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[bookmark: _Toc110337153]Introduction
This academic essay analyses the impact of personal values and beliefs on workplace behaviour.  It describes what opinions are and how personal values are classified. Four beliefs were analysed: culture, education, moral principles and mentoring and their impact on workplace behaviour. It also includes recommendations for reducing the negative effect of personal beliefs and values in the workplace. This essay ends with a conclusion and references.

[bookmark: _Toc110337154]Beliefs and values and their origins
Personal values serve as motivational factors that guide people's actions (Porter, 2000). Values thus determine how we allocate our attention, time and resources (motivation) towards what we consider essential (Eccles and Wigfield, 2002). Values also select how we evaluate our actions and interactions with those around us. We are aware of personal values as beliefs and convictions by which we act towards the outside world (Shealy, 2015). They form a system of values and beliefs that can be changed over time or even be extremely difficult to change when they are the basis of our personality. The values or beliefs that form the basis of our nature are called core values/beliefs, which play quite an essential role in our process of development and change (Meglino&Ravlin, 1998). A set of principles or values is a set of beliefs that guide people's actions and decisions. They can also help them make informed decisions. Values can also influence people's behaviour and attitudes. According to Hofstede, employees and managers in different cultures have varying values (Erdogan and Bauer, 2005).
Each person has an essential value that is accompanied by a critical emotion towards which he tends throughout his life (Fritz & Guthrie,2017).:
· calm, inner peace
· self-acceptance, unconditional trust
· unconditional love
· happiness without reason
· unification, harmony, self-discovery.
 Core values ​​can also be transformed into the five fundamental needs described by Maslow (1987):
· comfort
· safety
· belonging and love
· appreciation
· fulfilment
Tad James and Wyatt Woodsmall (2017) and classify values ​​as:
· Attraction values ​​– are associated with pleasant inner states towards which we feel an attraction.
· Avoidance values ​​– are associated with unpleasant internal conditions, which we try to avoid as much as possible.




[bookmark: _Toc110337155]Culture 
According to Hofstede (2011), employees and managers in different cultures have varying values. Through the GLOBE research program, he could identify the UK's various leadership characteristics and cultures. During the 1970s, a study by Geert Hofstede revealed that employees and managers of IBM in 70 countries had varying values regarding national culture. The study, which involved over 100,000 participants, was regarded as one of the most widely used methods for analysing variations in cultures (Xiumei & Jinying,2011). Through the GLOBE program, which started in 1993, researchers have studied the different aspects of leadership and organisational behaviour (Shi and Wang, 2011). They identified the nine dimensions of national culture based on the data collected (Hofstede, 2006):
· Power distance: The power distance measures how individuals in a state feel about power distribution in organisations and institutions (Venaik & Brewer,2010). A high-power distance rating suggests that significant inequalities of wealth and power are tolerated in the culture. In contrast, a low power distance rating means society is focused on equality and opportunity.
· Individualism vs collectivism: The difference between collectivism and individualism is how people view themselves. In collectivism, people expect others to protect and look after them. Instead, in individualism, people choose to be themselves. They believe that they have the right to act as individuals (Venaik & Brewer, 2008)
· Masculinity vs femininity: Society typically promotes conventional masculine roles, values, and behaviours, according to Hofstede’s (2006) construct of masculinity. Women are not typically viewed as equals (Hofstede,2006). Instead, a high degree of femininity indicates that the culture sees women as equal to men in all respects.
· Uncertainty avoidance: People in countries that prefer structured situations are less likely to be anxious about uncertainty (Grove, 2005). This is likely because they rely on regulations and controls to lessen their anxiety. They are confident that I can do this. Contrary, cultures with low uncertainty avoidance are more prone to accept ambiguity as a norm and take chances. 
· Short-standing vs long-standing orientation: Another component of Hofstede’s typology is the long-standing orientation, which refers to the society's commitment to traditional values (Bao et al., 2012). People value the future and are more likely to accept change in a long-term orientation. Instead, in short-standing exposure, people are more likely to see commitments as obstacles to change. Over the years, he has also added a sixth dimension to his model.
· Indulgence vs restraint: Indulgence is a new notion in Hofstede's typology that gauges society's devotion to one's indulgence.  People enjoy relatively free access to specific human desires in cultures promoting indulgence (Abbot et al., 2005). Instead, in cultures that favour restraint, people tend to focus on the need to control their conditions.
 A society values being kind to others and rewarding individuals for being altruistic. Performance orientation, on the other hand, is the extent to which it rewards and promotes individuals. Two frameworks commonly used to measure the group members' performance are the GLOBE study and the Hofstede framework (McCrae et al.,2008). Although both frameworks have their adherents, it is hard to say which is better: the two. Due to the varying dimensions of their nature, future studies will provide a more balanced analysis.



