behaviors are observable actions that are depicted by people over the long term. These are developed by the surrounding environment and a combination of attitudes, values, and beliefs which together give rise to a certain set of behaviors depicted by an individual. The behaviors of humans differ from each other because of the differences in their experiences, environment, beliefs, values, and attitudes (Al Ariss, Cascio & Paauwe, 2014,pp.173-179).
[bookmark: _Toc17829598]The difference between beliefs, attitudes, and values 
It is important to discuss and differentiate between the important concepts of beliefs, values, and attitudes. Beliefs refer to the perceptions and assumptions that people have about themselves or others, based on personal experiences and ancestral teachings. They can also be defined as an opinion that one holds and carries about someone or something.  Beliefs tend to influence most aspects of the daily lives of people in the way that carry themselves and feel about themselves or others. They can be developed by faith, education, culture and other factors like experiences (Haraga,Tsubaki & Suzuki, 2014,pp.194-200).
Values can be defined as principles or standards that are influenced by beliefs and considered to be worthy of keeping or holding on to, and the choices people make are based on these values. These values differ for different people, depending on what is important to them. will buy can be inherited through family or developed through media, overall surroundings, and religious and social institutions. Values are what an individual deems important to himself and these values are built on factors like family, career, wealth and happiness (Houghton & DiLiello, 2010,pp.230-245).
Attitude can be defined as the way people respond to different situations based on their beliefs, learning, values, and experiences. Attitudes can be positive or negative based on situations and the other factors mentioned above. Attitudes generally lead to behaviors that people tend to exhibit in similar situations. Examples of attitudes are respect, convenience, and professionalism (Schermerhorn, Davidson, Poole, Woods, Simon & McBarron, 2014).
Neal Miller and John Dollard are two theorists who proposed the Social Cognitive Theory in 1941 which revolves around the behavioral, cognitive as well as environmental factors that affect the way people behave. This theory can be further categorized into self-observation, self-reaction, self-evaluation,
and self-efficacy.  The most relevant among these in this context is the self-efficacy theory which is the ability of an individual to achieve goals based on their beliefs which also affect performance. Self-efficacy is measured in the form of magnitude and strength and the factors that impact whether a person succeeds in achieving his or her objectives are performance, experiences, persuasion, and feedback. There is a strong relationship between beliefs, values, and attitudes as suggested in by this model because they are tightly interconnected to each other. Beliefs are a subset of values and Values are a subset of attitudes. The theory suggests that beliefs can be moral, spiritual, social, economic, political, moral and intellectual. These beliefs provide a foundation for values such as honesty, harmony, and equality (Aktaş, Çiçek & Kıyak, 2011,pp.1560-1573)
Attitudes, on the other hand, are an outcome of a combination of both, values and beliefs. Attitudes constitute of three components, which are cognitive, affective and behavioral. The cognitive component of attitude constitutes of beliefs, the affective component constitutes of feelings and the behavior component consists of learned associations. These three together serve motivational functions like ego- defensive value, instrumental values, and knowledge. From the perspective of motivation, the validation of an effective motivational strategy can be executed considering the motivational development process in organizations particularly multinationals where the number of employees is huge (De Witte, & Muijen, 2000).
To summarize this section, it can be said that beliefs are ideas that one holds to be true while values are what is important to an individual. Attitude is how others are treated and situations are approached, and behaviors are how individuals act. This can also be explained in the form of a flow chart where beliefs affect values, values affect attitudes and attitudes determine behavior (Masoud, 2017).
[bookmark: _Toc17829599]Role in the workplace
My job in the workplace is related to providing customer service is one of the franchises of my organization. The organization I work for is a British organization that specializes in telecommunications and operates globally. The company is called Vodafone and is among the top few telecommunications organizations in the world. The company has several subsidiaries within Britain, Europe, and Australia. The company has thousands of people employed globally and hires employees from diverse backgrounds. The scale of operations of the company is such that the organization needs to have a relatively decentralized and flat structure to support the environment of a large and scattered organization with offices and operations across borders in multiple cities and cultures, with people from different cultural and national backgrounds (Porter & Kramer, 2007). 
