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1.Introduction 
This report will seek to critically assess the impact values, attitudes and beliefs on my behaviour as an employee of University of Wales Trinity Saint David (UWTSD). UWTSD is a higher education institution primarily located in South Wales with over 3,000 students. 
In a personal context our values, attitudes, and beliefs are at the core of our morals, influencing some of our most defining traits such as decision-making and our understanding of what is wrong and what is right. If we look at the value, attitude and behaviours hierarchy Kahle (1980) it’s a sequence that forms the adaptation of one’s personality. 
2.What are values? 
According to  Schwartz (1992) “Human values and their derived motivations are assumed to be reliable sources to describe and predict behaviour,” they are the beliefs that an individual regards to be paramount. As discussed by Halstead & Taylor (2000) values are the foundations of personal qualities, morals and views. Therefore, our qualities define our views and lead to the foundations of our personalities dictating how we act and respond to situations.
2.1 UWTSD; Values
In its role as an anchor institution within the community Dragicevic (2015), UWTSD work to enhance access to Higher Education in Wales and does this in a sustainable, coordinated and responsible way. Its values align to this and include;
Excellent Teaching 
The University promotes the delivery and quality of provision to students. Putting the learners first is of the utmost importance. 
Inclusivity 
UWTSD understands the importance of removing barriers and allowing its students to feel welcomed and supported throughout their educational journey. This extends to staff working culture, forming a partnership around support and inclusion. The University actively promotes a flexible workforce within the organisation.
Employability and creativity
Employable graduates are fundamental, entrepreneurial and creative skills to allow the student to develop and progress in their future career after studies. 
Collaboration 
Collaborating with others to provide opportunities and to strengthen key relationships in Wales. 
Sustainable development 
It is key that the University ensures sustainability is adopted through the organisation. The University must comply with Welsh Government strategies to ensure a greener Wales. 
The concept of global citizenship 
Working and developing outside of Wales and across multi-nations.
Wales and its distinctiveness
Enhance prosperity and commitment to Wales. The promotion of sustainability, skills and develop its resilience. 
As an individual, my values have evolved and developed over time and have been shaped by personal and professional experiences Tabellini (2008). Equality and diversity are values that I hold in high standing and are well documented as being a crucial part of a functioning society and a healthy workplace as substantiated by CIPD; 
Everyone stands to benefit when we embrace and value the diversity of thoughts, ideas and ways of working that people from different backgrounds, experiences and identities bring to an organisation. 
(Newman Steward 2018)

In UWTSD’s case the notion of equality is in many ways synonymous with valuing inclusivity. The organisation prides itself on removing the barriers to higher education that some groups in society experience. These include; institutional barriers, entry requirements, dispositional barriers, i.e., attitudes and situational barriers i.e. tuition fees, as explored by Smith (2018). 
The widening access programme at the University ensures everyone has an equal opportunity to study, addressing the stigma that to obtain a degree you must have a certain level of financial funds or education. To achieve this, the University offers a range of courses from degree apprenticeships to cert HE and traditional undergraduate degree courses, which allow the learner to enter at any level of education to pursue their future aspirations. UWTSD (2022)
As a marketing officer, a key purpose of the role is to create recruitment campaigns that are inclusive and relate to a diverse audience. This ensures that student recruitment strategies are relatable and relevant to all target audiences irrespective of their background or circumstances. This extends to ultimately promoting the brand in a way that reflects and promotes inclusivity at every level of the organisation. As an example; the marketing approach looking to target a more mature student audience would require different language, visuals, and overall tone of voice to targeting a traditional Welsh-speaking audience.  
A further mutually important value that I share with UWTSD is sustainability, a subject matter which has been explored and researched for several years but seems to have become more prolific and pertinent recently Thiele (2013). 
