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This assignment will investigate ones own beliefs, values and attitudes. I will reflect on how important they are to me and the reasoning behind each value, belief and attitude. I will use the Barrett Model to support my reasonings. Following this, I will begin to look at McGregor’s X Y management theory and how it is reflected in my own workplace. Using McGregor’s theory I will also compare my workplaces values with my own and see how they align. 

[bookmark: _Toc99048310]My Beliefs, Values and Attitudes

Beliefs, values and attitudes are formed by an individual’s experiences (Anderson and De Silva, 2009). These are what give humans morals, ideas and prospects. Pettinger describes them as “the mental, moral and ethical dispositions adopted…to find oneself,” (Pettinger, 2010). We grow daily and through this process change and mould our attitudes, values and beliefs. Humans are influenced by those around them, what they see and hear. Pettinger argues that past experiences, preconceptions, influences and prejudices are what shape our attitudes, values and beliefs (Pettinger, 2010). This is supported by Anderson and De Silva who delve deeper into how experiences affect one’s beliefs, attitudes and values (Anderson and De Silva, 2009). Humans are all designed to create and form their own beliefs, attitudes and values. However, sometimes it can be difficult to identify what is important to you. 
I decided to look within myself and decipher what my own beliefs, attitudes and values were, in a professional sense (see Appendix A). These seemed to align with the three core beliefs of my company, Legal and General. They are collaborative, purposeful and straightforward. Lawson supports this point, stating that companies match the beliefs and values of each prospective employee to the job description (Lawson, 2020). Companies need to ensure that their employees agree and can carry out their own ideological beliefs prior to hiring them. This ensures that the ideas of the company are rooted within each employee. 
A belief is an internal feeling that something is true (Anderson and De Silva, 2009). Weiss argues that beliefs surrounding the workplace are highly linked to job satisfaction (Weiss, 2002). To an extent, Weiss is correct. Employee’s happiness does impact their beliefs. An employee who does not get on with their manager may believe the company is not as good as somebody who has an excellent working relationship with their manager. 
My beliefs are very customer orientated. I have a customer service background, illuminating Pettinger’s argument that one’s beliefs are formed by their experiences. I have always been a customer facing employee, so have the customers wants and needs constantly at the forefront of my mind. Without customers it is hard for a company, like Legal and General, to reach the heights they have. Therefore, another key belief of mine is to always remain professional. Professionalism gives the customer a sense of expertise and leaves them feeling very satisfied. I always try to be as friendly and professional as possible as I want my customers to finish the call feeling happy, and not disgruntled or frustrated. This all relates back to my previous experience working with customers. 
I’ve worked as a KFC team member, a teaching assistant and now an underwriter. I have never had a job where I am individually working to achieve an aim. I have always been within a team. Hence why another key belief of mine is teamwork. A company cannot sustain external and internal control when its employees are competing against each other (Inzerilli and Rosen, 1983). 
Moreover, my beliefs are a result of my experiences, as argued by Pettinger. I wouldn’t be so customer focused if I had not been in my previous jobs. 
An attitude is the way a person expresses or applies their beliefs and values and is expressed through words and behaviours (Anderson and De Silva, 2009). Your internal is reflected by your external. Your behaviours paint who you are and what you believe and value. This is why it is so important to carry yourself correctly, to have the correct attitude in the workplace. Without this, others may not want to interact with you as it may hinder their portrayal and representation. 
Being punctual is a sign of respect. My manager would not be late to a meeting, so why would I. By being on time it shows that you are ready and eager to complete a task or be involved in a meeting etc. Punctuality helps you stand out as a reliable and trustworthy employee. My belief in teamworking has instilled punctuality as a main attitude for me. If I was to not complete my part of a project on time, then I would be keeping the rest of the team from completing their tasks. This is why I feel that punctuality is such an important attitude to have. It shows I am consistent and reliable. Punctuality also highlights my discipline. Legal and General want to know that their employees are reliable, and by being punctual I do just that.
Similarly, the way you present yourself is important. You must “dress to impress.” People’s perceptions of you are formed within 4.5 seconds of meeting (Willis and Todorov, 2006). This is why it is so important to portray yourself in a good light. Pelchuette and Karl conducted a study in 2007 and found that most participants felt that those wearing formal business attire were more authoritative and threatening. Those wearing casual clothes were seen as unhelpful and unapproachable. Business casual attire was the most favoured by the participants. They thought that those wearing business casual clothing were friendlier, more trustworthy, and likely to be the most productive. At Legal and General, the dress code is “business casual.” The reason for their choice of business casual is reflected in Pelchuette and Karl’s study (2007). You are perceived in a greater light when wearing business casual attire. You are not scary or threatening, nor are you informal and unhelpful. Therefore, it is integral to the workplace to dress to impress. My background of working in KFC and a school, where attires were fixed, has forced me to come to this conclusion. Without these experiences I may deem a smarter, more formal attire more appealing. 