My role primarily involves providing customer service to people as I work in one of their branches where customers with different issues visit the service center to get their issues resolved, buy phones on installment plans, ask queries regarding our services and join the network as a new customer. The company has hundreds of service centers scattered throughout the country and across the globe to provide convenience and access to customers. A part of my role is to try to upsell some of the products and packages that the company offers to customers and I am required to achieve a monthly target in terms of Mobile Sim sales, gadgets sales and converting customers from other networks to Vodafone. An ideal employee in my role is required to exceed expectations in convincing customers to buy the Vodafone network, switch to Vodafone from other networks, buy devices from Vodafone and provide top-notch customer service to them by helping them personalize plans for them and resolve customer complaints and queries. I report to the branch manager who also receives a monthly set of targets to be achieved. 
My team includes 5 people who are responsible for all operations going on within the branch. These include inventory management, restocking, lodging, and resolving customer complaints, cash and credit card transactions, personalizing plans and packages for customers and being available in-store seven days a week in ten-hour shifts. The performance of all team members is linked to the success of the franchise as it is possible to achieve targets when the team and the manager are all giving their best. My interactions daily include talking to customers who are using the services of the company in person and over a phone call. I also interact with my team members and team leader because my role requires collaboration with team members to achieve individual and team goals, the achievement of which not only leads to recognition but also towards receiving rewards and financial perks, to keep employees motivated. A part of my interactions also includes interaction with the senior management in the head office and colleagues in other franchises to discuss issues and ensure that all branches and the head office are on the same page so that clarity of targets and provision of excellent customer service can be done.
 The organizational structure of the company can be called flat because of the nature of operations which require giving some level of empowerment to the branches and flexibility in terms of their own decisions when it comes to dealing with customers in a certain environment. The company has a rich and robust organizational culture which gives high weight age to communication, performance-related reward, innovation, feedback and team orientation (Kinley & Ben-Hur, 2015). Collaboration is also considered to be an essential value for the organization and all employees are expected to abide by it. To ensure that all employees follow and truly believe in the values important to the organization (such as collaboration, respecting each other and customers, professionalism, honesty and integrity), the company has developed a very rigorous hiring process to ensure hiring the people that are a good cultural fit for the organization. The company has a very detailed and intense evaluation structure which requires two-way feedback and focuses on current performance, development needs, past performance, and potential. 
[bookmark: _Toc17829600]Application of Beliefs, Values, and Attitudes to Vodafone
Vodaphone has a lot of values that employees benefit from such as pension protection plan for workers, the company gives this benefit the protect employees with the automatic 50% off earnings pension. This shows how the organization cares about workers at old age or former employees. Another important aspect is the company encourages staff to invest in their future with the My Shares scheme, this gives employees discount on investment in company shares (Vodafone,2019).
Beliefs at the organization are amplified by how diversity plays a big role at Vodaphone the company is a multi-cultural and create opportunities for people from all ways of life. Vodaphone has ambitions to be the best at given woman empowerment at the workplace.This goal shows the company believes in equal treatment for woman by setting target to fix problems in the world. The organization wants to be the best woman employer by 2025 and have woman in management roles at company. The organization promotes a culture of inclusiveness by LGBT+ network to support LGBT+ community in areas of operation (Vodafone,2019).
Attitudes are amplified through the way the business wants to become a sustainable organization. Vodafone has set targets to reduce 50% of the output of greenhouse gasses by the company. The company has seen the benefits of using renewable energy sources and will buy 100% of the power it uses for operation by 2025.The organization policy of inclusiveness means that the company is strictly against discrimination in the workplace.Vodafone wants to understand the people it engages in different countries of business. The company encourages the management to go on international assignments and develop knowledge about other cultures, beliefs that are foreign. This helps the leadership to understand that some countries population are ethnically diverse(Vodafone,2019). 
[bookmark: _Toc17829601]Look to identify management theories relevant to your role
There are many management theories, for example, Bureaucratic management and Situational management these theories are used in a variety of organizations, but every company uses the right one for their business. 
Bureaucratic (weber,1947)
According, to (Weber,1947) bureaucratic management theory organizational power was divided into few groups (a) charismatic, (b) traditional, (c) Legal powers. He emphasizes that every organization is built with systematic to perform economically and work efficiently. Main elements that support Bureaucratic management:
1) All regular activities within a bureaucratic environment are set out as an official task.
