Mahmud Akbar
SN- 1711691
Developing Workplace Critical Thinking
BMSK 5001
Lecturer- Ernest Ovia
How Individuals’ beliefs, attitudes and values
impact on workplace behaviour

[image: https://4.bp.blogspot.com/-GR20YoekQxM/WG4lY1r4gaI/AAAAAAAAJO0/t_MWSEIkeVwOElsiNehbt-QCnJx93hi5ACLcB/s640/Screen%2BShot%2B2017-01-05%2Bat%2B10.51.22.png] 























Contents
Introduction	3
Beliefs	3
My Beliefs	3
Responsibility and Accountability	3
Values	5
My Values	5
Family	5
Honesty	5
Politeness	6
Teamwork	6
Attitudes	6
The impact of beliefs, values and attitudes in the workplace	7
Tesco PLC	7
Tesco Values	8
Scientific Management Theory	9
Conclusion	12
Appendix	13
References	15


Introduction
The researcher would like to investigate and produce a formal report of the impact of beliefs, attitudes and values on workplace behaviour. The objective of this report is to critically analyse these key components and how it affects workplace etiquettes.
This report will first define beliefs, values and attitudes. Then it will discuss how it influences individuals at their workplaces, also organizational practices and policies.
To aid his research, he will use the impact of introspection, which is the method of self-examination. Key areas for self-awareness include your personality, beliefs, personal values, traits, habits, emotions and psychological needs, (Mcleod, 2009). Taking into consideration your desires, ambitions, motivations, strengths, weaknesses, beliefs, values and attitudes, it gives you the leverage to make positive decisions. This empowers a person and by exercising it effectively, an individual can achieve so much in life and in employment, (Gale, 2002).
[bookmark: _Hlk12967069]Being an optimist, the author will strive to demonstrate the benefits and importance of these human qualities in the workplace.
Beliefs 
Beliefs are imprinted in people’s minds in childhood by the parents, family members, religion, education, country of upbringing, environment and culture. Beliefs are strongly embraced by people, which epitomises what they think is the truth without any embellishments. According to the Quran, (Sahih al-Bukhari, 846), beliefs becomes a manifest and complete code of ethics for all humans to lead their lives honestly, chastely, peacefully and successfully. Beliefs fundamentally define people as individuals, believing in somethings and not believing in others. As a person grows and goes through the path of their lifetime, certain beliefs can change, and new ones can be adopted via their education, work’s experiences, circumstances, their thoughts and interpretations. Beliefs have a causal effect, which means it will impact any future decisions.
[bookmark: _Hlk12967270]My Beliefs
My religion
My religion, Islam has a great impact on how I conduct all aspects of my life. Writing a book on Islam is not enough, so I will briefly highlight how it impacts my life. The fundamental basis of my religion is Shahadah, which is the testimony of faith. This affirms the person’s acceptance of the faith, which exudes loyalty and commitment. Moderately practising an individual’s religion, gives a balanced outlook on domestic, social, and working lives. One vital unwritten rule is, never preach or impose religious beliefs in the workplace. This will avoid a lot of tension and unwanted problems. Religion leads to a peaceful, happy and meaningful life.
Responsibility and Accountability
Personally, or professionally, the acceptance of responsibility is a commitment to perform or complete a duty or task to an adequate level.  The entrusted people should implement their responsibility to their best ability and be accountable for their actions or mistakes. In an organization being responsible is a sign of maturity, confidence and being competent. Responsibility and accountability are inter-related in an organization. People who do not shirk from their responsibility, are willing to stand by their decisions and the outcomes, (Maltby, 2009). Responsible people are willing to work hard motivate others to accomplish the assignment or task to the required level. They will be affected by their decisions and results and give a report of their progress.
 Accountability is vital in managing and maintaining a successful organization, it allows a person admitting to a mistake or setback to redeem themselves and rectify the situation.  This will empower them and allow progress to flourish. A lack of accountability is a sign of weakness or corruption, this will hinder development and may bring disrepute to a company.
An employee or manager with these two attributes are an asset to an organization. They will help and motivate their colleagues or subordinates to perform in a mature and dignified manner. 