The sustainable approach is one that I adhere to (as far as possible) within my personal life but is one that is perhaps more difficult to embed into my day-to-day professional life. At a strategic level, the University must meet the needs of the current population without impeding the abilities of future generations to meet their own needs. This is in line with their statutory duty to make decisions in a sustainable way as a result of the Wellbeing of Future Generations (Wales) Act 2015. 
This has some implications on my workplace behaviour as staff are encouraged and reminded that resources should be used in a responsible way. Practically this translates to using less paper and utilising digital communication solutions to limit travel. However, more can be done through a top-down approach, creating a sense of collective purpose. Implementing sustainable initiatives and finding ways how to lower greenhouse gas emissions and carbon footprint at UWTSD will have a positive effect on employee engagement and the environment Borga Citterio Noci and Pizzurno (2009). 
This is supported by evidence that suggests that employees are motivated by more than only financial or environmental factors such as pay or office conditions. Many are intrinsically driven by the need to find a higher purpose Herzberg (cited in Furnham, Eracleous and Chamorro-Premuzic, 2009).

3. What are beliefs? 
A belief is what is thought to be valid and correct by the individual. As explained by Best and Mayerl (2013) our beliefs, along with values leads to the creation of our attitudes. Every human being is different, people will have different beliefs. However, some people will have beliefs that align with others; 
“Human beliefs and values is a valuable tool for understanding how social, political, economic and cultural attitudes differ from one society to another and how they are changing with economic and technological development.” 
Inglehart (2004)
Personally, equality and fairness are both something I believe to be very important, Johnson and Otto (2019). The University prides itself on being a fair and equal institute, as evidenced by the several varying awards won, voted for by students. UWTSD has won several awards including; first in the UK for courses and lecturers What Uni Choice Awards (2021). 
3.1 UWTSD; Beliefs 
UWTSD’s mission and Vision is transforming education; transforming lives. The University honestly believe that access to education can transform an individual’s life. This belief is underpinned and supported by the values previously stated. As an advocate for inclusive learning, its commitment to well-being and heritage, the University’s vision is to be a University for Wales as defined in the strategic plan UWTSD (2022). 
The University prides itself on being a flexible working organisation offering family-friendly policies, including part-time, full-time, job-share and term-time only working arrangements. This is positive and shows an organisational understanding that a work-life balance is integral to employees’ wellbeing Haider Jabeen and (2018). 
However, this could be extended to further reap the benefits for both the organisation and the employee. From personal experience, there is little consideration given to overtime which occurs in addition to the traditional 9-5pm during particularly busy periods. This adds pressure and stress on to already hard-working individuals who do their utmost for the organisation and are trying to balance their working life with their personal commitments. With this in mind, there is an argument that suggests that UWTSD would benefit from the adoption of a four-day working week. 
The premise of a four-day working week is becoming more prevalent and has been trialled by some early adopters. As mentioned by Jones, Business insider (2022) Oxford, Cambridge and Boston Universities are currently working on studies measuring the effectiveness of a four-day working week. 
The four-day working week is something that has long been discussed in the economic environment. Ashton (2019), states that in the 1960’s there were discussions around leading a healthier work-life balance with a progressive reduction in working hours. 
Iceland’s Journey to a four-day working week (Going Public, 2021) details the findings of a trial of a four-day working week, particularly focussing on the benefits for both the respective organisation and employees. This recent report provides evidence on output and employee wellbeing. The evidence shows that this can lead to increased productivity, enhanced wellbeing, the creation of further jobs in the industry and reduce carbon footprint. 
The success of these trials has now led to 86% of the Icelandic workforce working shorter or condensed hours (Going Public, 2021). The data shows staggering results in relation to employee productivity and service, working for fewer hours but producing the same or better outcome. The report also shows improvement in wellbeing, reduced stress levels, and increased overall health. This is substantiated by Shagvaliyeva and Yazdanifard (2014) who state that by improving employees’ work-life balance prompts happier and healthier staff, creating a more efficient organisation. 
