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Introduction
Management is a science or art focussed on achieving goals through people. Management, therefore, is one of the most important human interactions, and the way workers interact with their management is especially crucial in the working world. 
This report will look at different management theories and identify which ones relate most closely to the authors own role. The report will then assess the impact of these management theories on the belief’s, values, and attitudes of the author.
Firstly though, the report will establish what the beliefs, values, and attitudes of the author are, and how they impact on the behaviours of the author in the workplace.

[bookmark: _Toc98333489]Beliefs, Values and Attitudes
[bookmark: _Hlk98844471]Beliefs, values, and attitudes affect how a person views and interacts with the world around them. Beliefs affects a view of the world because it’s what a person considers to be true, even if they cannot prove it. Values is what a person considers to be valuable or important so this would shape how information is interpreted also. An attitude is born out of the belief and value and dictates the way a person reacts to any given situation. (Sesync Annapolis, 2016)
Therefore, it is important to identify what a person’s beliefs, values, and attitudes are to critically analyse blind spots and weaknesses in order to improve. 
To help gage their beliefs values and attitudes, the author completed a self-evaluation survey by Barrett Values Centre (2022).
A long list of values was given to the author to select which ones where most relevant to the authors own beliefs and values. The following image shows the results page of the survey.
[image: ]
The authors values centred around family, work/life balance, financially stability, health, caring and being liked.
The result is fairly accurate and amongst other things highlights that the author values harmony and time spent in personal relationships. The author also can face fears and demonstrates understanding.
The authors capabilities and connections built with others are of high value. These values lead to need to feel like they belong which could lead to anxiety of not being accepted.
Placing a high value on family is usually an indicator of commitment or obligation for a person to be at work. People feel obligated to provide for their family and have a strong sense of moral responsibility to others. (Hyde and Weatheribgton, 2006)
The fact that the author values financial stability highly also indicates that commitment to work would be likely to manifest from these values. As such, this shows that these two values held by the author would impact work behaviour positively as there is are strong reasons for the author to do well in work and be committed to their job.
This means the authors values have a direct impact on the willingness to work and the commitment to be in work. 
However, how beliefs and values impact behaviours once someone is in the workplace is more complicated. There are many factors that have an impact on behaviours in the workplace. Human behaviour is often learned through observation of other people, (Bandara, 1977) so influence from others may impact behaviours as much as personal values do.
This is especially important to note when an individual values connection built with others, as people with different values may view situations differently which can result in conflict (Mullins and McLean, 2019), although this conflict may not always be external expressed due to restraint. An individual may restrain bad feelings to appear professional and seem in control, but Elliott (2017) suggests that this way of dealing with such situations could lead to stress.
In terms of management, it is important to remember that the whole purpose of management is to help individuals work effectively in groups to accomplish certain goals, (Koontz and Weihrich 1990, p.4), therefore the values and beliefs of a manager where possible should not negatively impact this purpose. 
It is important to critically evaluate how values and beliefs may impact workplace behaviour.  Both personal and situational factors can influence behaviours. (Murphy, p.27) 
The authors value of building connections with others can have a positive impact in the workplace. Good relationships developed with colleague’s help promote a positive working environment. 
However, the value of needing to be liked, could negatively impact the workplace if for example a manager did not follow the correct procedures because it may cause conflict. This was highlighted in the Barrett Values report. Needing to be liked was potentially limiting, and this is even more of a possibility from a management perspective. 
If a manager was apprehensive of carrying out duties such as confronting poor performance or inappropriate behaviour, it is likely that this would negatively impact a company’s performance. 
In summary, the beliefs, and values of the author such as family, financial stability and home/work balance make the author a dependable and committed worker. The importance they place on making connections with others means that they bring positivity and good morale to the working environment.
From a management perspective though it is important to be aware that their need to be liked could limit their potential to carry out tasks effectively. Despite this, the author does have the quality of facing their fears and having difficult conversations. It is important that this quality overrides the conflicting emotion of needing to be liked.