2) Management can devise rules on authority.
3) Rules can be accredited on evidenced-based methods.
Bureaucratic management is not a good style for an organization such as Vodaphone because this theory limit employees to work together as a team and people can not be innovative. The theory encourages workers to specialize in specific duties or task of expertise. Regulation and uniformity do not give the workers the freedom to develop a team and work together on projects (Walton,2005).

Situational leadership (Hersey& Blanchard,1977)
Hersey&Blanchard, 1977 suggest a leadership style that can be implemented in any organization because it adapts to the demand of the of this entity. This form of leadership must have implementors that have adaptable leadership output. Situational leadership is based on getting employees trust leaders should have good coaching skills this becomes an asset. This leadership theory is divided in section: (a) telling (b) selling (c) participating (d)delegating (Pulizzi,2017).
(a) leaders give specific instructions to employees.
(b) Leader promotes their vision to get support from employees.
(c) Managers create an environment for a more social form of leadership style, whereby decision making can be conveyed to employees.
(d) Management trust has been built up there are fewer instructions employees use own initiative to execute assignments.
An organization such as Vodafone can not benefit from situational leadership theory, because the technology sector demands expert knowledge to develop complicated systems. The business always has to have an edge against other competitors in the same market. This type of management style has a slow movement towards independent decision making and this is really important in the technology sector. Innovation starts when there are no barriers for employees to be creative. 


Theory X & Y
[bookmark: _Hlk17580470]In the 1960s, Douglas Mc Gregor suggested two contrasting perspectives in the form of a theory which became very popular and later became the basis of several motivational theories in the future. The two contrasting theories were called Theory X and Theory Y. Theory X and Y refer to managers and their perspectives about their employees. It can be said that the Theory X manager is the opposite of Theory Y manager. The distinctions between the two will be discussed in detail in this section. Theory X managers assume that their employees dislike work, are lazy and will look for ways to get away from work. Theory X managers also think that employees require immense supervision otherwise they will not work. Additionally, according to a Theory X manager, employees will always avoid taking responsibility and they need to be controlled to ensure that they work. This is an autocratic approach to management whereby employees are given directions so that they are made to achieve organizational objectives (Watkins, 2013).
On the other hand, a Theory Y manager thinks very differently. A Theory Y manager focuses on intrinsic motivation and the ability of people to perform well on their own without extensive supervision. A Theory Y manager encourages employees to take initiatives and work in their comfort zone with responsibility, innovation, and accountability. Theory Y managers also involve employees in the decision-making process and consider it their responsibility to keep them motivated enough to take ownership of their roles and assigned responsibilities. Theory Y managers are happy to involve their employees in the day to day decision-making process, take their input seriously and provide flexibility and resources to their employees to be creative and make their work meaningful for them (Mitchell, Obeidat and Bray, 2013,pp.899-921). 
This theory is not only popular till date but is also relevant to every person who works in an organization. This is because everyone reports to a manager and some organization are more inclined more towards one of the two styles of management. Organizations that have a more flat and flexible structure, as well as a democratic culture and leadership, are likely to be more inclined towards Theory Y whereas organizations that are more hierarchical, and rigid in terms of their structure, culture, and leadership are more likely to be inclined towards Theory X. It is of importance for employees to know and understand the culture and structure of an organization before they start working there. This is primarily because they should set their expectations and working style accordingly. If an employee is creative and performs better when trusted by managers and is given space to experiment requires a manager who follows the Theory Y approach otherwise it will impact his performance, motivation, attitude and behavior (Nedelko & Brzozowski, 2017).
[bookmark: _Toc17829602]Explain why you have selected a particular theorist.
This particular theorist has been selected because the theory he presented is of relevance in every workplace for every employee, as every employee gets affected by the way he or she is supervised and managed. The influence of a manager or leader as well as the overall management culture of an organization can have an immense impact on an employee’s belief system, values, attitudes and behavior towards his or her job. It is therefore extremely important that organizations train managers about how to lead employees in ways that will keep them motivated and keep their work attitudes at their best so that they eventually exhibit behaviors that are good for the organization (Thyer, Dulmus & Sowers, 2012).