My attitudes are a result of my experiences and my beliefs. I have the preconception that those in suits and ties are rich and threatening, hence why I favour the business casual attire. It is important to present yourself correctly, through your attire and punctuality, so that you are viewed in the correct manner.
A value is a measure of the worth or importance a person attaches to something (Anderson and De Silva, 2009). Looking at Appendix A, it is clear that my values, again are very customer focused. I am always wanting to please the customer and adhere to their expectations. As the company states, “purposeful,” is one of the most important values to Legal and General. Barrett argues that values stand at the very core of human-decision making (1998). I want to have an impact on every customer I encounter. Whether this be keeping my after call work to a minimum, or returning calls when I have said I will do so. My values are generated by my experiences. I would not want somebody to be kept waiting in a queue, nor do I want a member to have false hope and believe their policy will be in force, when there is no way we will accept their insurance claim. I value the customers opinions and want this to resonate during my conversation with them.
My values, again, reflect my experiences. I value the customer and always want to ensure they have a positive experience with myself, and Legal and General. 
To delve deeper into my beliefs, attitudes, and values I decided to use “The Barrett Model,” (See Appendix B for results). Richard Barrett sought to understand the stages in the development of internalising and externalising your values, beliefs, and attitudes (Barrett, 1998). By looking within, we notice the inner journey into self-knowledge and self-awareness. We are then able to grow and develop our skills. The Barrett Model identifies the seven areas of human motivation: service, making a difference, internal cohesion, transformation, self-esteem, relationships, and survival (Barrett, 1998). 
After completing the Barrett test, my results showed I am starting to overcome my anxieties and fears. The test states I am wanting to uncover more of myself and become more authentic. The majority of my values fell into the “Transformation,” part of the model. This illuminates my previous point. I am at a stage in my life where I believe change is needed to progress. 
The four values found in the “Barret Test,” under “Transformation,” were accountability, adaptability, independence, and personal growth. These four values are important to me. The test accurately depicted my strengths and where I excel. Although I am very team focused and have a background of teamworking, I know that I excel when working alone. I am always focused on the task at hand and how it will affect my colleagues but prefer to complete the task privately rather than in a group. My individual ambitions overpower the idea of teamwork. This is also reflected in my job. I am part of a team who all take calls and tackle tasks individually. We all know our roles and how important we are to the team but are left to deal with calls individually. Each one of us have different ambitions but know that they cannot interfere with the workings of the team. 
One value that I selected in the Barrett experiment that has been returned as potentially limiting is “control.” The experiment believes this may hinder my ideas of trust or cause a lack of trust between myself and my colleagues. My need for power also may inhibit relationships and threaten others around me, specifically in the workplace. Control reflects the three values that I outlined in Appendix A. All three are attainable and easy to achieve by controlling my daily tasks and ensuring that I uphold my values when completing my job. 
Most of my values are positive, with only the one negative. Arguably, I would suggest that this means, in Barrett’s view, that I have key values that will allow me to easily become successful. 
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Companies are always looking to improve employee satisfaction. Elton Mayo in the 1920’s looked to create a solution for this. He enabled the “Hawthorne effect.” Mayo wanted to find how an individual may alter their behaviour when aware of being observed (Mayo, 1939). He conducted three tests: illumination (lighting in the workplace), relay assembly (shorter breaks) and bank-wiring (longer days). The most famous of the three being the relay assembly test. Worker motivation is not a simple function of exhaustion or fatigue, argues Elton Mayo (1939). This is illuminated through the “relay assembly room” tests exercised in the Hawthorne Experiment. This part of the test calculated productivity through varied lengths of breaks and alterations in the weekly schedule (shortened days or a shorter week). Mayo found that very little changed in relation to behavior when making these slight working adjustments. This highlights how fearful employees may be when they know they are being watched. They are more likely to look productive and work harder so that they can impress a senior colleague. Brannigan and Zwerman argue that this is because employees are always seeking acceptance and want to be noticed by their seniors (2001). Their productivity increases as a sign of self-awareness that one must show they are hard workers in order to achieve.
