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Introduction
The report begins by defining values, beliefs, and attitudes, as well as the origins of organisational values and the impact they have on professional character. The advantages and disadvantages of organisational values will be discussed. Specific human resource management tactics, career and organisational advancement, and encouragement to share an organization's values will all be addressed using relevant theories. Finally, utilising a critical thinking paradigm, this study investigates how to justify the premise that local enterprises are influenced by a nation's economic climate (Dillenbourg, P, 1996).
[bookmark: _Toc89430702]Assessing Beliefs, Attitudes and Values
This section will look at the variations between beliefs, attitudes, and values in this part. The findings will be presented in reflection to personal experience at the Ministry of Justice (MOJ). In the following sections of this report, I will critically evaluate the impact of my personal beliefs, attitudes, and values on my own behaviour in the workplace (Case, R. 2005).
Our daily lives are shaped by our beliefs, attitudes, and values. They have a constant influence on our emotions, feelings, and views about the world.
[bookmark: _Toc89430703]Beliefs
Beliefs are the rules we set for ourselves; they can also apply to people in our environment and how we perceive things to be. Our personal beliefs are an important part of who we are. People's beliefs can influence every element of their daily lives, including their clothing, religious, social, and cultural perspectives, and rituals. Belief is significant because it defines who we are and how we live (Katz D, 1960). Individuals do not always agree on religious ideas; nonetheless, we should consider critically that this was the way their forefathers raised them, and we must respect their beliefs.
Our beliefs have an impact on the consistency and quality of our job, as well as all of our interactions, as you feel what you believe. We want to think that our beliefs are based on facts, however it is our beliefs which drive our perceptions.
[bookmark: _Toc89430704]Beliefs Affecting Individuals in the workplace

As an employee of the MOJ, personal attitudes about sexuality, alcohol, substances and disability, independence, education, basic human rights, mental health, and what it means to be elderly or physically impaired could all be linked to stereotypes that were pre-existing. 
These prejudices may influence how people interact with co-worker’s and clients. Anyone can make assumptions about what their colleagues and clients can and cannot accomplish, how they would feel about specific difficulties, and what is right for them based on their own preconceived views. Colleagues and clients may lose their liberties, respect, and dignity if assumptions are made (Flavell, J. H.1979).
The department of MOJ were I work has a high focus on productivity and meeting statistics and set targets. Working at the MOJ I have always worked with integrity; however, I have always felt like learning opportunities and career progression opportunities are given to employees that are close friends of the managers. After escalating it, by reporting it to senior management I still have not had any career progression opportunities and I feel alienated by some of the staff and managers. I continue to work with integrity as that is an important part of my belief system, to work with honesty. 

[bookmark: _Toc89430705]Attitudes
Attitudes are the reactions we have to people and situations based on our beliefs, values, and preconceptions. Our attitudes are frequently manifested in our behaviours. We will have more positive outcomes in the workplace if we communicate positively with colleagues and clients. On the other hand, if we have a bad attitude, others may complain, which may result in action being taken against us.
An attitude is primarily a conviction that defines what we believe is the correct thing to do or say. Our attitudes might fluctuate in strength and sensitivity depending on the scenario. Some studies believe that attitudes are mostly the outcome of active learning (Doob, L. W, 1947).
We rarely think about our attitudes at work because we are focused on our jobs and don't realise how unique our attitudes can be to others in our environment.
[bookmark: _Toc89430706]What Impact our Attitudes have on our Performance at Work?
Many of my work colleagues will come into work with a positive attitude. When the staff build a positive environment, and everyone is happy; the productivity is boosted. On the other hand, when someone with a negative attitude expresses a negative comment; this will affect the team and productivity can be less than average. 
This MOJ department processes legal documents, the pressure to meet targets is high and the targets are reviewed and increased on a regular basis. For this reason some staff members will have a negative attitude towards certain members of the teams with high levels of productivity. The negative attitude is to convey how they feel about them showing the management that higher stats can be achieved; resulting in a target increase.   With a consistently low rate of productivity the company and clients can suffer from applications not being processed and major backlogs.