[bookmark: _Toc98333490]General Management Theories 
To critically evaluate whether a person’s beliefs, values and attitudes are aligned with their company’s management theory, an assessment of what management theory is used by that company is needed.
There are many management theories that help make sense of world experiences. (Stoner et. al, 1995, pp.31-2). It is important to have structured management concepts that are tested and reflect reality accurately. Without a framework for management, it would be a lot more difficult to effectively organise workers.
There has been a lot of different approaches and competing ideas in regard to management which has made the management theory landscape confusing. However, there are prominent theories which are still widely used today despite some being formed as far back as the industrial revolution.
The way businesses are managed today owe a lot to historical management theories by the likes of Taylor, Weber, Mayo and Fayol. These are four of the most well-known management theories and listed below is what school the theories belong to. 
1. Frederick Taylor - Scientific School of Management Theory (Scientific School)
2. Henri Fayol - Administration Management Theory (Classical School)
3. Max Weber - Bureaucratic Management Theory (Classical School)
4. Elton Mayo - Behavioural Management Theory (Behavioural School)
1. Taylor's Scientific Management Theory looks at efficiency and productivity and improves them by breaking them down into steps and finding the best way to produce. Workers would then be paid a fair wage to perform these tasks. He felt that money was the main motivation for workers. (Organizational Communication Channel, 2016a).
2. Fayol's Administration Management Theory focused on managers getting trained correctly to manage workers effectively. His focus was also on principles such as Division of Work, Discipline, Authority and Responsibility, Subordination of individual interest to general interest and 10 other principles of management. (Fayol, 1949)
3. Max Weber's Bureaucratic Management Theory places its emphasis on forming a hierarchical structure with a division of labour that is based on technical expertise. It is managed by rules and written documents with only legal power being important, all relationships should be formal and impersonal. (Weber, 1947)
4. Mayo's Behavioural Management Theory was based on research which pointed out that workers increase their productivity when they are singled out, involved, and made to feel important. He also coined the Hawthorne effect which shows that employees respond positively to novel changes like better illumination or clean workstations. This all drives improved productivity. (Clayton, 2020)
These are some of the most used management theories whether intentionally or unintentionally by businesses even today. 

[bookmark: _Toc98333491]Why Mayo’s Management Theory Fits 
The role occupied by the author seems to fit the Elton Mayo Behavioural management theory. 
Mayo’s theory contradicted Frederick Taylor’s earlier theory. In the 1950’s, Taylor based his theory of high productivity on scientifically breaking down a job into small parts to find the “one best way” and paying people a fair wage for doing the task. In this theory the idea was that people would carry out tasks efficiently if the money was right as money was the main motivation. (Organizational Communication Channel, 2016a)
Mayo, however, did an experiment in the 1920’s called the Hawthorn Works Experiment that made several changes to working conditions. With every change, productivity increased. This indicated that performance was not directly related to economics and depended more on working conditions. The self-interest emphasis that Taylor had assumed was rejected.
Also, it showed that peer group influence was important hence the need for social and informal connections. 
The author’s current role, which is a large government organisation, is aligned mostly with Mayo’s management theory. The employees are made to feel valued in several different ways. They are encouraged to further themselves and take courses to aid their progression. They are also asked to share their idea’s and think outside the box for solutions to work issues or to improve work efficiency and therefore involved in decision making processes. When Mayo realised it was consulting staff about the light levels, they worked under rather than any individual light setting that was set that caused productivity to increase, he found a mechanism by which he could improve productivity. In this sense the employees are valued and made to feel involved. (Clayton, 2020)
They are also given flexi time and left alone to manage their own hours. Like in the Hawthorn experiment where the workers had their hours adjusted to improve productivity, the ability to adjust the hours of the working day helps with productivity.
If for example an employee has a sick child, they can log off and see to the child instead of worrying about them while trying to work and working less efficiently as a result.
Also, Mayo’s theory realises the need for informal interaction which this employee encourages. Even working from home, teams is used for employees to connect with daily informal meetings that have nothing to do directly with work. This enables the peer group influence that Mayo identified in his study.
This peer group influence that Mayo highlighted could be used as a benefit in his management theory is one of the reasons that a theory like Fayol’s administration theory does not fit this role. In his theory one of Fayol’s main guidelines was the subordination of individual interest to general interest. This particular role actually feeds the general interest from the individual interest which is almost opposite to Fayol’s idea.
Weber’s bureaucratic management theory could generally be seen as a fit as it is a large government organisation and as such is primarily legally run and has hierarchical structure with a division of labour, however the day to day running of the individual departments oppose Weber’s notion that all relationships should be formal and impersonal, and even though there are rules in place the company is also run by individual innovation making processes fluid and changeable.
So, in summary the idea’s that Mayo’s behaviourism pioneered are evident in the authors current role to a large degree. Outside the role, as the company is a government organisation, there are more elements of the Weber Bureaucratic Management Theory and even Fayol's Administration Management Theory due to the size of the organisation, but at the lower individual level it is run with Mayo’s Management Theory in mind.