New Zealand’s prime minister Jacinda Arden is an advocate for this form of flexible working. The video highlights the success and positive outcome of the four-day working week and the benefits to well-being and the economy (Arden, 2020). 
Furthermore, a recent report commissioned by Future Generations Commissioner for Wales (A Future Fit for Wales, 2022) highlighted the benefits of adopting this new way of working. The report outlines the feasibility and roadmap. Advantages included; increased jobs in Wales, reduced pressure on NHS staff, enhanced wellbeing and addressing ongoing mental health strains in the public sector. 
Whilst there is increasing evidence to suggest that adopting a four-day working week is beneficial for both the organisation and employee there are other factors to take into consideration with regards to increasing motivation. Herzberg (cited in Furnham, Eracleous and Chamorro-Premuzic, 2009) claimed that motivation is not directly affected by hygiene factors. In this case, it can be argued that the four-day week is a hygiene factor and would therefore make work more satisfactory or palatable to the employee but not necessarily motivate them. 
One of the main points to explore is that not all organisations can adopt the four-day working week. Adopting a four-day working week within the marketing team at a public sector organisation such as UWTSD would organically fit with the management style and working environment. To expand, the services we provide are not exclusively time-sensitive therefore it is not essential that every member of staff is in the office at the same time. This is evidenced by the successfully adopted flexible working arrangements already in place at the University. 
Some sectors and organisations will struggle to adopt a flexible working pattern, take the Construction sector as an example. Companies are procured to provide services i.e., build buildings in a certain time-frame therefore it is essential that all available staff work all the available hours to ensure that the work is completed on time, as explained in the video by Street (2009). Flexible working in other words, the level of flexibility that can be adopted is dependent on how the demand for services can be controlled. 
Another factor to consider is the cost implication of adopting this new way of working, with research indicating that it would cost around £1bn to introduce, as stated in the report commissioned by the Future Generations Commissioner for Wales (A Future Fit for Wales, 2022). This investment is a substantial amount of taxpayer money that arguably could be better spent elsewhere.
4. What are attitudes?
Attitudes are our feelings and thoughts towards something, as Eiser (1986) explains; trust or distrust and attraction or repulsion are forms of attitudes formed towards something. Attitudes are formed by our personal values which are based on individual beliefs;
Intentions, in turn, are influenced by the attitude toward performing the behaviour and the subjective norm. Attitude is the degree to which one has a positive versus a negative evaluation of the behaviour and is typically measured by a set of semantic differential scales. 
(Albaracin 2021)

Therefore, what is believed to be right or wrong will influence someone’s attitude towards a situation or environment. An attitude is a reaction to an individual’s principles that are valued, it is what guides you through life by making decisions. 
Working hard and seeing change as an opportunity are attitudes that resonate with me and have a significant effect on my behaviour in the workplace and dictate how I react to situations. 
4.1 UWTSD; Attitude
Attitude is something that is highly affected by the circumstances that an individual finds themselves in, this is in relation to the people around them and the surrounding environment. The visual in appendix 1, closely reflects how a period of change and uncertainty has affected both mine and the wider marketing team’s attitudes and behaviours within the workplace. 
A change in management is one of the most uncertain times for teams, if this change is not managed correctly, it can cause a negative change in team dynamics which in turn affects attitudes. As explained in Gleicher’s Formula (See appendix 2) people don’t like change, humans prefer routine, are creatures of habit and favour the status quo and change disrupts this pattern. 
Relationships with colleagues alter in response to the change in dynamic. Beerel (2009) explains that “New realities require us to give up, change or mediate our values and often change our priorities and behaviours”. In other words, change within a team leads to a new reality which forces individuals to change the way that they approach situations which arguably can result in a change in attitude. 
The marketing department has undergone several changes against the backdrop of a restructure, the uncertainty surrounding which was perceived in a largely negative way. However, it is claimed that change is an advantageous opportunity and results in a positive attitude and is directly related to the way that the change is perceived Beerel (2009). Beerel explains that change is about relevance, therefore if my job as a digital marketing officer changed then this could raise questions about the relevance of my role and its place within the team and the wider organisation. I would question the validity of my contribution. However, if we look at this in a different way, this change or transformation would provide me with an opportunity to learn substantiating the understanding that change is an opportunity. 