The organizational structure, culture, and leadership are elements that play a very important role in determining employee behavior which is an outcome of components like attitude, values, and beliefs which are all important in determining performance and motivation. For example, if a manager considers a hard-working employee lazy and does not trust him, it will affect the employee’s own beliefs based on his mentors and experience, and he may believe himself to be lazy. His values such as success in his career will also be negatively affected because of this and his attitude will start lacking elements like professionalism, passion towards the job and this will be reflected in his behavior which will be negative for the individual as well as the organization.  


[bookmark: _Toc17829603]Seek to provide a critical assessment of your own beliefs, attitudes, and values on a particular management theory relevant to your role
The behavioral theory of management, also known as the human relations movement states that understanding human behavior in a better manner in the workplace can lead to enhanced productivity. The specific human behaviors that are required to be understood include motivation, expectation setting, managing conflict, and team-work. Often when an individual employee or a group of employees are facing issues about one or more of these issues, it affects their productivity, attitude towards working and overall behavior towards the organization (Griffin, Phillips & Gully, 2011).
In my opinion, employees need to know that their contributions are valued, their input is considered important and they are trusted by their managers and leaders. When employees are entrusted with a responsibility, they like to step up and take accountability for it. However, if leaders are unable to trust their team members, it is likely to affect the motivation of employees and most likely their attitude and behaviors.  For example, some of the core values I exhibit regarding work are honesty and integrity, and I want to keep up with both of these, and I believe that it is the responsibility of every employee to be loyal and honest toward their work. If I elaborate on my attitude in the workplace, the most notable thing about my attitude is that I exhibit positivity. Another one of my clear attitudes is that I happily take responsibility at work and I feel more accountable when I am entrusted with a responsibility. Another one of my attitudes is that I meet deadlines because I feel it makes me more reliable as an employee and I like being trusted by my seniors.  One of my strong beliefs regarding work is that every employee should be honest about their work. Another one of my beliefs is that an employee is highly affected by the way he is treated by his managers, which will determine whether the employee will work with motivation or without it. 
One of the strongest values I have as an employee is to keep promises. Promises have a very high value when it comes to organizations because there is immense importance of keeping promises as it has an impact on an employee’s reliability, credibility, and trust. Another one of the values that I highly believe in and follow is to make things easy for everyone and help my team members, colleagues, and customers in the best possible manner. Some additional value that I consider to be immensely important for myself and the organization are dependability, efficiency, and commitment. These are based on the beliefs that have been developed within me based on experience, education, mentor learning, and faith.  Knowing your personal attitudes is extremely important for everyone who works in an organization. This is because it helps one understand oneself in a better manner. It also helps a person reflect on his identity. To me, some of the attitudes that are immensely important in a workplace include respect for everyone, professionalism, handling pressure successfully and positivity. If an employee depicts these attitudes in the workplace, he will excel in organizations. 
[bookmark: _Toc17829604]Provide examples from your workplace which demonstrate the impact of your beliefs, attitudes, and values on particular management theory. You should also explain why you have selected this particular theorist.
One management theory that also is immensely significant in organizations is the Herzberg’s theory which portrays factors in the workplace that lead to job satisfaction and factors that lead to dissatisfaction, which is independent of each other. The factors that lead to satisfaction, called hygiene factors and include financial and non-financial perks and benefits such as salaries, job security, working conditions, work/life balance, company regulations and policies, interpersonal relations and supervision (Miner, 2005).
The presence of these factors leads to basic satisfaction and helps prevent dissatisfaction among employees. There is also a set of motivators which are factors like recognition, promotion, and growth, a sense of achievement, advancement opportunities and challenges at work. The presence of these factors results in motivation, satisfaction, and commitment to work. The difference between these two types of factors is that job dissatisfaction is influenced by hygiene factors whereas job satisfaction is influenced by motivational factors. This also means that improving the motivator factors increased job satisfaction and improving hygiene factors reduces job dissatisfaction (Furnham, 2012).