[bookmark: _Toc110337156] Moral Principles
Having moral principles is essential in everyday life, not only in the work environment. Respecting ethical principles means having character. As social beings, we live our whole lives depending on the social relationships we develop (Schumann, 2011). Nobody is born with a moral principle; moral principles are learned whether known in childhood or acquired in maturity (Bunge et al., 1989). Honesty, good decency, self-respect and respect for others, and decency or perseverance, are only part of the moral principles necessary to have and develop (Parfit, 2021). Fairness to others is another moral principle that must be appreciated. Few people admit they have made a mistake and promptly correct it without disrupting work relations. Decency in language and decency in behaviour is a values on the way to extinction (Trusted, 2002). Some people confuse decency with freedom but being free to use certain words in everyday expression and behaving as you want does not mean that any type of behaviour is decent.
Perseverance is the moral quality without which success is not achieved. Perseverance nowadays is appreciated by most people as a failure; the fact that you have not yet achieved success, however, does not mean that you have failed; it means that you have been unable now you have re-announced because of all the effort you put in to reach that goal is wasted (Thomson,2018). Kindness, empathy, fairness, and good decency are moral principles related to each other; you cannot be good without being empathetic or fair (Gillon, 1994). Kindness is based on empathy; you can only be good if you put yourself in the place of the person who needs your kindness. Moral principles are essential in society because they teach people how to get along. They teach us that all human beings are equal and that discriminating against someone based on their background or race is unacceptable (Toulmin, 1981). People who adhere to moral standards live better lives than those who don't. Ethical standards can also impact a person's identity and self-worth (Geisler, 1981). For example, honest people may believe they are outstanding because they adhere to the moral concept of always being truthful. (Teulon, 2014). 



[bookmark: _Toc110337157]Education
Education has always played multiple roles for individuals and society (Bhardwaj,2016). Education is a critical factor for both our prosperity and the growth of the economy (Arthur et al., 2012). Education has a substantial signify significant pacts development, which helps people think and better analyse process information (Stephenson, 1998). Technology is changing rapidly, significantly impacting how businesses operate (Salgu. r, 2013). A well-educated workforce is essential in today's competitive world, and the struggle for natural resources is second to human resources in importance. Thus, education gradually became one of the biggest businesses worldwide, and the private sector slowly took over much of the responsibility for education throughout life. Education has an important cultural role and impact. It is still the primary means of passing down traditions and values from generation to generation, adjusted to meet economic and cultural development, and grounded in present social realities (Harackiewicz et al., 2016). Education also has a social function. Everyone can gain information and develop the skills and attitude needed to become educated and engaged citizens who contribute to the advancement of their communities and nations through education (Frantz and Mayer, 2014). In this way, education guarantees social stability and development. The fundamental role of education is concerned with personal development. Everyone must have the opportunity to grow according to their postures to bring independence and prosperity to the family. He ultimately decides which one of the groups he belongs to. Personal growth continues through lifelong learning and is essential today.

 


[bookmark: _Toc110337158]Mentors 
Mentoring is a beneficial learning relationship between an interested individual and a more experienced person that can help develop a person's skills and knowledge (Cambridge Dictionary, 2022. It can be a valuable resource for professionals in both personal and organisational settings (Swap et al., 2001). People need help in their daily work and their personal and professional development. No school can provide the training for a lifetime to be good or the best at work, no matter how good it is. That's precisely why we need help, someone to show us there where alone we cannot see, to see what alone we cannot see. This role belongs to a person who has accumulated enough experience in the field, willing to share personal experience, for the benefit of another, through a relationship based on trust, respect and independence (Ivey and Dupre, 2022). This person is the mentor, and the relationship built is called mentoring. From different scientific views on the mentoring phenomenon, some fundamental characteristics can be extracted:
· Mentoring is a communicative, interpersonal relationship, one with one or two or more people (Eby and Robertson, 2020).
· a mentoring relationship develops over a period during which the mentee's needs and the relationship's nature tend to change (Holland, 2009).
· the mentoring process can also be carried out for a specific period when it aims to achieve specific predetermined objectives, objectives that belong to both categories of members of the dyadic relationship, both the mentor and, above all, the mentored person, aiming at the development, changing the latter (Short,2014).
 The institution that helps the employee at the beginning of his professional career gets involved through an instrumental process, organised to achieve specific performances, through an assisted, achievable process, through a regime of strengthening, stimulation and competition; it is a way of multidimensional interrelationship, in which maturation and autonomy are projected, as well as the exchange of values and skills (Billett, 2003). Mentoring is essential to the organisation and the individual for several reasons:
· The benefits for organisations are clear – research shows a significant impact on recruitment and retention and increased productivity (Ramalho, 2014).
· The benefits for the mentee (protégé) can include behavioural improvements, knowledge, better management of career goals, development of a more comprehensive network of influence, and increased self-awareness and confidence that help build performance (Kay et al., 2009).
· The benefits for the mentor: include the satisfaction of training peers and the transfer of knowledge, skills and behavioural styles, gaining knowledge from the protégé about the latest standards, styles and techniques (Eby et al., 2010).
[bookmark: _Toc110337159]Recommendations for reducing the negative effect of beliefs on the workplace
To minimise the adverse effects of personal values and beliefs, the following suggestions are proposed:
· to create a code of ethics and professional conduct that sets the standards for professional conduct within the organisation. All employees must respect and apply these standards in their work
·  accepting and respecting the beliefs and personal values of those around them.
· the organisation of various courses, meetings and collective training, to bring together both values, beliefs and personal interests
· cultivating through education in childhood the skills of accepting other moral principles, beliefs and personal values


