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Executive Summary
The report introduces the relationship between values, beliefs, attitudes, and the behaviours of individuals at the workplace. The definition of values, beliefs, and attitudes is given, and this may help distinguish the difference between the various factors. Theories such as the contingency management theory and the behavioural management theory help in articulating the relationship between the multiple elements.

The methods of collecting the information in the report are described with the use of other scholar materials and online resources being a significant contributor to the report. The findings of the relationship between attitude and workplace behaviour are then giving, and they try to illustrate how changes in the attitude, beliefs, and values affect employee behaviour in the firm.

The report concludes by giving the findings of the study and recommendations on the various approaches the organization should take when hiring new employees. There is the mention of the fact that organizations can determine the values attitudes and beliefs as they will be critical in recruiting employees whose values align with the values of the various organization so that the organizations get employees whose behaviour aligns with the organizational values.

Introduction
Employees are critical to the success of any business. Organizations consider the employees as a great value since they are the source of achieving organizational success. Employees always have values, attitudes, and beliefs, and these factors are critical in determining the behaviour of the employees in the organization. Many organizations struggle with identifying the various factors that influence employee behaviour in the workplace. If the organizations can determine the different elements, they help make the employee work behaviour more positive and thus increase the employees.
Statement of the problem
The study shows the relationship between employee behaviour at the workplace and how values, attitudes, and beliefs influence the behaviour.
Background of the study
There are two categories of people that may benefit from this study. The first category comprises of employees in various business organizations. The employees may learn how their attitudes and beliefs and values influence their behaviour at work. The knowledge may assist them in changing workplace behaviour to be in a professional manner. The second category is the employees why may gain insight into the reasons for specific employee behaviour. It will enable employers to understand their employees better and provide them with a suitable work environment. Employers can use this to determine a strategy of instilling values in their employees that will influence their organizational behaviour, leading to high employee productivity.

Many organizations fail in their efforts to understand the various behaviours of their employees in the workplace, and this is because organizations do not look at the underlying issues that lead to different actions (Salin, 2008, p.222). Organizations face a difficult task, mainly when there is a change in the conduct of high perfuming employees
Organization behaviour, beliefs values, and attitude
Organizational behaviour is a field of study that deals with the impact of individuals, groups, and how the business structure influences people's behaviour to improve organizational effectiveness (Buchanan. and Huczynski, 2019). We can also define organizational behaviour as the study of the actions and attitudes that people display at the workplace. The variation of the nature of individuals leads them to behave differently, and the behaviours affect the organization's performance.

Beliefs are the assumptions that people make about various things in the world. People have different beliefs, and these determine multiple aspects of their day-to-day activities (Fuller et al, 2018). An example could be that some employees' dress within organizations may be a result of religious or cultural beliefs.

According to Lind (2017, p.25-48) Attitudes are the traditional ways people respond to other people and situations, and they rely on the assumptions and beliefs and values that individuals hold. Attitudes manifest through the behaviours of individuals. When an employee's attitude is good, then the response in the workplace is good when the attitude is terrible, the behaviour will also be bad.

Values are about how people learn things and believe that people should behave in a particular manner (Barsky, 2019, p.5). Values often rely on different qualities, such as honesty and integrity. People have certain moral principles that they believe others should have when conducting themselves in organizations, and the various beliefs influence their behaviour while they are at work.

It is crucial to take into account the influence of belief values and attitudes in decision making within organizations. To evaluate various issues in an organization, leaders must understand the multiple factors that influence the behaviours of individuals in an organization. An example could be when dealing with employee conflict, an issue may emerge as a result of differences in religious beliefs. Leaders cannot come up with reasonable solutions for such challenges without understanding the cause of the problem
Literature Review
A critical assessment of the impact of beliefs attitudes and values on workplace behaviour
The beliefs of people grow from the things that they encounter in their daily lives. From various experiences (Mendes et al, 2018), people can develop opinions on factors that they think to be true. From the beliefs, people can then derive values that may be wrong or right, depending on evidence despite being held as valid by the believer. Experience can also help strengthen people's beliefs and values of people.an example could be a case where an employee is sick, but they do not seek treatment. Still, they believe that prayer will heal them if they manage to recover without seeking treatment, one who believes that prayer heals will have stronger beliefs even if the healing may be a result of a sound immunity system and a healthy diet.