Understanding that the purpose of the restructure is to change old habits and introduce an efficient structure that will improve the output of the team is crucial. To expand, many high-profile organisations have undergone these changes, a notable example is the popular video streaming platform Netflix. Netflix made a significant change to shift its video mailing business in 1997 to a video streaming service. As explained by Kobiruzzaman (2021) this big change focused on the organisation’s relevance in the wider market, but it also explains how Netflix focused on changing the attitudes and behaviours of its employees. Much like the attitudes of the marketing team and as a marketing officer, the restructure and change in job roles was relevant to the performance of the team, however, changing behaviours and attitudes were crucial to being successful in doing so.
Conclusion
What I value dictates my attitude at work and towards the organisation. Values that align with UWTSD affect the behaviour in the workplace and towards the organisation. From these findings, it has also become clear that employees are increasingly driven by finding a higher purpose in their work rather than financial stability. Changes are key to keeping organisations relevant to the marketplace therefore change must be embraced and accepted, but how this is embraced within the organisation is dependent on the management approach. This will influence attitude, which results in behaviour.
5. Management at UWTSD

5.1 Values 
As a marketing officer, being valued in my role and wellbeing are both values I consider important Grant, Christianson and Price (2007). Being encouraged to develop and progress as an individual, strengthens the feeling of being valued for an employee. Encouraging wellbeing and a work life balance are elements that align with my values. This positive reinforcement leads to achievement and increases motivation within the marketing team and on a personal level, this drives performance Mayo (1930).
Individual managers at the University all have a distinct approach to managing their teams, owing to their personal attitudes, behaviours and values. However, generally, it is accepted that team members have their own responsibilities and are trusted to do their jobs to the best of their abilities. This lends itself well to the Y theory McGregor (1960) whereby a more relaxed approach is favoured over a ‘micro-management’ style. This is especially true for the marketing team from personal experience. 
UWTSD does not generally reflect an X style of management as it is not wholly driven by high demands and targets. The University has aims and objectives to achieve, however, these are not achieved through a controlled and closely supervised manner, they are more strategic in nature. As stated on the UWTSD website, the organisation leads with flexibility and a relaxed manner, ensuring that staff understand the working environment and their role in achieving the mission and vision. (UWTSD, 2022). 
Applying McGregor’s (1960) X and Y theory to the University allows the deduction that generally the management style adopted aligns closer with the Y theory. However, there are periods and circumstances where the X theory will be favoured, especially in times of high demand. Larsson, Vinberg and Wiklund (2007) explain how X theory is adopted in these high-pressure situations.  
The X theory from an employee perspective represents an environment where the employee is unmotivated in the workplace and takes a disliking to their job. This less favourable management style is applied at certain circumstances, such as tight deadlines. In order to complete a time sensitive task the style of management has changed to X with close supervision and extrinsic rewards introduced to motivate, Sahin (2012).
However, this culture causes a lack of ambition and inefficiency in the workplace and is therefore not often applied. The employee does not feel as though they contribute any value to the organisation, which is directly linked with a lack of responsibility. “With respect to people, this is a process of directing their efforts, motivating them, controlling their actions, modifying their behaviour to fit the needs of the organisation.” Maidment (1998)
5.2 Attitudes 
A ‘work hard’ attitude is one I value highly, it is also an attitude that is instilled in and is present within the marketing team. In line with the University’s vision and attitude of Transforming Education, Transforming Lives; employees are encouraged to develop their skills through continued professional development which urges them to work hard. This attitude of improving and developing oneself is visible throughout the organisation. This ensures that individuals continue to develop for their own personal benefit but also for the benefit of the organisation Irving and Williams (1999). 
