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Executive Summary
The purpose of this report is to analyze how people are a critical component at the workplace especially in sustaining long term plans of the organization's growth. The efforts that have been undertaken by the organization in shaping the beliefs, attitudes and values of employees have been highlighted in the report. The impacts of individual components of the employees have been evaluated both touching on the organization and the employees. Values and attitudes have been looked at in terms of them being negative and positive and how these influence the other employees in carrying out their tasks at the workplace. How the three components affect, the relationship of the organization with clients has also been explored since it significantly contributes to the excellence and success of the business among others in the industry. The human relation theory has been examined in depth and some of the concepts related to the employees at workplaces in the modern organization. 
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Introduction
Workplaces in modern times are not the simple places that ran on a single philosophy that focused on one area of expertise. But instead, workplaces have diversified their focus on a variety of brands and sectors that are simultaneous. As such the workplaces encompass a composition of a vast network of knowledge, skills, and experience across the organization and mold it into forms that are different with the aim of making them t fit into the immediate surrounding environment. Organizations have been witnessed facing numerous challenges in aspects such as growth and competitions from other companies in the same industry. This, in turn, has necessitated them to be agile and aggressive in the fast-moving global economy especially in the finding of the best talents for the organization. Workplaces, whose main composition is the human being, are characterized by people with different values, beliefs, and attitudes that have been individually developed in the course of their lives. Diversity has been established to influence significantly the values, ideas, and attitudes that are exhibited by employees at the workplaces. To take care of others the above, some companies have been witnessed to apply some management theories at the workplaces such as the human relations theory by Elton Mayo and the Stephen Covey management theory. 



























Main Findings
Values, beliefs, and attitudes as established in the study carried, have significant impacts on the workplaces in organizations. This was attributed to the free interaction of individuals at the workplaces that facilitated diffusion of these particular aspects among employees. The three aspects changed between individuals as the employees tried to establish a uniform culture in the workplace. The changes incorporated all the elements from the diverse individuals in a bid to shape the culture into a uniform one. The creation of a new culture based on individual beliefs, values, and attitudes was also found to be necessary because of teamwork (Lyons & Kuron 2014, p.147). Teamwork was a requirement that was practiced by every organization in the execution of some activities by its employees that were beyond a single individual’s head. 
Values and Beliefs at the Workplace
Every organization was found to have its workplace values that are quite different from those of other companies. While the companies can’t make sure that each employee’s values are aligned entirely to those outlined by the organization, some tried to hire people with benefits that tried to fit in the company’s (Schute et al., 2014, p.137). Principles that guided the employees on how to go about with their tasks at the workplaces were attributed to the values that they exhibited. As such, the benefits helped them to decide between what was right and what was wrong to make the correct career decisions according to (Blok et al., 2015, p.64). Interviewed employees in the study confirmed that indeed most of the workers do not recognize their values and beliefs until the time they come to interact with their colleagues at the workplace. For instance, working with another employee from another country might be quite challenging. However, due to variations in the national cultures, there is now the existence of different beliefs and values possessed by the two individuals. 
The Choice of Adapting
The research conducted projected that individuals at the workplace can either be self or community oriented in the sense that one could change their beliefs or values basing on their decision or under the influence of other people. In respect to the analysis, for example, the research found that the French-derived their values and beliefs from their country or their country. The Japanese identified their vales with the corporation they worked for, and lastly, the Irish identified their beliefs and values with the Roman Catholic Church. According to (Aruna et al., 2015, p.94) the above implies that when employees from these countries met at a workplace of the organization they would interact and diffuse their cultures and beliefs to the point that they deem themselves to have created a uniform culture with shared values and beliefs that they will subscribe to. 
However, despite the above experiment, it was discovered that individual values and beliefs did not change when one was exposed to a group which had shared values and views at the workplace. What happened is that the individual adopted his values and beliefs to those of the group. One could remain authentic to his values and opinions in the long run, but he or she could slowly learn to fit in through a win-win situation for both the parties (Steingold., 2017, p.54). The side effect of adapting to the workplaces values and beliefs is that the individual lost part of his or her original values and beliefs. The situation makes it look like it is survival for the fittest.  