Values
Values stems from our beliefs, which develops into a value when a person accepts it and commits to its significance and cause.  Values are firm and stable and something a person regards highly and upholds dearly. Effectiveness without values is a tool without purpose, (De Bono, 1970), this quote from a renowned philosopher and author signifies the importance of values and its impact. This key value was adopted by Barack Obama in his 2008 presidential campaign (Recolons, 2008).
Values are very influential in people’s lives and it determines their behaviour. Values gives their lives a sense of purpose and how to reach their goals in a dignified manner. A person can effectively highlight their beliefs into different types of values and incorporate them into their lives, (IAA, 2019). This can include health, wealth, education, career, family, happiness or other values they cherish.
My Values
Family
My family is my utmost love, as people of all faith and background universally agree blood is thicker than water. Although I live happily with my wife and four children, my happiness multiplies by many notches at family reunions.  My father had basic primary education, but he wanted his five children to have a good education. He drilled into me the importance of education, honesty, loyalty, integrity, compassion and the benefits of determination and hard work. I think I absorbed some of those qualities very well, as I am often praised on my character and work ethic or thanked for being helpful. 
I immensely believe children (they will be adults by now) should look after their parents in old-age and nurse them in sickness. I endorse they should practice this noble act without any quibbles, rewards or acquisitiveness. Caring for their parents, is absolutely, not about returning the favour for nurturing them in childhood, it is demonstrating your affection and compassion, fulfilling your obligation. The carer would inadvertently get the blessings of their parents and from experience I can vouch for, their smiles is more delightful than your children’s. You would be setting a great precedent and motivating your children to do the same.
Honesty
Honesty is the best policy (Chinard, 1943). Being honest is a great virtue, which guides us to remain in the right and straight path in life and conduct our business in a true manner, where people trust you. Honesty promotes trustworthiness and openness, people will respect you and refer to you for your honest opinions and advice. Relationships in all walks of life function better when people are mutually honest. Being honest is recognised as a great career development, it is a valuable soft skill which enhances personal and professional life.  People feel confident when conducting business deals with people they can trust.
Politeness
Being polite is a value that is drummed into a person from a very early age. Speaking politely with everyone you interact with is a sign of respect and cordiality. People feel valued and it shows you care about their needs. Saying hello, salaam, namaste or any other greetings, using please and thanks, apologising, praising or congratulating and simply smiling can go a long way to making a big difference in how other people perceive you, or the organization you represent. The golden rule is, treat others the way, you want to be treated.
Teamwork (refer to appendix).
[bookmark: _GoBack]Broadmindedness, patience and self-regulation (refer to appendix).
Attitudes
According to the Oxford dictionary attitude is a way of thinking or a posture of the body. Both are very impactful when they are applied synchronously. Attitude is an individual’s perspective or stance on a subject, task or life. Attitudes are internal thoughts or feelings, which can determine how people behave in a certain way (Spector et al, 2012). In the workplace, attitudes can signify an employee’s feelings towards their colleagues, superiors or their approach to accomplish a task or their goal (Rodell, 2013). To understand the impact of attitudes, one must apply the theory of inductive reasoning. The behaviour of an employee can be dictated by their attitude in relation to their position in the company (Rodell, 2013). According to Spector et al (2012), an authoritative writer on the theme of attitudes and behaviour, he states two contrasting viewpoints on why people may behave in a certain manner. The first perspective is direction, which determines the certain behaviour, the degree of effort and the perseverance to attain an objective. The second outlook views motivations from wants, needs or desires to accomplish a goal. A positive attitude may be internal, but the company’s management team has a pivotal role to play in recognizing the human aspect of the organization (Landy and Conte, 2013). For an organization to become successful it must focus on employee satisfaction and high employee motivation (Herzberg, 2008).
[bookmark: _Hlk12967143]The impact of beliefs, values and attitudes in the workplace
The researcher would like to divulge the implication and impact of the aspects of beliefs, values and attitudes at his workplace. He has been working at the Tesco superstore in Coventry for the last fourteen years. The last nine years, he has been working as a manager in the grocery and world foods department. He manages twenty employees, who are involved in the ordering of the goods, ensuring the delivery, storing, bringing it instore and displaying the products on the shelves. The emphasis being on having enough supply of all the goods and which must be displayed in the golden rule of stock rotation, first in, first out. One of his fundamental duty is to ensure his team are familiar with the products, country of origin and its placement on the shelves. During peak shopping hours, he not only supervises his team but also motivates them to give their best efforts and services. Most people look forward to the festive seasons, but most workers dread this hectic period, it is with great glee the manager inspires his team in his own way to meet the demands of the customers during Easter, Christmas, Ramadhan, Eid, Diwali and other important events. According to Marcic and Daft (2010) competitive advantage is what sets the organisation apart from others and provides it with a distinctive edge for meeting customers or clients’ needs within the marketplace.