[bookmark: _Toc89430707]Values
A person's or a community's values are beliefs, ideals, or attitudes that are highly appreciated. Our way of life and decisions are influenced by them. Something we hold in high esteem can be described as a value. According to P. Chelladurai, values are typically a mix of beliefs, ideals, and attitudes (P. Chelladurai, 2006).
A' value' is frequently made up of a certain belief about the worth of an idea or a particular sort of behaviour. Many people may have a strong desire to protect endangered species around the world or to clean up the world's oceans of discarded plastic. Poachers, on the other hand, will place a lower value on an endangered animal's life, and manufacturers who rely on the use of plastics will place a lower value on the future of ocean conservation than their own financial benefit.
[bookmark: _Toc89430708]How Values Can Affect us in the Workplace 
Values can influence some of our decisions and how well we serve our clients. It's critical that we don't try to sway clients' preferences based on our own values. Managers should also work with the client's values in mind. At the MOJ staff process a legal document application called a Health and Welfare Power of Attorney document; a section of the document requires the applicant to specify the course of action if the applicant was in an end-of-life situation; a choice or do or do not resuscitate. Due to my religion, I place a great value on preserving life; however during contact with the clients if I was to impose my values on to the clients it would be unethical. To provide exceptional service, we must respect our customers' values and treat them with dignity, fairly, and openly. Our families' ideas, history, faith, education, and community all have an impact on us to varying degrees. Understanding our own values can help us operate more efficiently with clients, manage conflicts, and give satisfactory support in keeping with one of the company's core philosophies of care (Luhmann, 2002).
Values energise, motivate, and inspire people. People that are passionate about something will push themselves to reach more success. Within MOJ, values are an important part of the company's ongoing development. In a constantly changing context, values can remain consistent (Sessa, 2002). Effective team leaders and company executives, according to research, instill common values in the individuals they manage (Articulo, 2002). 
Reflecting on and considering your own ideas, attitudes, and values, as well as those of others, is a desirable practice for a successful manager, especially when dealing with workplace conflict. To be able to analyse conflicts in the workplace as a manager, I would also have to improve my critical thinking methods and increase my understanding of and adoption of the company's organisational ethics in order to analyse the various problems in the workplace because they are a required tool for making informed decisions and sustaining professional relationships. In the event of a workplace conflict, a competent manager will stay calm, proactive, and professional in resolving the difficulties (Infante, D. A. 1982). While dealing with labour conflicts, a manager would need to assess the situation by analysing and weighing the benefits and drawbacks of the disagreement and should think objectively before making decisions (De Bono, 1985).
Ministry of Justice Overview
The Ministry of Justice They help the English and Welsh people to keep control of their health and financial decisions by allowing loved and trusted attorneys to act on behalf of those who are unable to make their own decisions. The MOJ  is a part of the British Civil Service, which is a vital and important part of the government.
Integrity, honesty, objectivity, and impartiality are essential values of the civil service.

'Integrity' prioritises public duty over personal preferences.

Truth and transparency are what 'honesty' entails.

'Objectivity' is dependent on the direction and judgments to thoroughly investigate the facts.

'Impartiality' is always centered on the realities of the issue, which is beneficial to administrations of all persuasions.