[bookmark: _Toc98333492]Pros and Cons of Mayo’s Theory
There is scramble for the vacancies in this role whenever jobs become available. The role is seen as a job for life which demonstrates that the management style, at least in part makes the role attractive. This is a plus for this management style as workers want to work under it, which in turn should enable the employer to attract high calibre candidates.
It also promotes motivation as employees are consulted and therefore feel a part of the organisation. This is a key factor that promotes high productivity which is something all management theories seek to maximise. 
However, this way of management does open the door to what Max Weber describes as “Particularism” where some people are favoured over others based on their social agreeability rather than their ability to carry out a particular role. (Organizational Communication Channel, 2016b)
Also, Mayo’s methods require a lot more 1 on 1 interaction from managers (Clayton, 2020) which is time consuming and could be considered a drain on resources. Do the benefits of this use of manpower justify the costs? This would need to be monitored closely which is a difficult job in itself. 
[bookmark: _Toc98333493]Previous Role Comparison
In comparison to the current role, the author’s previous role was managed differently. This role was for an outsource agency which meant that the targets had to be achieved at all costs. The contract that the agency has (with a large organisation) was almost entirely based on consistently hitting service levels, therefore these targets took priority over everything else to ensure that the contract was renewed on review.
The output required for this role naturally led to a scientific style of management as every area of the operation needed to be fine tuned to maximise service levels. This obviously led to Fredrick Taylors Scientific management theory as the management style that naturally fit this role.
The author found that this role clashed with their values. There was not much emphasis on or time for building connections with others as the priority was to maintain service levels. This meant taking sometimes upward of 200 calls a day which left no time for connecting with colleagues. There was also an emphasis on low call durations which was one of the primary targets, which meant there was no time to form connections with customers either.
Taylors scientific method was evident as the optimum average call handling time was worked out and set as a target for workers. Where this management theory falls down is that there was little motivation from a financial point of view which is what Taylors’s method hinged upon. Either the pay was not high enough or the financial motivation was misplaced, but the author was miserable under this management style.
[bookmark: _Toc98333494]Critical Analysis
As the author prefers Mayo’s style of management to Taylor’s, it is important to recognise why this is. Are there assumptions on the part of the author that may unconscientiously cause confirmation bias for this management style over others?

[bookmark: _Toc98333495]What are the assumptions?
It is easy to assume that Mayo’s theory works and is better than Taylor’s theory which does not work, but the arguments of this perspective need to be analysed. (Pearson North America, 2015)
The authors experience of both roles is very different as highlighted previously, and one of those differences is the ability to form connections and have social interactions in work. The assumption here is that because this helps the author be more productive it is a better management theory. 

[bookmark: _Toc98333496]Are there alternative arguments?
Mayo’s management theory however may just suit certain people and not everybody or it may suit the authors current role but not their previous role.
Consider Mayo’s management style in a busy call centre? Where would you find the time to individually consult them for their ideas? and what would happen to the calls while they were taking time out to socialise? Would this mean dropped calls and a loss of the contract?
If you decided to employ more staff to give staff more time to socialise, would this take you over your wage budget and make your costing ineffective?
The question that is really being asked is does Taylor’s management theory actually suit that role and suits certain types of workers and their values, but not the author? There are people who like to know exactly what they must do each day and don’t want to socialise or progress up a cooperate ladder, they just want to come in, do their job and go home.
Asking and answering questions like these gives a richer understanding of the situation and helps to eliminate potential blind spots in the thought process. (Pearson North America, 2015)

[bookmark: _Toc98333497]
Drawing Conclusions
If Taylor’s scientific management style and the author’s values don’t align, this does not necessarily mean that the management style is the wrong one for the author’s previous role. It is possible and quite likely that the role itself was not the right fit for author’s beliefs and values.
If for example one of the author’s values is to be caring but the role requires impartial impersonal judgements to be made, then it is likely that the role itself contradicts the authors beliefs and values rather than the management style. Therefore, the management style may well be appropriate for the role, and if there are workers who this management style does not clash with, this could be further evidence that the author was simply in the wrong job.