A combination of his beliefs, values and attitudes have greatly inspired him to become a much appreciated, co-worker and manager. He encourages them to take on more responsibilities, perform different tasks and gives them the time to voice their opinions. This has created a friendly working environment and enhanced their job satisfaction.  
A brief history of Tesco PLC ( refer to appendix).

Tesco Values
Serving shoppers, a little better every day is the primary core purpose of Tesco, (Tesco, 2019). Tesco’s mission is to be champion for customers, to provide the best service, excellent products and the best value for money. Tesco rewards customers with the club card points system and frequent special offers. This shows the organization cares for its customers and values their custom and respects their feedback.
As Britain is a multi-cultural country, the Tesco management highly values diversity and integration. This is reflected in the diversity of their workforce. The recruiting and developing of the skills required, irrespective of whoever they are and maintaining an inclusive culture is the second fundamental business value of Tesco, (Tesco, 2019). According to Tesco’s Little Helps Plan (2019), it states that we not only celebrate diversity, but embrace the value it brings to enable us to serve our customers a little better every day. That’s why everyone is treated fairly and given the opportunity to share their experiences in the business.
The company pledged to support the rights of Lesbian, Gay, Bisexual, Transgender and Intersex (LGBTI) people (Tesco, 2018). In 2019 the organization signed up to the Race at Work Charter. This means they will support people, from Black, Asian, Minority and Ethnic (BAME) backgrounds. They will also help and support Women at Tesco Network, The Armed Forces Network and the Disability Network. By educating the employees of this essential value and effectively implementing this, empowers them to acknowledge differences exist and people from all walks of life must be respected and allowed to work without fear or intimidation. This encourages tolerance, unity and forms a strong bond between co-workers and allows them to express themselves without any discrimination.    
The third value is the renowned Tesco slogan, every little help, which was coined in 1992 by Tesco in conjunction with the advertisement agency Red Brick Road, (Ramchandani, 2006). The aim is to reduce food waste globally donate surplus food to the needy people. It strives to source good quality, affordable and sustainable products. Encourage customers to live healthily, for example provide a bigger selection of organic foods. It shows it generosity by making good contributions to the local communities, where they operate. All this probably encapsulates the best ethos and practices of the company in a nutshell. This promotes the value, quality, service and convenience provided by the company very exquisitely. 
One topic which Tesco greatly values but have been inadequate is supporting the environment and reducing plastic pollution. Tesco was instrumental in introducing a charge for carrier bags. This has substantially reduced the wastage of plastic bags. The plight of this problem and Tesco’s shortcomings was highlighted recently in a documentary by Anita Rani (BBC, 2018). The organization has pledged to use more ethical sources, increase care for the environment and play their part in reducing plastic pollution. This is a positive sign, that the organization cares about the environment.
[bookmark: _Hlk14476145]At Tesco teamwork is a principal value into accomplishing the tasks and attaining the success maintaining the great services.
My personal experience working for Tesco
I find it is a pleasure to be employed by a renowned company like Tesco. The organization’s values, morals and ambitions match mine. This allows me to work determinedly, honestly and independently. It gives me the opportunity to express myself without fear, to work in a team, meet customers from all walks and talks of life. This enhances my social skills and to an extent satisfies my social needs.
The company allows for further training for job enrichment and this has helped me to gain promotions. It provides feedback of my progress at work and where improvements can be made. It provides solutions and not obstacles, so it motivates me to endeavour to perform to a high level. Excellence is acknowledged and rewarded, this boosts my confidence, makes me valued and strive for the best. 
Most importantly, my financial needs are met, this gives me job security and mental solace. Every little things has helped to boost my job satisfaction.


Scientific Management Theory
Frederick Winslow Taylor was born in 1856 in Philadelphia, USA. He studied at the renowned Harvard University, where he obtained a law degree with honours. Much to his father’s annoyance, instead of becoming a lawyer, he worked as a mechanical engineer at a steel manufacturer in the U.S.