These basic values help to keep the organisation going and ensure that the civil service reaches the highest possible standards. This enables the Civil Service to attract top talent.
Analysis of MOJ Core Values
The most serious criticism leveled at the Civil Service Core values is when these expectations of shared values are not viewed as being followed across the board and when colleagues are not shown to be following them. Empty principle announcements create pessimistic and divided staff, exclude clients, and tarnish management's credibility within that circumstance (Lencioni, 2002).
Nevertheless, organisational core principles have proven particularly important for many businesses in numerous sectors, including the civil service (Thomsen, 2004). According to Collins and Porras (1994), companies with common and universal core values are more profitable and capable than those with a general stock market pesence. At one point during my time at MOJ, a member of senior management would give weekly inspiring presentations about shared fundamental values. However, the senior manager was unapproachable and possessed an unpleasant personality. He was merely demotivating people to share basic principles and, in some cases, offending them by contradicting what he was preaching. As a result, the expected consequences are reversed.
The MOJ endeavours to avoid recruiting staff who are less flexible in adopting their core values; during the recruitment process they test if individuals’ values are aligned with those of the MOJ.
The Fiedler Contingency Model
Fred Fiedler, a scientist who studied leaders' attitudes and ideals, developed the Fiedler Contingency Model in the 1960s.
The model illustrates why there is no one-size-fits-all approach to leadership. Instead, a leader's performance is influenced by the situation. This outcome is the result of two factors: "leadership style" and "situational control."
This section of the report will critically assess Fiedler's contingency model to evaluate how individuals with varying beliefs, attitudes and values might interpret the Fiedler model theory differently.
[bookmark: _Toc89430709]Leadership Style
The first step in putting the model to work is to figure which leadership style is being used. Fiedler believed that the type of leadership is predetermined, and that the assessment may be done using the Least-Preferred Co-Worker (LPC) scale he developed; the least-Preferred Co-Worker Scale.
[image: ]
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Least-Preferred Co-Worker (LPC) scale (F.E. Fiedler. 1967).
The scale invites you to speak about the individual with whom you had the most difficulty. It may be someone with whom you've worked, trained, or attended school.
Then you pick how you feel about each facet for this person and add the points together. If your average score is high, you're more likely to be a relationship-focused leader. If your overall score is low, you'll be a task-oriented leader.
Task-based leaders are more likely to have a negative perspective of their LPCs, according to the model, which results in a lower score. They were labelled as low LPC leaders by Fiedler. Low LPCs, he claims, are incredibly successful at completing tasks. They assemble a team to expedite the completion of operations and objectives. However, the development of good connection relationships is a secondary concern.
Relationship-oriented leaders, on the other hand, are more likely to look favourably on their LPCs, giving them a higher grade. High-ranking LPC executives are more concerned with fostering positive working relationships and are adept at avoiding and resolving conflicts. Leaders with a high LPC score are better at making difficult decisions.
Within the MOJ the management in personal experience have been task based leaders. they achieve goals and meet productivity targets which is meeting the productivity needs of the organisation. However, staff morale is low find employees feel pressured a lot of the time. For this reason, the MOJ experiences a lot of high staff turnover. This incurs more costs in recruitment and retraining to find skilled employees. It also comes as a huge cost, in terms of losing experienced staff members.
High staff turnover could be reduced dramatically if more leaders within the MOJ were trained to be relationship orientated leaders. The behaviours demonstrated by a relationship orientated leader can develop a positive working environment, which the organisation can benefit from by means of staff retention.
[bookmark: _Toc89430710]Situational Favourableness
The next step is to determine the situation's "situational favourableness." Which is determined by the following variables:
Leader-Member Relations — This refers to how much the team trusts and believes in their leader. A leader who has more faith in and influence over his or her team is more desirable than one who does not. Positive attitudes towards staff can improve workplace relations. 
Task Structure - This refers to the type of work you conduct, whether it's simple and organised or unclear and unstructured. Unstructured activities are frowned upon, as are projects that the manager and boss are unfamiliar with. Within the MOJ the most pressure is felt when targets are raised; following the employment of a new senior manager, considerable tasks were added to our workload. The senior manager was then asked by the union leader to shadow an employee to see how many tasks he can complete during the day and monitor the average stats which can be achieved. The senior manager did this and reviewed and reduced the addition tasked added to our workload. 
The leaders willingness to cooperate and empathy was greatly appreciated and staff relations were more positive.
The Position of the Leader Power is the ability to lead a team and to reward or punish them. The more power you have, the more advantageous the position becomes. Fiedler considered power to be either strong or weak.
This table shows a division in all of the areas we've discussed: leadership partnership, mission structure, and the leader's role strength. The final column describes the type of leader Fiedler believes will be most effective in whatever the situation (Ennis, R. H. 1989).
[bookmark: _Toc89430711]Effective Leadership Styles
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Effective leadership styles (F.E. Fiedler. 1967). 
The most effective leader in a high productivity environment would be a low LPC scoring leader; who demonstrates a good relationship with employees, does not assert too much authority so that they are seen as approachable and the daily tasks are structured so that the targets which are achievable can be met (Ennis, R. H. 1985).  [image: ]
[bookmark: _Toc89430712]Criticisms of Fiedler’s Model
The lack of flexibility in the Fiedler Contingency Model has been criticised (The Contingency Model, 2017). Although our natural leadership style is established, Fiedler believed that changing the leader was the most effective means of dealing with difficulties. His model did not consider that managers could be flexible (Bailin, S. 2002).
[bookmark: _Toc89430713]The Red Critical Thinking Model
[image: ]
this section will evaluate Fiedler's management theory's effectiveness using the RED critical thinking model. The three keys to critical thinking are to recognise assumptions, evaluate arguments, and draw conclusions, according to the RED critical thinking model (Infante, D, 1982).
If a low LPC leader is in charge of a group with good relationships and unstructured duties, but is in a weak position, the model suggests that the ideal solution is to replace the leader with a high LPC leader, rather than asking the manager to utilise a new style of leadership.
There's also a risk with the Least Favored Co-worker Scale: if you get closer to the middle of the scale, it's possible that you won't know what sort of leader you are.
A manager may deliberately be dishonest with the LPC and may be the opposite of what they state. In this case a manager may be classed as a low-LPC manager, when they are good at establishing positive work relations (Abrami P. C, 2008).
[bookmark: _Toc89430714]Conclusion
Everybody possess' their own set of beliefs, values, and attitudes that are shaped from the start by how we are regarded and how we see the world. Family, friends, neighbourhood, culture, religion, and the experiences we have as children all have an impact on our own beliefs, attitudes, and values. 
As a manager, we must be aware of and prepared to observe ethical standards while engaging with employees and customers who hold diverse ideas, attitudes, and values. We must not impose our own set of values on our colleagues and consumers. Adapting management styles should also be accepted and regularly reviewed and updated; as management styles demonstrate an individuals beliefs, behaviours and attitudes, they can be influenced to create better working environments.
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(FE. Fiedler. 1967)