Dechawatanapaisal (2018, p. 10) reiterates that how an employee offers service reflects on their beliefs, values, and attitudes in businesses that deal with customer care services. People with poor attitudes are always not successful in customer care services as such a business requires patience and tolerance. An example in the customer service industry could be employees who treat their clients well because they believe that how they treat others will come back to them. Still, when working with other people, conflict arises because people have different beliefs and values. When one understands the cause of such a difference, they can quickly solve the conflict, and in doing so, they increase business productivity.

Values, attitudes, and beliefs influence how individuals tackle various problems. Both positive and negative behaviours in the organization result from personal beliefs, values, and attitudes. An increase in unethical behaviour in businesses can always be attributable to changes in values; this shows how values attitudes and beliefs influence organizational behaviour. The combination of an individual's attitudes, values, and beliefs make up their moral principle, and they are useful in guiding a person's life and affecting their behaviour.

Theoretical Framework

In this section, we explain the management theories that are relevant when considering the impact of beliefs, attitudes, and values on an individual's behaviour. Management theories can help shape organizations to be successful. Leaders can use various management theories to design effective organization structures that consider the various beliefs, attitudes, and values of different employees to ensure productivity.
Behavioural Management Theory 
Researchers often refer to the behavioural management theory as the human relations movement theory because it focuses on the human perspective of work (Bratton and Gold,2017). Behaviourists believe understanding the different factors that motivate conflict, expectation, and group dynamics will help understand human behaviour at work and thus help improve work productivity.

In behavioural management theory, organizations should create an environment where they appreciate the beliefs, attitudes, and values of their employees. Encouraging the employees to express their values and beliefs on their work might improve their behaviour at work (Dochy et al, 2011). An organization should also establish its values so that the employees know what is of the organization expects from them. When the employees have a clear understanding of the expectations, they are likely to behave professionally in the workplace.

Maslow's hierarchy of needs can help organizations determine the various factors that motivate different employees. When an organization understands what its different employees' value and belief, they can influence the behaviour of the employees in the workplace by offering an environment that allows the employees to freely express themselves and appreciate their differences as a result of different attitudes values and beliefs.
Contingency Management Theory
The basic concept of contingency management theory is that there is no single way of leading an organization (Kulkarni ,2017, p.1-7). We can apply the same in workplace behaviour and say that employees cannot have similar behaviours in the organization as they have different values, attitudes, and beliefs. There are very many internal and external factors that influence the way of leaders. It implies that the style of leadership depends on the circumstance, which means that employees' behaviours at the workplace depend on various factors.

Organizations can employ this theory in determining the best suitable employee roles depending on their different characteristic traits. The approach acknowledges that employees will have different behaviours, which will make them useful in certain areas and ineffective in other areas (Petrou, Demerouti, E. and Schaufeli, 2018, p 1767). Understanding employee values, beliefs, and attitudes can help an organization determine a role that suitably fits an employee, making them highly productive. 
Theory of Planned Behaviour 
Ice Arjen developed this theory, and as its names suggest, the approach aims to predict a person's functioning (Cookie et al, 2016, p 150). According to this theory, the main predictors of a person's behaviour are their intentions. Within this theory, attitudes, perceptions of behavioural control, and subjective norms determine a person's behaviour. The various factors are well associated with values and beliefs that a person holds. The attitude component here refers to a person's attitude towards a particular aspect. When a person believes that an action such as recycling is good, their attitude toward recycling will be positive, which will influence how they behave when performing activities that involve recycling.
Methods of study 

The use of secondary sources of information helped conduct this study. Resources from various business organizations that have researched the topic from previous years were helpful (Bell, 2010). Informal interviews with people working in globally recognizable firms was also a strategy useful in conducting this study. The use of online resources was also beneficial in conducting the study.
Limitations of the study

It was not possible to record the interviews with the various employees as they requested anonymity, so there is no way to prove the accuracy of the information given. The selection of people for the interview was convenient and may not represent the opinion of the whole business community.
In establishing the findings and conclusions, the RED theory of critical thinking is employed. The RED critical thinking theory involves tress stages. Critical thinking tools assist in questioning and understanding of various assumptions (Brookfield, 2012, p.12-20). The first steps include the recognition of various assumptions. These are things we believe to be accurate, but there is no proof. The second step involves the evaluation of multiple arguments. The evaluation stage helps convince the reading to buy in a specific concept. The final step is drawing conclusions based on the different findings and the information available.
Findings

A study on the various significant banks across the United States alongside several empirical tests shows that there is a significant relationship between the bank employees' level of attitude and the bank's performance in terms of sales. (deCos 2015, p 7) Banks whose employee's attitude is considered as acceptable have higher sales as compared to banks with employees whose attitude is generally unacceptable.