Building understanding
Another impact that is exhibited by differences in values and beliefs at the workplaces is understanding. Creation of a culture that is successful with people from diverse backgrounds usually requires extra efforts that encompass trust and commitment. Organizations were advised to be in connection with what was essential to the majority of the employees at the workplace rather that only considering a few (Bryson et al., 2017, p.1026). Understanding among the employees at the workplaces meant that the company had to find how individuals from different background shared information among themselves, the intensity and the limits within which people trusted the values and beliefs of other people, how each one treated the art of interaction at the workplace, and the ease with which individuals followed instructions from the management (Gupta et al.,2014, p.85). Trust and commitment to the values and beliefs across the different cultures implied that employees had to be motivated, develop a cultural understanding by knowing their values and beliefs besides those of their colleagues. 
Attitudes at the Workplace
Business employees were witnessed to evaluate the attitudes of employees’ before their put them to relevant positions. This was because; either a negative or a positive attitude played a role in influencing the performance and productivity of the workers. The worker's attitudes also affected those that were around them. Among the impacts that attitude as on the workplaces include
Engagement
Engagement is a factor that is subject to the attitude of the employee. Employees that have a negative attitude at the workplace are associated with quickly quitting the job. This is because they diverge less energy into the role and accomplish the least amount of work possible as compared to other workers that have a positive attitude (Wells et al., 2016, p.68). The lack of concern and disconnection for the workplace became costly to the employer in terms of low productivity levels by the workers (Barry., 2016, p.76). To those employees that had the same competencies; skills and knowledge were very productive because they had a positive attitude at the workplace leading to the success of the company. 
Retention
Employees felt more or less committed to the job based on their attitudes towards the workplace. As such, they generally had negative outlooks at the work situation developing no reason to invest in the future of the company according to (Anderson et al., 2017, p.253). They, therefore, left the organizations at their own time as others waiting for the time they will be fired. The above could result in high employee turnover which could then be translated into significant costs to the organizations in several ways such as incurring of training costs to the remaining population, hiring of other resources and some work left undone (Haslam., 2014, p.214). On the other hand, employees that developed a positive attitude at the workplaces were associated with a sense of commitment to executing their tasks and staying for a long time. This contributed to the lowering of the turnover rate and costs through the increase of productivity. 
Work Environment
Workplace attitudes were very infectious and were easily be transferred to other workers within the same system. The transferable attitudes could either be positive or negative depending on the influencing person. An attitude that decreased the trust and goodwill of any member of the workplace negatively influenced the collaboration and teamwork that was there before and in turn lower the productivity of the employees as suggested by (Keskes., 2014, p.10). A social environment that was negative played some part in isolating individual employees through the creation of incentives that elicited the avoidance and withdrawal from the organization.
On the contrary, positive attitudes contributed to better interactions and collaborations that were more productive and pleasant. The social atmosphere was so encouraging resulting in good attitudes that were adopted by other workers (Inglehart., 2015, p.97). The above created incentives that aided in building teamwork. Teamwork as such enhanced a sense of belonging together emotional investment that was translated to the success of those organizations. 
Interaction with the clients
Most of the organizations do not call for the need of employees to interact with the customers. However, for those organizations whose employees interacted with the customers, attitude played a significant role in the activity. The attitude was cited to be a good predictor of the satisfaction that was derived by the customers from the interaction according to (Ko et al., 2014, p.179). It was also confirmed that the employees that did not directly interact with the clients to some extent influenced the level of care that was advanced to the customers. For those that explicitly exhibited a negative attitude to the customers, they seemed to withdraw and disengage as they showed lack of concern for their needs from the organization according to (Salas et al., 2015, p.607). Organizations that had employees who showed customers a positive attitude resulted in engagement in the emotions of the two parties, courtesy ad real concern achieving the satisfaction of the customers. 
In general, a positive attitude had the capability of engaging employees in the workplace. The attitude led to optimism alterations that enhanced the promotion of growth of the organizations and their progress. Communication and teamwork were also strengthened accompanied by increased morale and productivity (Ertas., 2015, p.417). People thrived well at the workplaces when they were surrounded by positive attitudes as it impelled them to achieve extra and take responsibility for the results. On the other hand, people with negative attitudes were challenging to work with as they drained the positive attitudes and ideas during certain occasions such as brainstorming (Young et al., 2015, p.694). Negative attitude derailed the growth of the company and its development as people feared or rather refused to share ideas because of the negativity. 