Whilst working as an engineer, he was always observing and analysing how people were working and how the managers were functioning. He felt the management were lacking in their job to derive the best performances from their employees. Taylor believed the root cause of the inefficiency was all workers were slackers and slugging away. He implied workers were work-shy, therefore it was necessary to apply some pressure, and the introduction of his ideology, was the best way to complete the tasks and essential in obtaining the optimal results. Taylor devised a system, known as the Scientific Management Theory.  He adopted the scientific technique to being definitive, based on evidence, obtained through research or experimentation. 
The fundamental aspect of this theory was not to allocate an entire assignment, to an individual, but allow managers to break down larger tasks into smaller parts. The managers or executives decide on the best form of modus operandi, then assign the subtasks to the employees with the apt skills. The prime focus being, it will create an organised working environment and allow the workers to perform efficiently as they carry out the jobs according to the requisite talent. The onus was on the managers to motivate the employees to achieve the optimum output. By dividing the work into smaller components and having a smaller batch of people, it was easier for the managers to manipulate the subordinates, than larger groups (Reid, 1995).
Taylor firmly believed all workers were hugely motivated by money. Thus, he proposed, a fair day’s pay for a fair day’s work. The more quantity of products, produced, the more payments should be given to the striving employee.
Firstly, Taylor eradicated the rule of thumb, which was based on tradition or estimation, (Taylor, 1911), he demanded more accuracy and rationale and with the aid of science he got rid of approximation.
Scientific management theory is defined as a process that involves using scientific methods, which is based on methodology, authoritative knowledge, logic and rationality. Taylor exclusively believed, the key element or determiner being, only one best way to perform a job, (Robbins et al, 2014).  It was determined by time and motion studies to establish what was the most effective method, (Rimer, 1993). At that time, it was a revolutionary proposal for effective management.
A rigorous scientific system was used in the selection of employees. The time and motion studies determined certain people were able to work more efficiently than others. This theory was implemented in the hiring of workers. The employees were assigned jobs based on their talent and motivation. They were formally trained into adopting the ideology and practising it to attain the maximum productivity.  The managers allocated the tasks to the employees, were comprehensively involved in planning future assignments and deciding the training required.
The managers kept a close observation on their subordinates and monitored their performances. They analysed their efficiency and stringently supervised to ensure they complied with the method of working and that the targets were met.  
During the first four decades of the twentieth century, many organizations utilised the scientific management theory to its advantage and advancement. At that time there were a large number of manufacturing organizations, especially factories where the management personnel implemented the ideologies, helping them to increase productivity by many folds. One of the most famous, beneficiary, was Ford Motors in the U.S.A., Henry Ford the founder of the company adopted the system to propel his company to great heights. Being a very intelligent man, Ford later made subtle changes to suit his company’s needs, such as introducing the importance of teamwork and adding extra machinery to vastly increase production.
Scientific Management primarily focused on maximum control by managers, gave more priority to the outcome than the strategic objectives of the organization. With the proper application of the theory, it is estimated it increased the productivity rate by fifty times in most of the developed countries (Locke, 1982).
Taylor suggested for this system to be effective, the workers had to conform to the perception and the managers had to implement the ideology in its purest form. It was a direct vertical communication between superiors and subordinates, thus bypassing all the others in the chain. He believed with having skilled managers in charge, it created cordial and harmonious relationship between the work force and management.
With the advent of other management theories, such as Herzberg, Maslow and Mayo, and a reduction in the manufacturing industry, there was a decline in the practice of Taylor’s theory. In the fast-changing world after World War Two, businesses, markets, individualism and the operation of working methods had to make many alterations to progress. Many of the old school minded and practising organizations stalled, became non-dynamic and rigid andthose who could not adapt to the changes, therefore failed.
Although Taylor’s scientific management practice has decreased, his ideas are still implemented in modern management. Many industries in the developed countries, varying from factories’ assembly lines, healthcare administration, military, fast food outlets, the most renowned, being McDonalds.  The distribution of medicine or discovering new ones is scientifically evidence based, the division of labour at McDonalds, working for commission, such as at companies selling insurance policies, double glazing or recruiting customers for energy organizations, all meet the criteria of Taylor’s theory, (Walshe and Rundall, 2001). 