[bookmark: _Toc110337160]Conclusion 
A person's values are fundamental beliefs that affirm the end state of their existence or a code of conduct. They can also describe a person's preferences for an alternative form. There are two kinds of values: intensity and content. The intensity attribute refers to the person's ideas about what is suitable and desirable, while the content attribute is focused on the person's subjective experiences. The intensity attribute refers to the level of importance that a particular aspect of a person has, while the content attribute is focused on the person's overall state. When we rank people's values based on their intensity, we get a set of characteristics that influence their behaviour and attitudes. Values can be enduring and stable. Most of them are formed in childhood through our parents, teachers, friends, and family input.
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This section of the essay reflects on how my critical thinking skills have improved due to what I've learned in this module. The Kolb cycle was used to demonstrate the necessary thinking skills learned during the course. It also includes a summary of what I learned in this module.
[bookmark: _Toc110337164]A summary of what you learned in this module.
In this module, we have learned what critical thinking is and the educational approach to critical thinking as Bloom’s Taxonomy (Sosniak, 1994). Also, we have learned about logic and reasoning, types of reason, how to develop an argument and how to validate evidence. We knew what beliefs, values, and attitudes are and analysed their differences within a workplace context.
[bookmark: _Toc110337165]Kolb’s cycle
Kolb's cycle is a highly effective organisational learning tool. In 1984, Kolb introduced a model of adult learning which has since been widely used. His cycle of four stages is considered the most effective way to learn. Kolb (1984) defines learning as a process between an individual and their environment where knowledge has been produced. Learning effectiveness is based on action and thought (Akella, 2010). Adults take a moment to reflect on their experiences to come up with rules that can be helpful in similar situations. Finally, adults test their constructed ideas with new, real-life requirements to complete their learnings.
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How I developed my Critical thinking skill will be critically analysed through Kolb's learning reflection:
1. Concrete Experience - Critical thinking is a complex concept that the motivation behind its creation can influence. When it is grounded in selfish motives, it can be easily manipulated by one's interests. This is typically done using one's ideas. On the other hand, when it is grounded in intellectual integrity and fair-mindedness, it can be considered a more balanced philosophical practice. Only those with such blind spots and insights are considered critical thinkers (Argandona, 2003). This is because, without such skills, I can quickly develop self-delusional tendencies. Developing essential capabilities of thinking is a lifelong process.
2. Reflective Observation - Everyone has the right to think (McLeod, 2017). However, my thinking is biased, distorted, and downright prejudiced. The quality of my thought is essential to the quality of my life. It is also very costly to think poorly, as it can affect the production and quality of our lives. Developing a good quality of thought is crucial to ensure that I am above the best possible outcome. I felt tremendously knowledgeable, thinking critically about the development of workplace nature.
3. Abstract Conceptualization - Developing a good quality of thought is critical to ensure that we are above the best possible outcome. This process involves gathering and assessing relevant information, coming up with well-reasoned conclusions, and testing their validity against standards and criteria (Kolb, 2007). Being able to think critically and effectively within an alternative system of thought is very important to ensure that we can achieve the best possible outcome. This process involves identifying and assessing the proposed solution's assumptions and practical consequences. Critical thinking is self-directed and self-disciplined thinking that is capable of being applied to multiple tasks and situations. It requires the approval of rigorous standards of excellence (Elder and Paul, 2019). Developing a good quality of thought is also very important to ensure that we can overcome our native sociocentrism and egocentrism. This process involves developing effective communication and problem-solving skills.
4. Active Experimentation - Critical thinking involves analysing and judging what happened. In other words, reflective thinking focuses on the idea that knowledge is supported by a plausible or supposed form of knowledge (Yeganeh and Kolb, 2009). This type of thinking is active and persistent. Critical thinking is a skill that involves identifying and planning for the possible outcomes of a situation. Reflecting on the past is also vital to learning in complex problem-solving situations. It allows students to think critically about their strategies to solve their problems and how they can achieve their goals. Purposeful thinking uses cognitive skills that increase the likelihood of a desirable outcome. This type of thinking involves developing a plan and formulating an effective strategy to achieve it. Critical thinking, on the other hand, is focused on a specific outcome. This kind of thinking involves developing a plan and making informed decisions.
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