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Introduction

In the current context of organizational psychology and management studies, the concern is the beliefs, attitudes, and values that shape workplace style, which is a key area of study. 
Knowledge of these factors not only creates an environment where individual actions can be examined but also affects the organization's functioning and performance. The paper focuses on three aspects of behaviours, namely values, beliefs, and attitudes in the workplace, followed by an examination of a theory that is related and the link of this theory to the pathway of behaviours.
Such psychological constructs as beliefs, attitudes, and values are fundamental in psychology, being the cornerstones of the decision-making processes and the fundamentals of office or workforce relations. Focusing on the minute details of these factors creates opportunities to broaden understanding of what really drives employees and what they seek to achieve, as well as to determine what could be the main factors of disagreements (Akanji et al., 2020, pg. 710).
The value of this research could be in helping the organization design its strategies regarding employees, keeping them motivated, and also having a good organizational culture that will boost the performance of the organization in general. By understanding the inherent connection between an individual's underlying beliefs, attitudes, and values and the collective outcomes driving working environment dynamics, organizations can focus specific interventions and initiatives to yield proper work environments for the promotion of employee well-being and organizational success.
The purpose of this report is to critically examine beliefs, attitudes, and values as they relate to personal work behaviours, exploring how they emerge in real life at work and their impact on organizational outcomes (Akanji et al., 2020, pg. 710). Moreover, it will highlight a certain management theory which will help to bring into the picture what theoretical frameworks can do to shape the minds of individuals. It will also describe the different beliefs, values, and attitudes within the organization. In this in-depth investigation, this research presents as a part of the already-known corpus of organizational psychology and management jobs. It offers practical guidance along with recommendations for ensuring a successful environment while productivity and growth can now be stimulated.
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To the end of clarifying the differences between beliefs, attitudes, and values, which, in turn, determine how people behave and make decisions, you should look into the factors of workplace psychology that are most relevant.
Beliefs: At work, beliefs are the individual ideas on some specific issues, like positive or negative thoughts, agreement or disagreement with particular notions, ideologies or proofs. These can be from the thinking abilities of oneself, the organization's purpose, and interpersonal communication among people. For example, the staff member may endorse a given solving technique by way of this or that experience or training.
When it comes to beliefs in the workplace, they can be a product of a mix of personal experiences, organizational lifestyle, and professional training. They channel the perspectives of the self to the self's roles, responsibilities, and environment within a broader organizational context. Ideas may act as levers that can affect behaviours through multiple aspects, such as task priority, propensity risk-taking, and style of collaboration. For example, a person who thinks highly of autonomy and only works when they have large projects on their own may find it challenging to work in teams (Héliot et al., 2020, pg 160).
Attitudes: The emotions or opinions about the things that exist in the office, like objects, the people, and even the events, are the work attitude. The evaluative comments can be both positive and negative and cash in for a good or bad impact on our behaviours. This public attitude could be a good indicator of the employee's cooperative teamwork. Their attitude towards it will be reflected in their level of co-working with others.
Workplace outlook is formulated by a number of aspects, such as personal knowledge gained, organizational guidelines, and social norms. It is through them that employees learn to be engaged in their roles, have job satisfaction, and develop better relationships with those around them—the positive feeling towards tasks, colleagues, and the company results in the rise of motivation and commitment. On the opposite side, a negative attitude, which includes cynicism or disengagement, can decrease productivity and motivation.
Values: Values are the logical set of enduring norms which determine behaviour and decision-making processes. They are what the society of a country or organization values and puts forward as markers or guidelines by which to work. One of the things that an employee may demonstrate is a value for integrity, which empowers them to act ethically in challenging situations.
In the workplace, certain moral principles tend to take on a lifelong significance; these guide the decisions, the interests and the resultant conduct of the individuals. They are instrumental in guiding staff on moral issues and play a significant role in defining an organizations culture. Shared values that were amongst the personnel within an organization promote connivance, trust, and agreement. On the contrary, values conflicts between the individual and the organization may result in dissatisfaction, disengagement, and reverting to the previous job. The workplace is a mixture of these three components that interact dynamically and form behavior (Héliot et al., 2020, pg 160). For example, the employee's conviction that punctuality is a necessity and that they have a positive approach towards the organization's goals and professionalism might be exhibited by arriving on time for different meetings and deadlines. Learning these intricacies is going to be essential for organizations in order to provide an environment in which workers can work correctly. Thereby increasing the engagement and satisfaction of the employees. This means the recognition of the roles that the beliefs, attitudes, and values in this can enhance the objectives of organizational goals can be achieved by comparing the person's behaviours to the organizational goals and values through promoting consistency between the values of employees and the company; organizations can increase employee motivation, productivity, and entire performance.
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Cognizance of individual differences, such as views, mission, and values, is the center of a person's behaviours within the working playground, as it is the variable that determines how an individual will perceive, comprehend and respond to situations being observed or those he or they might be in. Gaining knowledge of the most complex correlation between these two psychological components contributes to a better handling of the functioning relationships in the workplace and organizational culture (Uddin et al., 2021).
Beliefs: The perception of these basic values that the individual has in place forms the core of their belief system, which can be assumptions, beliefs, or convictions about certain ideas, viewpoints, or propositions. Those ideas are often motivated by past events, studies, culture, having, and personal beliefs (Héliot et al., 2020, pg 160). Within the work sphere, the views are strongly linked to managing processes of decision-making, task prioritization, and novel solutions to emergent problems. For instance, a person who knows the significance of innovation will spend much of their time searching for new ideas and solutions, which would teach a trend of creativity in the firm. On the other side of the coin are those with rigid mindsets who keep their abilities fixed; such people tend to be very conservative and do not like new changes.
Attitudes: Organizational attitudes, as the name implies, incorporate employee's stances or sentiments in terms of the constant objects, people, and ideas within the organizational framework. Attitudes can be positive, negative, or neutral, and they influence the way people relate to their coworkers, the level of engagement, and job satisfaction (Ali et al., 2020). Organizational culture, characterized by viewpoints that are positive towards different workplace responsibilities, colleagues and the organization in general, brings about an increase in motivation and commitment, leading to a productive work environment. On the one hand, people with a generally positive attitude, for example, optimism or positive outcomes, show higher productivity, harmonious relationships and involvement. Moreover, adverse attitudes towards authority may result in individuals challenging authority's orders, and that is among the reasons against accomplishing organizational initiatives. Let's look at additional instances to see how management theories affect perspectives, attitudes, and values, which shape workplace behavior:


1. Ideas: Safety culture example: Workers at a construction company that values safety may desire to follow safety guidelines. Management that promotes safety training and encourages safe behavior will make people believe it daily. Workers who believe in safety are more likely to obey the regulations, reducing workplace accidents.
Innovation and Creativity: Tech firms that emphasize innovation encourage employees to be creative and attempt new things. When managers support this belief with R&D laboratories or innovation hubs, employees are more likely to try new things, which can lead to innovative products and services.
           2. Attitudes: Customer service: Store owners need people who can make consumers happy. If managers reward exceptional customer service, staff would likely seek solutions to client issues, boosting corporate reputation and loyalty.
cooperation: In locations that emphasize cooperation, managers can boost collaboration by hosting activities and encouraging open communication. Because of this, the workplace is more unified and people are more motivated to contribute.
               3. Values: Sustainability and Environmental Responsibility: Sustainable companies train their staff environmental stewardship. Management that uses green methods or invests in long-lasting resources encourages employees to respect and act environmentally friendly.
Diversity and Inclusion: Companies that value diversity and inclusion may offer classes and training. If management actively promotes inclusiveness by recruiting people from diverse backgrounds, this value shows in employees' attitudes and behaviors, making the workplace more inviting and productive.
Management theories affect:
Looking Back at Scientific Management Theory: Look at a facility that improves assembly lines using Taylor's concepts. This may increase output, but newer interpretations include worker input and ergonomic methods to keep workers happy and healthy. This blends traditional and human-centered techniques.
              Service industry human relations theory: In hospitality, Mayo's ideals about customer service and happy staff can provide for a pleasant workplace and pleased customers. Managers that care about their employees' health and happiness have loyal, committed colleagues who go above and beyond for consumers.
             
Transformational leadership in startups: In fast-paced companies, leaders who inspire and drive their team can establish an open-minded and adaptable environment. These leaders can help their organizations adapt and succeed in competitive markets by providing clear goals and encouraging employee input.
             Contingency Theory in Multinational firms: The contingency theory lets multinational firms adapt their management and business strategies to changing markets and situations. Market-specific approaches based on local cultures and behaviour can boost performance and flexibility.
            Understanding and using these examples can help companies influence employee behavior, beliefs, and values. This will produce a workplace that promotes productivity, happiness, and health.
            Finally, how someone's beliefs, attitudes, and values combine with management theories affects their work behavior, which affects the organization's performance and culture. Understanding and applying these psychological concepts can make your staff happier, more productive, and help your company succeed.