[bookmark: _Toc98333498]The Impact of Management Styles on Beliefs and Values
In the authors previous role, the impact of Taylors management style on their beliefs and values was mainly negative. This could be due to the Taylor management theory being used in isolation. Some research has shown the need to merge management theories to gain optimum success.
 Rather than seeing the seeing the different management theories as “a jungle” like some scholars (Koontz, 1961) it has been suggested by others (Kitana, 2016) that a blend of “Art and Science” is growing management efficiency and worker productivity to new heights.
In other words, some management styles are good for science (efficiency of process) and others good for art (human productivity). Obviously, there is massive overlap but essentially a blending of management styles rather than a choice between them can yield fruitful results.
This is called the Contingency Approach and usually answers questions about how to manage any situation with the reply “it depends”. The idea here is that different management theories work better in different scenarios. (Kitana, 2016)
The issue with the authors previous role was that the management style focused on “science” only. As the outsource agency was paid per answered call, the emphasis was purely on how to get through as many calls as possible. Being as they represented a government organisation there was not even the customer service feedback to be concerned about. The callers needed to call to resolve issues and cannot go elsewhere if they are unhappy with the service they receive.
So, if the question is “does it matter if the customers think we give a good service?” instead of the answer being “it depends” the answer for this role was clearly “No”.
The combination of these factors meant the values and beliefs of the author was not aligned to the management style used. The impact of this was felt in several ways by the author.
Firstly, the author had to go against their values of caring and building connections. They were advised on more than one occasion to reduce the call handling time by being more impersonal to customers as empathising extended the call times.
So, the author had to compromise their values to do the job “efficiently”. This led to the second impact which was that the job was not enjoyable or at least satisfying for the author. The fact that the author could not help the customers holistically and only scientifically meant that there was a lack of job satisfaction and even frustration in performing the role. This also led to the third impact which is the authors value for wellbeing.
The negative emotion generated from violating their values in addition to the sheer volume of calls impacted the authors emotional and physical health. The author would on most days take upwards of 200 calls, and due to the nature of those calls, this would cause anxiety and stress. The management methods that focused on call volumes rather than worker or customer wellbeing would have a detrimental impact on the author, which over time produced a loathing of the role and ultimately a search for a new role.
In contrast the current role of the author is aligned with their values, so they can express themselves in the role with more authenticity which leads to more satisfaction in their work.
Firstly, the authors value of home/work balance is aligned with the flexi time they are afforded in this role and their part time hours. They can build connections with colleagues and on the occasions that they speak with customers they are able to take their time and empathise if need be which aligns with their building connection with others and caring values.
Secondly, their value of respect is aligned as their employer now respects their input into the processes by which they work to help improve them. Their opinion was not considered or respected in under the previous management theory.
Thirdly, the impact to their health is a lot more positive as the values and the values of their employer are no more aligned leading to a more harmonious working relationship.

[bookmark: _Toc98333499]Summary
In summary, the author had to subdue some of the beliefs and values that they hold to carry out their previous role as their values did not align with their employers. This led to a loathsome attitude toward the job which impacted on mental and physical wellbeing, which in turn ultimately led to the need to leave altogether.
In contrast the current role has a lot more alignment with the authors values and subsequently allows the author to express their values freely and thrive not only productively but also in wellbeing.


[bookmark: _Toc98333500]Conclusions
This report looked at different management theories and how they impact the authors own beliefs, values, and attitudes. The main finding is that the management style used works best when it aligns with the employee’s values that are working under it. If this does not align it can and often will lead to disengagement and even anxiety.
From a management perspective it is worth noting that some values like “being liked” can be potentially limiting and prevent a manager from doing a job productively or progressing in a career. In terms of which management style, a manager should adopt, it is argued that a blend of management theories can produce the best results and in that respect the theories complete each other rather than compete. This “contingency approach” should be explored to learn how different approaches can contribute to the development process.
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