An example of the impact of my beliefs, attitudes, and values with respect to Herzberg’s theory will be discussed below. For instance, one of the values I believe in is a sense of responsibility at work and it gives me job satisfaction. Another example is that of achievement which also gives me a sense of job satisfaction. I was working on a presentation for the Chief of my department with the direction of my line manager, who gave me the flexibility of working on it using my own creativity and innovation. He trusted me to work on it despite the level of importance it had. My line manager offered me his full support and once I showed him the draft, he provided me with very useful feedback and appreciated me for the efforts I put in that presentation. Once it was presented to the management, my manager and the entire management appreciated me openly and it made me feel even more motivated than ever before. This is an example of a motivator which increased my motivation. An example of a hygiene factor, the absence of which led to dissatisfaction is the fact that some of the policies and procedure are very cumbersome and do not allow flexibility for employees. This is a matter of concern for many employees whose motivation is negatively affected when policies are not employee-friendly. 
[bookmark: _Toc17829605]Look to provide an assessment of the impact of beliefs, attitudes, and values on your behavior in the workplace, supporting this through an appropriate theoretical model. Explain the impact of workplace attitude.
A theoretical model that also holds immense importance in any workplace is the expectancy theory. The theory suggests that an individual performs in a certain way to exhibit a certain behavior because of the expectation of a certain outcome. The theory is also about choice, and the need for organizations to link reward to performance and to make sure that rewards are provided to those who deserve it on the basis of performance. It explains why humans choose one behavior over the other because it will be more beneficial over others. Humans will be more motivated towards a certain behavior if they believe it provides a positive correlation between their effort and performance (Bova & Kroth, 2001,pp.57-65). 
An example of applying this theory is that in being a customer service representative, I am required to complete monthly target along with my team members. At the completion of the individual and team target, employees get a bonus and are recognized in front of the management as a gesture of appreciation. In addition to this, all the best performers have the highest chances of promotion at the end of the year. If this example is seen in light of the expectancy theory, if I work hard enough, I will be able to achieve the desired performance by exhibiting self-efficacy because I believe that I have the right experience and a good past performance record in the company because of my hard work and ability to provide excellent customer service. I am aware that if I exhibit good performance, I have control over the desired outcome of exceeding the target expectation (Pinder, 2015).
 Similarly, my organization follows the concept of instrumentality whereby performance is linked to financial reward as well as no financial perks. The best performer of the month additionally receives a fully paid three days trip along with an extra day off in the next month as a gesture of appreciation. In light valence, which is the value of the outcome, I as an employee place a very high value on reward because it keeps me motivate and helps me ensure that my values like honesty, integrity and keeping promises stay put and my attitude of positivity and responsibility help me in exhibiting desirable behaviors. In light of this theory, motivation force is equal to expectancy multiplied by instrumentality multiplied by valence. The combined outcome of these is what motivates individuals to adopt options that lead to the greatest amount of motivational force (Cherian & Jacob, 2013).
[bookmark: _Toc17829606]Seek to provide clear identification of a range of management theories to your role in the workplace. You need to describe your role in the workplace, what range of activities do you undertake and who do you interact with. Look for opportunities to link some management theories to your role and explain why you believe these theories are relevant to your role. 
[bookmark: _GoBack]In light of the above discussion, it can be concluded that beliefs are perceptions based on teachings and experiences which form the basis of values. Values are strong standards and benchmarks influenced by beliefs and reflected in attitudes. Attitudes then lead the behaviors of people. In the workplace, the organizational culture plays a significant role in strengthening beliefs, developing beliefs and converting attitudes into behaviors which seem beneficial for employees based on the motivational force of employees. This motivational force is a multiplicative outcome of expectancy, valence, and instrumentality which are derived through a sense of accomplishment, its importance and the reward associated with it. Beliefs, attitudes, and values are also impacted by the hygiene factors and motivators which lead to satisfaction or dissatisfaction with the workplace. 
When an organization fails to provide hygiene factors like basic working conditions, employees get dissatisfied which makes them lose their motivation. In the case of the motivators, when motivators such as reward and recognition are present, they enhance satisfaction which in turn improves performance and impacts motivation of employees in a positive way. This is likely to strengthen their values and beliefs and positively affect their attitudes to portray the right attitudes like positivity which then leads to exhibiting the right behaviors like providing effective customer service (Gagné & Deci, 2005,pp.331-362).
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