Ideas for action:
Promote a good workplace:

Companies should foster open communication, teamwork, and respect in the workplace. Make employees feel respected and heard, encourage teamwork, and use management approaches that promote positive behavior and attitudes.
Align personal and organizational values:
The organization should align its values with its employees'. This is easier if the organization's goals and values are clear, workers are involved in decision-making, and honesty, respect, and sustainability policies are in place.




Values: Values are the enduring principles that guide people's behaviours and decision-making processes, and they define who they are and what is important or valuable to them. In practice, values play the role of code in ethical conduct, the interaction of people, and shaping the culture of the workplace. The values of an individual form their ideals, tastes, and reactions and sensitivities regarding ethical matters and organizational policies. Shared values among employees within the organization are one of the backbones for the coordination of many moving parts, as it fosters trust, along with purpose alignment. On the other hand, as individuals struggle to align their value systems with the organizational ones, they may encounter dissatisfaction, disenchantment, and resignation. For example, if the employee values work-life balance and feels a conflict with company policies that put back the long hours and overtime first, that will be an example of a high level of stress (Héliot et al., 2020, pg 160).
The influence of beliefs, attitudes, and values, and how they affect workplace behaviours are just as ambiguous and dynamic; the more we touch one aspect of behaviour, the more others are involved in creating relationships among themselves. Attitudes are shaped by the beliefs that provide people with guidance for themselves, their colleagues and work institutions. Believing in self and believing that there are possibilities of expanding one's capabilities can breathe life into a goal-oriented and a learning-oriented attitude towards challenges and learning. In comparison, passive thinking or self-doubt may cultivate a quitting attitude and thwart career advancement.
Also, beliefs can influence attitudes as people may have preconceived opinions or individual incidents that affect how people look at things. For example, a person who holds a positive place for constructive teamwork in their head is more likely to see the efforts of joint work as beneficial and, in the case of successful promotion. Contrary to this view, individuals with negative perceptions may look at teamwork as a hurdle that is indefinite, unproductive or reinforcing the notions about the superiority of individual effort rather than collective one. The value system plays an outstanding role in the foundation of the beliefs and principles, as well as the moral compass, which gives a direction on matters of perception and action. When the individual values of employees align with organizational values, it goes without saying that they are more likely to exhibit behaviours that lead to organizational achievements, like integrity, accountability, and teamwork.
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Management theories find their application in a wide range of issues, such as the design of organizational structures as well as the elaboration of practices and procedures, thereby affecting employees' mental constructs and patterns of thinking and feeling that are connected to the workplace context. The review of a number of management theories will provide us with the ability to understand what makes employees responsive to certain management styles and which have more positive effects on business culture.
One of the most significant management theories that might help uncover the influence of an organization on the employee's beliefs, attitudes, and values is the Scientific Management Theory, which came from the mind of Frederick Taylor (Akanji et al., 2020, pg. 710). According to this standpoint, procedures must be optimized, standardized, and specialized in order to boost performance and prevent lost time and money. Notably, empirical scientific management of managers in daily practice often goes with highly detailed work rules and strict types of management. In accordance with the agency theory code of beliefs, employees may hold to a balanced view of task effectiveness and efficiency, thus the emphasis on the application of already set out procedures and plans. Nevertheless, the way of thinking toward work may become technocratic and task-oriented, which could cause workers to be bored and detached. The values linked to scientific management may give priority to productivity and the economy but are usually detrimental to employees who feel undervalued. This feeds conflict between personal needs and organizational goals (Ali et al., 2020).
On the other hand, the Human Relations Theory, which Elton Mayo popularized, focuses on antihuman relations, job satisfaction, and motivation. Such elements are required to attain organizational goals. Humanization: This approach may be defined as it points to various psychological and social factors. Consequently, improvements in the well-being of the employee are evident in the form of high job satisfaction and work productivity. Human-resource management ideally creates an open-minded dialogue, sharing of decision-making responsibilities and leadership styles that are quite flexible and supportive. According to this paradigm, employees' underlying assumptions could be that the contribution of relationships, open discussions, and employee empowerment is the most necessary. Attitudes towards labor may come off as positive if a new approach is taken with a thought to workers' desire for professional satisfaction (Byza et al., 2019). Humanization of human relations management values emphasizes the employees' well-being, teamwork, and inclusion, which are in line with the organization's objective of creating a supportive and inclusive working environment.
Further, the Contingency Theory emphasizes a contingent approach where the particular context and situation of the organization determines management practices. This theory stresses the fact that management is not a universal remedy developed for all problems, and therefore, it has to be customized for any organization depending on its peculiarities and hardships. When it comes to implementation, the bottom line of contingency theory calls for flexibility, adaptability, and reactiveness towards different events. Under the belief theory, employees may be highlighting the roles of watchfulness, problem-solving, and flexibility to surmount latitudinal and uncertain work environments. The typical worldview to work may not be static and stand firm for novel ideas and uncertain conditions, as the different climate requires different techniques. The values that are linked to contingency theory center on agility, innovation, and continuous improvement, which are compatible with organizational goals of staying competitive and adaptable in fluid conditions. Contingency Theory recommends flexible management practices that may be altered to match each situation in the ever-changing workplace. 
To capitalize on opportunities and challenges,you must be able to modify your leadership, organization, and problem-solving. Promote continuous learning: Companies should invest in employee training. This can be done by offering professional growth, training on new technology and processes, and encouraging creativity and ingenuity. This strategy boosts employee abilities and motivation. Promote ethical leadership and CSR:Leadership should prioritize ethics and social responsibility.        
Leaders may develop trust and respect by teaching employees honesty and responsibility through good behavior.Social responsibility can also boost the company's image and provide employees a sense of purpose.Businesses may create a healthy, productive, and highperforming workplace by concentrating on these areas.Understanding and applying the relationship between beliefs, attitudes, and values in management theories can create a harmonious and effective workplace culture. 