‘Developing our People: We recognise the important role that learning and development plays in supporting our people to achieve success and to thrive at work. We have in place key development frameworks to support and enable our people as they progress through the different stages of their careers, including learning and teaching, leadership and management and digital skills. Our development programmes provide opportunities for our people to connect with colleagues, be coached or mentored, gain professional accreditations and recognition, and to work on projects that have organisational impacts. Join us and have access to a range of flexible learning opportunities that enable you to grow and develop at your own pace, and in ways that support your individual needs.’ UWTSD (2022)
A positive management style fosters a culture of positive attitudes within the workplace which results in increased productivity and job satisfaction. Hertzberg (1959) claims that some of the values that motivate employees are categorised as ‘hygiene’ factors that result in short term satisfaction. The marketing team recently underwent a restructure which led to positive changes including formalising responsibilities aligned with job roles and introducing progressions routes. These positive changes shifted attitudes and resulted in the increased motivation of myself and the wider team to work harder than before. The introduction of progression routes has especially driven myself and the wider team to seek developmental opportunities in order to position ourselves favourably to capitalise on these opportunities when they arise. 
Hertzberg notes that motives such as salary aren’t successors but simply a way of motivating employees on a short-term basis.  This can be linked to Maslow’s hierarchy of needs (1943) whereby “individuals follow a logical developmental route and are driven by conscious attitudes for achieving self-actualization” (Stoyanov 2017). Maslow’s hierarchy of needs (see appendix 3) shows how we are stimulated by our desires which result in our attitudes. 

5.3 Beliefs 
A work life balance is something that I believe to be very important. Having a healthy balance between work and personal life is key, Dhas (2015). Dhas states that demands at work increase stress, which in turn adds pressure to individuals in their personal lives. 
The University management style has a holistic approach to motivate employees which encourages a healthy work-life balance. This holistic approach is a key characteristic of the Z theory, Ouchi (1987). 
The success of this holistic approach is evident through the organisation’s high staff retention rate. I am personally aware of this, having worked with a number of colleagues that have been employees of the organisation for a number of years (some for more than 25 years). This is a further demonstration of the work conducted by Ouchi on the Z theory (1987), where he explains that employees stay on to work in their jobs for a longer period due to a sense of individual responsibility, increased job security, specialised career routes and consensual decision making. 
The University shows commitment to valuing its employees by respecting and recognising the significance of each employee’s role within the organisation. UWTSD shows this through incentives such as flexible working, incremental pay increases and rising annual leave in line with increasing years of service.
As a result of the covid -19 pandemic in 2020, the parameters of a work-life balance and flexible working were shifted. UWTSD among many other organisations were forced to adopt remote working which brought with it a change to management approaches. This new way of working was a big change for all employees including myself and although this was well received and adapted to, there were several disadvantages. The blurred boundaries of work and home life resulted in a poor work-life balance Okyuan and Began (2022). The accessibility to work emails and the increased availability of individuals to other colleagues through digital communication methods resulted in longer working hours, increased workload, and therefore increased stress for many. Managing this remotely and ensuring the wellbeing of staff became more of a challenge.
This links to Fiedler’s (1958) contingency theory, which states that the style of leadership adopted is dependent on the situation. It was particularly important in this instance for management to have a regard for emotional intelligence and utilising this to embed a culture where change is seen as a positive thing. This is explored by Goleman (2009). This extends to viewing team members as individuals and appreciating their differing values and attitudes Fullan (2020) whilst being empathetic and self-aware. This ultimately leads to achieving strategic goals and making the change a success.  
Conclusion 
The relevance of various management theories to organisations differs depending on a range of factors. The common thread of management success is dependent on how motivated their team is. At UWTSD the restructure and change in management has in my experience had a positive effect resulting in increased motivation. The level of motivation is dependent on the management style but also on the degree to which individual values align with the organisation. Therefore, to achieve optimum production a combination of the theories outlined is required. 
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