The Human Relations Theory – Elton Mayo & Red Model
Management of people at the workplace was of essence even after the industrial revolution where machines were made more valuable than humans. This was because, despite the use of machines and technology in the workplace, people were needed to operate them. In the research to evaluate the use of the human relations theory of management by Elton Mayo, Using the Pearson’s the RED model of critical thinking. The model involved recognition of the assumption that was at the workplaces as experienced by employees together with their effects on the organization. The facts were separated from fiction as it involved mostly the collection of hard and tangible evidence from the workplaces. Secondly, the information and data that was collected at the workplaces about the theory were critically evaluated to aid in the analysis of the organization. 
Examination and evaluation of this information and data received remained objective to the impact of values, beliefs, and attitudes of employees at the workplace and unemotionally influenced by the researchers according to (Becton et al., 2014, p.179). The RED model was used because it incorporates complex concepts in the workplace besides the superficial understanding of the workers behaviors towards each other and the surrounding environment. The Red model of critical thinking included the definition of the raw materials that underlie the fundamental competencies of the workplace like solving of the problems between the workmates, the making of decisions by the managers, planning of the company through potential forecasts, and the management of he risks. In respect to the RED model, essential steps were adhered to in a bid to lead to effective results. These were first the recognition of the assumptions that were made through an individual thinking with clarity and precision. Secondly, the team evaluated the arguments that were posed in the study through analysis of the objections.  Lastly, conclusions were drawn from the analysis of the information to facilitate coming up with decisions and strategies that could aid in the success of the firm through the employees at the workplace. 
In the workplace the employees were also mandated to uplift each other in all aspects. This was achieved through offering guidance so that every worker becomes effective especially in the modern generation where innovative strategies are being incorporated in every workplace. Some organizations have applied the Covey model which highlights seven important habits that should be exhibited by an employee in the workplace. The workers are required to be proactive in the sense that they have to maintain high productivity at the workplace. This is enhanced by the presence of other workers rather than if one could be working alone. Secondly, the workers are to think of the future rather than the past and the present. It aids in achieving the goals and objectives that have been set by the company. Thirdly, things that have to be achieved first have to come on top of the least of the workers. The priorities have to be set by the management to ensure logical achievement of the company’s projects. 
The management Theory – Stephen Covey
Covey projects that it is the responsibility of the company to consider the desire of the employees in respect to the employees input in the company’s success. The situation has to be a win-win situation. The theory of Covey first requires that the worker understands his fellow workers and the surrounding environment before he is understood in return. This helps in creation of knowledge of what ought to be done in the workplace. The workers are also to synergize among themselves so as to enhance creative cooperation in the place of work. Lastly, Covey advocates that workers should develop though learning of new trends that emerge at the workplace. The above is facilitated through regular training and development through the help of the company or themselves. 
The research was inclined towards the human relations theory of management whereby it investigated the values, beliefs, and attitudes of workers with respect to labor productivity. According to the study, conclusions of varied nature were made.
Personal Attention
It was found out that giving particular attention to the workers by the management resulted in improved performances in the workplaces by the employees in respect to Elton Mayo’s theory of human relations. For the companies that isolated their workers at certain times and recognized their input and efforts in the productivity part of the organization seemed to put in more efforts in their work performances. The above was supplemented by regular checkups and visiting by the senior employees of the firms. It made the employees feel more special and wanted by the management. The personal attention thus stimulated the individuals changing their attitudes towards working hard together and giving their all to the organization in a bid to achieve its goals and objectives (Demirtas et al., 2015, p.64). Another aspect of human relations theory on management that was portrayed by the study is the collaboration in an informal group. However, this touched much on the values, beliefs, and attitudes of workers in the workplace in the sense that they had to establish those common aspects before enhancing collaboration and teamwork (Lu & Gursoy., 2016, p.231). Establishment of uniformity in the three dimensions was established to contribute significantly to a sense of belonging among the workers which led to minimization of conflicts with the managers who in most cases only focused on the reduction of the cost of production and efficiency. 