The transformational theory of leadership is the other one that points out the importance of inspiration and motivation through the realization of the team members at greater levels of functioning due to trusting relations, vision, and empowerment (Akanji et al., 2020, pg. 710). According to this doctrine, such a leader should have a strong sense of vision, treat each employee differently, and provide the necessary level of intellectual stimulation in the organization. Transformational leaders influence employees to be selfless and work together toward the common agenda, and the result would be improved levels of participation and commitment. Staff's perspectives stem from this conceptual structure, which includes an appreciation of transformational leadership, constant self-improvement, and empowerment. Emotional disposition will become more progressive, and there will be a presence of purpose along with alignment with organizational goals. Values attributed to transformational leadership revolve around the core of ethical leadership, credibility, and organizational vision that develop a culture of trust, innovation, and continuous improvement.
[bookmark: _Toc161308325]Conclusion and Recommendation:
In conclusion, it becomes clear that management theories and employees' belief systems, attitudes, and values work in tandem, emphasizing the importance of properly harnessing organizational dynamics to create a productive workplace. As I peer into these instances, I discover that management doctrines such as contingency theory and transformation, pg.71al leadership theory play a significant role in the way an establishment is operated, the grooming of leadership, and the employees' journey.
Through this contingency approach to management, organizations can develop strategic and operational plans that will suit the situation at hand and the organization's environment and consequently mold the employees' attitudes, values and beliefs to match the organizational goals. Transformation management like this further inculcates inspirational, innovative, as well as ethical culture, which, in turn, internalizes virtues within the employees that result in a successful and stable organization.
Besides, the influence of management theories is not confined to individual behaviour attributes but also involves organizational cultures and climates. The rules and principles that an entity adopts, whether intentionally or by chance, become a standard for the perception and interpretation of individual roles, connections, and duties. Consequently, knowing management theories will teach us how to build a culture with a bottom line, achieving diversification, inclusiveness, and collaboration as aspirations. This will surely enable employees to contribute the best they can to the organization.
In the present-day business world dynamics of business," organizations should give management theories utmost consideration in governing staff behaviour and defining organizational culture. Through theories that emphasize flexibility, adaptability and ethical leadership, enterprises will cut through complex challenges on the other side. At the same time, workers will operate in a positive environment, nurturing their engagement, fulfilment and well-being. Finally, the unity of management actions with employees' ideas and values is necessary for achieving superior quality and productivity in the organization. As organizations keep on evolving and adapting to changing conditions, the integration of varied management theories offers a framework that encourages the creation of positive workplace cultures that promote innovation, cooperation, and ethical standards.
Promote continuous learning:
                   Companies should invest in employee training. This can be done by offering professional growth, training on new technology and processes, and encouraging creativity and ingenuity. This strategy boosts employee abilities and motivation.
Promote ethical leadership and CSR:
                   Leadership should prioritize ethics and social responsibility. Leaders may develop trust and respect by teaching employees honesty and responsibility through good behavior. Social responsibility can also boost the company's image and provide employees a sense of purpose.Businesses may create a healthy, productive, and high-performing workplace by concentrating on these areas. Understanding and applying the relationship between beliefs, attitudes, and values in management theories can create a harmonious and effective workplace culture.
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