In the interview, various employees claim that their values were important in determining how they operate. People working in banking value integrity, which is influential in their work behaviour as those lacking integrity, cannot survive in such jobs, while people working in the stock market value money and, therefore, aim to make profits. It did not matter who they are hurting along the way.
A study on the relationship between the culture of an organization, human resources, and productivity shows that human resources influence the productivity of the organization by providing the employees with information that has an impact on their attitudes, beliefs, and values (Bireswari 2013p.1). Certain human resource practices also shape the attitudes of the employees by influencing the employee's attitudes about the organization.
Another study on the IT industry in India shows that using employee attitude as a survey tool is the right way to determine employee productivity. It shows that the difference in attitudes of the employees will influence their level of productivity, and productivity in the workplace depends on employee behaviour.

Organizations have the task of setting organizational values, and the values of the employees need to align with those of the organization (Linnenluecke and Griffiths, 2010., p.357-366) When the values do not align, people work toward different objectives with different outcomes. Organizations have failed before because of the difference in values between the organization and the employees.

According to Parry and Urwin, (2011, p.80) employees develop values over the years, and it is difficult to change the values of employees. Particular beliefs can change, while attitude can easily change with the right environment. Employees of various organizations also claim that presently most people value money more than other things; that is why there is a rise in corruption in multiple institutions.

Conclusion and Recommendations
There are many hypotheses on the relationship between values, beliefs, and attitudes, and the workplace behaviour of an employee. The report's goal is to identify how attitude, values, and beliefs may affect an employee's behaviour at work. In examining these, the perspective is not to get a definitive answer, but the aim is to focus on the way forward for organizations.

There was no expectation that we would find that these factors influence behaviours in the same way. That is why there is the use of different sources of information to gather various aspects and opinions from different professionals and research conducted previously.

Values, attitudes, and beliefs are not the only factors that influence an individual's behaviour in the workplace (Greaves, Zibarras, and Stride, 2013, p,110). There are numerous factors that one may encounter, and they may negatively or positively impact one's behaviour. One factor that affects functioning is the individual's belief on whether they can perform a particular behaviour.
 Individuals do not always plan and deliberate on their behaviours. Some occurrences are spontaneous and occur without the individuals thinking. (Seli et al, 2017, p.393) Attitudes may influence impulsive behaviour, but values and beliefs influence consistent behaviour.

Employees must consider mapping their lives to determine the factors that determine the qualities that they admire and the beliefs that are important to them. In doing so, employees can evaluate the various factors that help influence their behaviour. People cannot think in the same way about specific issues because people have different life experiences that shape their beliefs and values (Maltby, Day, and Macaskill ,2010). To work effectively and not be deterred by various factors in the workplace, employees need to understand their values and ideas, and they should not let them hinder them from performing their jobs. People should not make decisions at the workplace based on their beliefs and values, but they should be rational in their decision making.

When people perform their daily tasks, there is rarely thought of attitude, making them unaware of how the organization's attitude influences their behaviour (Olson and Stone, 2014, p.230). Strong attitudes may cloud judgments, and employees should ensure that when they feel strongly about something, they do not quickly rush on making certain decisions.

Attitudes develop over time, and they reflect someone's background; they influence how people proceed in the future. When recruiting, organizations should ensure that they get employees with good attitudes since they are long, enduring, and hard to change. Employees with good attitudes will behave well within a workplace setting.

One of the challenges with attitudes is that people often ignore information that is inconsistent with their attitudes, thus becoming selective on their responses to various issues. Organizations should encourage employees to think about their beliefs as it will help them understand themselves better and determine the qualities that they value (Spears, 2010, p.25) Organizations should always consider evaluating the values, attitudes, and beliefs of people before hiring them to ensure that they have employees whose goals along with the organization's objectives.
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