During 2020 the world saw a change in their working lives. Equipment was being purchased to enable employees to work from home amidst the Coronavirus Pandemic. You can use the Hawthorne experiment to note how effective employees are when working from home contrasted to the office. Many feel pressured in the office to “look productive.” However, when working from home those pressures are relieved and employees have autonomy on their working days. Employees are no longer fearful of their managers judging them and watching them from the office and can structure their own days. Brannigan and Zwerman support this statement. After reviewing Mayo’s research, they concluded that when people realise they are being observed they alter their behaviour and change how they act. They write “workers captured under the microscope put their best foot forward to show themselves in a more positive light,” (Brannigan and Zwerman, 2001). The vast majority of employees are ambitious and want to climb the ladder of their respective companies. This is why it is key for companies to hire managers that can exhibit excellent communication skills and understand their employees beliefs, values and attitudes.
Managing is one of the most important human activities, so it is important that it is done right. Companies use managerial theory to manage complex organizations, such as Legal and General (Olum, 2004). A management theory is a recommended concept to assist companies, and more specifically managers (Schein, 2004). Leadership can then focus on their main goals and adopt a relevant management theory to implement the companies core values. 
A company must be aware of their own core values before implementing a management theory. This then compiles which employees they wish to hire (Baker and Power, 2018). Fred Fiedler’s research into management supports this theory. His theory states that managers must evaluate their own workplaces to identify the differing conditions within their companies (Fiedler, 1993). Schein again supports the idea that a company must have identified their own core values prior to implementation. He describes a vital three-step process (Schein 2004). The first is artefacts. These being physical parts of the company that represent them and their beliefs. The second is each board members beliefs and values, their goals and philosophies. How they’ll achieve greatness and who they need to reach it. Finally, the third is underlying assumptions. Schein describes this third step as the hardest. Those involved need to delve deeper into their subconscious to see how they perceive themselves and the company. 
Legal and General have clear, outlined organizational values that are embedded into each employee’s annual and mid-yearly reviews. These are collaborative, purposeful and straightforward. These are three shared values between myself and my company. Working collaboratively can lead to success. Being straightforward and honest with the customers, and your colleagues, can assist in a happy, healthy working environment. Each employee should aim to make an impact and work purposefully towards an aim or a goal. As previously mentioned, I am extremely customer focused. The Legal and General website itself states that their main purpose is “to improve the lives of our customers… and create value for our shareholders.” This highlights how important the customer is to Legal and General and how they look at prospective employees that can embody this idea. 
In the 1950s Douglas McGregor fathered “Theory X and Theory Y.” This theory has been praised as “one of the most powerful and useful theories of all time,” (Thomson, 1998). The two theories proposed by McGregor describe the contrast in managers and their actions towards employees. In McGregor’s theory, X managers employees are driven by money, require extra supervision, extracurricular activities and penalties, whilst Y managers employees are driven by job satisfaction and can readily adapt to organizational changes (McGregor, 1957). Managers do not need to abide by these beliefs, according to McGregor. He concluded that it may be best for managers to adopt a middle ground, hence the creation of Maslow’s “Theory Z.” It has been described as an optimal managerial style that would help to cultivate and improve employee satisfaction (Maslow, 2009). 
Theory Y managers assume that employees are driven by their job satisfaction and that their job is to ensure that their employees are not just content, but ready to achieve their own goals and organizational objectives (McGregor, 1957). Theory Y managers have a more informal, personal relationship with their employees. They believe that having a close relationship with their employees will allow the employee to flourish and feel comfortable with their manager. Management itself is an unspoken value within a company. I believe that members of the company should abide by the hierarchy set in place but should also disregard it. A study, conducted by Kopelman, Prottas and Davis, found that managers that believe in their employees will see job satisfaction increase and employee ambitions grow (Kopelman et al, 2008). Employees, as previously stated, feel that they can flourish when working with a friendly manager. My current manager is my cousin, yet we do not let this affect our working relationship. In fact, being so close privately allows us to be open professionally and grow together. By having a cousin as a manager, it makes me feel secure and stable in my current job. I am always seeking to better myself as I am not afraid to come out of my comfort zone. McGregor argues that having a better relationship with your manager can create a healthier atmosphere in the workplace (1957). However, as McGregor found, by having close, personal relationships with those in power it can lead to complacency amongst employees and a drop in the quality of work. My manager is friendly with everybody on our team and would not want to stop having informal relationships. In my team, it works that our manager is so hands on. She embodies a Y manager, and it works exceptionally well for us as a team. Mary Follett supported the idea of using sociological and psychological techniques (1924). Follett has been named “The Mother of Modern Management,” and was very for personal relationships. She viewed workers as people and understood that some workers need to be embraced and not neglected. 