The researcher recalls the impact of rewards and being paid according to one’s accomplishments from his previous experience in working in a Bangladeshi food takeaway outlet. The company employed five delivery drivers, who were paid a fixed wage. The owner noticed sometimes the deliveries were late and one driver was always underperforming, probably by about twenty percent less than his co-drivers. The employer felt improvements had to be made, so he adopted the idea of paying the drivers according to the number of deliveries made and the distance covered. This made a significant impact, it motivated the staff, delays were very rare and instead of five drivers, now four were sufficient. Interestingly, the laziest driver is now the most efficient one.     
The practice of scientific management is in decline in the developed countries, but it is prevalent in the emerging countries. Countries like Bangladesh and India have a domineering management team, especially in the garments industry, where the onus is to extract the utmost effort from the workers to secure the maximum productivity. In China and other far eastern countries, Taylor’s method is utilised in its purest form in many industries and organizations. The managers robustly ensure the employees work uniformly, almost robotically to achieve extremely high level of productivity. That is one reason as to why so many products are predominantly cheaper than from other countries. One reason, the system is widespread in those countries than the more advanced ones is their lenient approach to human and labour rights.
Criticisms of scientific management
The application of the scientific management system has been in usage for more than a century and been very successful for countless people and organizations all over the world, but it has many flaws and limitations. Firstly, the managers enforced the organization’s beliefs and rules in a robust manner. It was a very rigid, rules adherence, command and control system. Tight monitoring by the supervisors was invasive and distressing and contributed a lot to employee dissatisfaction. In the absence of empathy, it reduced people’s self-esteem and forced them to work like machines. They felt unfairly treated and this caused unrest amongst many workers. The dissent lead to the formation of trade unions, especially to help unskilled employees and people in despair. The trade union leaders and managers helped to make improvements in working conditions, pay, benefits and settle disputes, (Duignan, 2019).
Taylor’s, assumption, all workers were only motivated by money, was made without proper consideration or research. In reality workers are not only motivated by money, but by other virtues like job satisfaction and self-esteem. Too much importance was given to profits and efficiency and minimal attention or recognition to the workers as human beings. There was no scope for self-development or appreciation. One negative aspect is, employees who valued money dearly were more likely to change jobs frequently than people who really enjoyed their jobs, (Skylergreene, 2012).
There was a lack of teamwork and communication. The success of a company depends on the whole team and not a few hardworking individuals or few smug superiors.  Authoritarian ruling renders humans as submissive souls and forces them to be demoralised and demotivated. As mentioned previously, Taylor’s system found it was easier to manipulate individuals, than if they were in a team.
Working in a prominently scientific managed environment, was like groundhog days, working monotonously. It was repetitive and tedious and very frustrating for the workers. Their skills and experiences were not being tested or used to their full capacity. This created a lack of motivation and unworthiness, (Carter et al. 2011).
There were many managers and foremen in an organization, to whom the employees were answerable to. This created confusion and friction as to who was the first in command. 
Another criticism of scientific management is, it cannot be applied to the service sector. It is not possible to evaluate the performance of a worker’s output. This method has limited function and relevance.
Scientific management can be best encapsulated as maximum productivity at the minimum cost with the least importance given to human beings.
My analysis of Scientific Management
Despite many management theories being available, Taylor’s theory should not be dismissed, it still has a relevance in the digital age of the 21st century. In any organisation or workplace, I firmly believe a form of governance or control is crucial to its smooth operation. Employees are expected to perform to the best ability and achieve the optimum productivity, but not all people are capable of that. It is one of the managers’ vital job to detect mediocrity and identify the slackers. Implementation of scientific management, aids to root out the inept employees. The managers can offer help to improve their efforts and achievements. The intervention and pep talk should motivate all the people, but some remain unaffected by this, so it makes it easier for the management to sack them and bring in more honest and determined workers. 
I strongly agree it is not practical or wise to implement scientific management in its absolute form in the modern era. With employment rules and regulations, health and safety laws in place, a modified form of scientific management is highly recommended to keep employees in order and allow progress to flourish. Every business wants to accomplish its goals and realise a profit, I absolutely believe it should be done honestly and elegantly, the skills and safety of the workforce should never be compromised.
Personally, I find a bit of empathy blended with firmness, focus and having a reciprocal relationship, immensely contributes to attaining and maintaining the success of the organisation.  

Conclusion
All humans are created from flesh, bones, blood and a brain, but it is, their behaviour and deeds that sets them apart from the bad and good. Their beliefs, values, aspirations and attitudes, guides them to perform the various roles in life.