The scale encourages you to talk of the person with whom you had the least pleasure
working with. It could be anyone for whom you have worked, trained or been in education
with.

You then decide how you feel about each aspect for this individual and sum up the scores.
You are likely to be a relationship orientated leader if your average score is high. You would
be a task-oriented leader if your overall score is low.

The model notes that task-based leaders usually have more of a negative view of their
LPCs, which results in a lower score. Fiedler labelled them low LPC leaders. He said low
LPCs are extremely successful in fulfllng tasks. They assemble a team to complete
activities and initiatives rapidly. The creation of good relationship partnerships is a minor
priority.

Yet relationship-oriented leaders typically look more favourably at their LPCs, earning them
a better ranking. High LPC leaders are more focused on building good work relations and

are very skilled at avoiding and managing disputes. High LPC leaders are better at making
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Forinstance, imagine that you've just started working at a new company, replacing a much-
loved leader who recently retired. You're leading a team who views you with distrust (so your
Leader-Member Relations are poor). The task you're all doing together is well defined
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Pearson’s RED critical thinking model provides individuals with a framework for “thinking about their
thinking.” The RED model® is based on three keys of thinking critically. Each of the skills fits together in a
process that is both fluid and sequential.

RECOGNIZE ASSUMPTIONS
R ecognize Assumptions Itis deceptively easy to listen to a comment or presentation and assume the
information presented is true even though no evidence was given to back it
up. Noticing and questioning assumptions helps to reveal information gaps
Keys to or unfounded logic. We also need to examine assumptions from different

i s
CRITICAL valuate Arguments viewponts
THINKING EVALUATE ARGUMENTS
The art of evaluating arguments entails analyzing information objectively
and accurately, questioning the quality of supporting evidence, and
understanding how emotion influences the situation. Common barriers
include confirmation bias, or allowing emotions to get in the way of objective
evaluation.

raw Conclusions

DRAW CONCLUSIONS

Bringing diverse information together to arrive at conclusions that logically
follow from the available evidence is crucial when making a decision. People
who can do this are careful to inappropriately generalize beyond the
evidence and they can change their position when the evidence warrants
doing so. They are often characterized as having “good judgment.”
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