Gilbreth supports McGregor’s Y theory. In 1914 she found that each worker should be involved in doing their own work and not focus too much on supervision (Gilbreth, 1914). Productivity is then controlled by the employee, and not the manager. Frederick Taylor agreed with Gilbreth’s ideas. He argued that a manager should allow employees to “do his work better and quicker,” (Taylor, 1911). Employees and managers should share work and responsibility to ensure that productivity is maximized. Taylor notes that those hired to companies should be chosen due to their skill set. Murphy agrees with Taylor. He states that managers should use technology to identify the correct profiles when hiring new employees (Murphy, 2009). Employees should reflect a company’s core values. 
There is a need amongst Y managers to promote excellence (Olum, 2004). Theory Y managers know that their team members are driven by achievements and are eager to achieve their ambitions. Legal and General encourage this behavior by giving those who have worked hard bonuses and pay rises at the end of each tax year. I would argue that Legal and General, my workplace, adopt a Y theory of management. Employees are driven by the incentive to receive a bonus at the end of the year and know that they need to make a difference in the company to achieve that. 
Theory X managers have a typical mindset in relation to work. Employees are lazy, money driven and cannot wait to clock off at 5pm.Theory X managers know that they need to work extra hard to keep their employees focused. This is why theory X managers use individual goals as a way to entice employees. X managers can, in some instances, be quite tyrannical and create a hostile working environment. I have been under the tenure of an X manager and have not enjoyed it. I believe that you should work closely with one another and that teamwork is key, whereas this manager was focused on organizational objectives, such as calls dropping. Hellsten and Lkefsjo argue that the highest quality management is based on a team having similar core values (2000). X managers may feel threatened by an ambitious, adaptable individual being apart of their team. This is why I believe myself and my previous manager clashed. 
Society is heavily reliant upon teamwork. Each member of the team must know the core values of the company and what their team are working towards. Individuals working under an X manager need guidance, whilst those under a Y manager require freedom (Koontz and Weihrich, 1990). Each member of the team needs to be in tune with one another to ensure that their team, along with the rest of the company, runs smoothly (Olum, 2004). This is also why it is so vital for a company to already have established their core values prior to hiring new team members. 
The belief that employees are money driven is reflected in Legal and General’s bonus and pay rise incentive. Employees and prospective employees at the company are made aware of this process instantly. Living in a Capitalist country it is no wonder that employees are money motivated. Capitalism plays a key role in management theory. The private sectors control their own assets. The main feature of capitalism is the motivation to make a profit (Jahan and Mahmud, 2015). Ever since its creation, countries that use the Capitalist model have ensured that companies abide by it. Hence why many employees are money motivated. Many management theories, such as Theory X, use money as a key factor for managers to attract new, profitable employees (Power and Baker, 2018). On Legal and General’s website they state that they wish to “create a vision” and “make a difference through inclusive Capitalism.” I do believe that many working within Legal and General profit from the pay rise and bonus incentive, however my main value is to improve the customer journey and I am not focused on the economic side of the business. Kopelman argues that the X Y theory can only work in a Capitalist society due to the economic factors McGregor alludes to in his work (2008). 
My organizations beliefs, values and attitudes funnel down to the employees. We are all at one and understand the organisations aims and wish to meet them. Our organization adopt a mixture of X and Y managers who allow each employee to achieve their own, individual goals. 

[bookmark: _Toc99048312]Conclusion

Beliefs, values and attitudes are at the forefront of human nature. People use their internal feelings to judge situations and how to act on them. This is why it is so important to be self-aware and use models, such as the Barrett Model, to identify where you excel and what values may hinder you. In an organizational sense, it is evident that companies must hire employees that match their values in order to succeed. Managers must be able to manage their employees to achieve success, as found in McGregor’s research. Without managers who understand their employees, companies will crumble. Legal and General is a long standing company as they know how people work with one another and use values that are so broad and can be implemented into any professional project.
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	VALUES
	BELIEFS
	ATTITUDES

	· ACW must be kept to a minimum to provide excellent customer service
· Honesty is the best policy
· Always return calls to members – do not create false hope
	· Customers are at the heart of the company
· Teamwork is essential
· Should always remain professional
	· Be Punctual
· Always be friendly to colleagues and customers
· Dress to impress
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