 An individual’s proficiency in the workplace mostly depends on their personality, values, attitudes and determination to succeed. Possessing mutual beliefs and values and having optimistic attitudes in the workplace will create a harmonious environment and motivate the employees to be very effective. Having a positive attitude helps a person to develop excellent interpersonal and social skills. This will inspire a person to be friendly and cooperative with their colleagues, respectful to their superiors, most importantly polite and helpful towards the customers.  By recognizing and appreciating each other’s characteristics and limitations, the employees and the management will able to form a cohesive and amiable relationship and a successful organization.
According to O’Connor et al (2006), work values include many components, such as autonomy, competitiveness, dedication, ethics, honesty, professionalism, reliability and teamwork amongst other virtues. These are so intrinsically linked they all help to promote the effectiveness of an organization.
A lack of those qualities can have an adverse effect on an organization. According to Rop and Amuhaya (2013) workers’ negative emotions affect productivity, profitability, performance and retention, which are key components in the success of an organization. It is vital the management team does not become complacent and take things for granted.
Everything, needs to be administered measurably, a right blend of beliefs, values, attitudes and motivations will help to maintain a healthy work-life balance.

Appendix
[bookmark: _Hlk14475781]A brief history of Tesco PLC
(refer to appendix). Tesco PLC is one of the largest retailers in the world. Tesco was inadvertently founded by Jack Cohen in 1919, when he started to sell surplus groceries from a stall in the East side London. He continued like this for five years, made a good profit and in 1924, he bought a large stock of tea from a businessman called T.E Stockwell. Jack the lad was very happy with his acquisition and acquaintance with Mr. Stockwell. As there were no copyright laws at that time, he used the initials of T.E Stockwell, TES and the first two letters from his surname, CO, and merged to create the now famous name of Tesco, (Clark and Chan, 2014). He opened his first flagship store in Burnt Oak, North London and the rest is a very successful history.
The goals structure at Tesco has been laid firmly by the founders, and this strategy to maintain success has been carried out consistently by the organization’s executives. Grant (2010) states that, for a strategy to be successful, it must be consistent with the firm’s external environment, and with its internal environment – its goals and values, resources and capabilities, structure and systems.
Tesco is not only a grocery store now, but a huge multi merchandise retailer, selling clothes, furniture, electrical goods, baby goods, personal and home hygiene products, alcohol, tobacco products, petrol, Tesco mobile and various other goods from around the world. This shows they cater for people of all backgrounds and nationalities.
Teamwork
When I played football in my younger days, I played with a lot of passion and was always praised for my contribution to the team’s cause. I was known as the player’s player. I performed to my best, as the captain inspired others and did not make a fuss of things, when the game went against us. This experience has profoundly had an immense effect in formulating my appreciation for the significance of teamwork. Participating in a team promotes unity, friendship and shared value of the common goal. At my workplace teamwork is the catalyst to performing our duties proficiently, as our accomplishments are inter-related. For teamwork to function effectively, you need a diverse array of talents, with all the team members contributing proficiently to the team’s tasks or causes. This can be achieved successfully, when team roles are assigned according to a person’s ability and qualification (Belbin, 2012).
Broad-Mindedness
Broad-mindedness is about accepting opinions, beliefs or behaviours that are unusual or different from your own. This promotes empathy amongst the management and employees. I value, as this teaches me to be aware of other people’s feelings or views. In life, we may have similar beliefs and values or at work we have the same goal, to achieve the optimum results, but I must accept everyone has a different outlook, approach and method of performing, although finally attaining the mutual outcome. I think this perspective inspires employees to work better, accomplish more and be happy people. They will work without fear of the superiors interfering, they will respect you for this and from personal experience I can endorse they will willingly ask for intervention when required. Leaders with this aptitude possess the attitude to detect or sense what a team member may be feeling or experiencing, (Goleman, 1995). By looking at a situation from another angle or another person’s perspective gives me an insight into that person’s experiences and enables me to help them. 
Self-regulation
This is the ability control one’s emotions and urges.  This skill has helped me to control my anger, jealousy and greed, thus aided me to avoid making impulsive and rash decisions. It helps me to stay calm and impartial in problem solving.
Patience
People with this prowess have a motive and are prepared to wait to achieve long-term success rather than immediate success which may only last for a short-term. I relish a challenge and persevere to my utmost best to motivate my colleagues and be highly effective.
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