Just like the projections of the human relations theory by Elton Mayo, it was found that despite the differences in the values, beliefs, and attitudes of individual employees at the workplace, they must be seen as members of the whole group at the workplace especially by the management. This aids in the creation of a positive culture that can accommodate their differences that were influenced in the later days by those of the group to change for the suitability of the company. Secondly, managers were to seriously put into consideration the social needs of the workers that incorporated their values, beliefs, and attitudes into the informal groups in the caring for their social needs (Lu et al., 2019, p. 18). This was reflected in increased productivity by the employees. The power of the informal group in the influencing of values, beliefs, and attitudes of an individual in the workplace was found to be very strong. It was, therefore, a requirement that managers of the organization consider developing and shaping the values, beliefs, and attitudes of the employees to those that would suit the operations of the organization which depended on the nature of the business that the organization engaged in (Bratton & Gold., 2017, p.59). Salaries and healthful working conditions that were provided by the organizations were found to be of less importance to employees. This was substituted by enhancing a sense of belonging among them by the company in a way that could accommodate their values, beliefs, and attitudes. 
Labour Motivation
Just like personal attention, labour motivation of the workers at the workplace contributed significantly to the improved performances and completely enhanced new perspectives among the employees. Employees that shared common values, beliefs, and attitudes were found to be naturally motivated in carrying out their duties and responsibilities as compared to those whose values, beliefs, and attitudes did not fit into each other (Pinder., 2014, p.183). However, the motivation took into consideration that every worker was unique and therefore unpredictable regarding incorporation of changes to the three aspects courtesy of his or her immediate surrounding. For the firms that embraced diversity in their workplaces, they confirmed that in general, the behavior of individuals was complex and dynamic to be fully understood by the management (Dastmalchian et al., 2014, p.138). To take care for the uncertainties that could result from the above, it was therefore essential for the management to go ahead and recognize the employees’ personal motivations about his colleagues that could enhance a balanced workplace.
Organizations in which the study was conducted revealed that several reasons were attributed to the performance and productivity of the employees about the human relations theory of management. The companies treated employees in a way that regarded work as a routine task just as claimed by the theory. This was achieved through influencing the employees’ attitudes, beliefs, and values especially for those who took it seriously to the point of becoming frustrated. The culture of the organizations was also one that encouraged teamwork and collaboration among the employees according to (Dubin, 2017, p.115)As such, the culture facilitated sharing of ideas and opinions freely in a bid to achieve the organization's goals and objectives as stipulated by the company. In respect to the behaviors of the employees at the workplace, a common culture aided in employees empowering themselves, making innovations and inventions due to availability of a variety of ideas and knowledge according to (Mezirow., 2018, p.124). The employees could also make independent decisions that could be handled by any of the other employees at the workplace. 
Employees exhibiting common values, beliefs, and attitudes made it easy for the organization to adopt such things as training them on the values of the company and developing their skills and knowledge that will make them productive at the workplace. In a bid to increase their capability at the workplace, the management had to increase their freedom and liberty, especially at the workplace through maximum interaction with every employee (Cascio., 2015, p.217). This enhanced the exchange and transfer of values and beliefs between the workers to the benefit of both the organizations and the employees (Murtaza et al., 2016, p.327). Another factor that contributed to the better performance of workers at the workplace is the recognition of their efforts which was rewarded by the management. Rewarding was based on the individual performance that was in line with the competitiveness that was caused by all the other workers at the workplace. 













Conclusion 
The management of organizations has to bear in mind those values, attitudes, and beliefs cannot be separated or instead measured by size of space. However, the values and attitudes are created from the interaction by the immediate surrounding, in this case, the employees at the workplace. If the employees do not adhere to the values that have been created by the organization or those values and attitudes created by the organization are not in line with those exhibited by the employees, the organization might collapse or instead not be successful as it ought to be. Positive attitudes and values take quite some time to be created and coordinated within a system. As it has been seen though the studies conducted, the organization is responsible for providing the framework, fill in the details and ensure that the employees live by the values and beliefs that guide their everyday performance and making of decisions. 
Values, attitudes, and beliefs are positive while others are negative. As such, it has always been the requirement of any organization especially one that has embraced diversity to come up with strategies. The strategies have to be employed in controlling the three aspects of the employees and harness them for the benefit of both the employees and the organization at large. The differences in values, attitudes and, beliefs also provided a ground for judgment of other peoples’ behaviors that are based on their cultural norms in respect to the lens that others saw them through. Having trust and commitment enhanced the creation of a common ground for organizations and its employees which freely facilitated the transfer and adoption of new values and beliefs. Having a workplace with uniform values, positive attitudes, and beliefs, has been attributed to the more effective recruitment process, there is also increased workers retention and absorption, there is the motivation of existing employees, and lastly, creation of a competitive advantage over the other organization in the same industry.
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