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[bookmark: _Toc23947643]Introduction 
Every individual has their values, beliefs and attitudes, and they are developed throughout their lives. The principles and standards that an individual or cohort of a person held in high esteem is called values. It is an entity that steers the way individual lives and the judgment they make. In general, it is created by a specific belief that is associated with the value of a notion or kind of behaviour. For instance, a particular person might see great value in saving the world’s flora and faunas. Nevertheless, the person who runs his or her lives through the trading of flora and faunas might not see the same value on it as a person who is eager to save it. In the same manner, if workers values honesty, ethics, and hard work, he or she will give the best attempt to demonstrate those characters in the workplace. In brief, it can impact person decision and have the upper hand on the reinforcement provided to the consumers. So, that business organisation mustn’t affect consumers judgments based on their values, and they must learn to work from the centre of backing up the consumers’ values. 
Attitudes can impact an individual’s behaviour. For instance, people who have optimistic attitudes towards work and workplace can favourably affect the entities around them and vice-versa. In general, a person who has positive attitudes is fruitful for business organisations. In contrast, beliefs are something that is acknowledged and supposed to be genuine. In the organisation, there are employees from different religious backgrounds; as a result, they might have different beliefs from each other. The government of the United Kingdom (UK) has drafted Employment Equity (religion or belief) Regulations 2003, which came into operation on 2 December 2003. It was proposed or developed with the motives of undermining the conflicts related to religious beliefs. In short, an individual’s belief can directly hamper the business organisation workplace behaviour. 
Different scholars have proposed different management theories. However, particular scholars have performed research on the same notion. For instance, several researchers researched bureaucratic management theory. Amidst it, Max Weber was the pioneer to study it and proposed a bureaucracy theory based on firm regulations and expert authority guidance. Along with the time, belief, value and attitude of the managers have affected the bureaucracy theory in the workplace.
[bookmark: _Toc23947644]Aim and objectives 
The main aim of the paper is to assess the difference between beliefs, attitudes and values within a workplace. The objectives are undertaken to attain the goal of paper aim. The sub-specific objectives of the paper are to evaluate an individual’s beliefs, attitudes and value systems and their influence on workplace behaviour. Additionally, it attempts to dig bureaucracy theory to assess how someone with different beliefs, attitudes and values might interpret the hypothesis differently.
[bookmark: _Toc23947645]Difference between beliefs, attitudes and values 
Beliefs are the allegations made by human beings, regarding other human beings in the globe and how they anticipate things to be. Each human being has their personal belief that impact all facets of their regular lives, for instance, dressing sense, which can be impacted by religious beliefs and social beliefs. There is no hard and fast rule that every individual must have the same set of beliefs. Depending on how their ancestors raise them, their belief can vary. Each individual can have hundreds of beliefs. In general, beliefs are categorised in two classes, namely central beliefs and peripheral beliefs. Central beliefs are tougher to change because they are fundamental to personal existence and carries noteworthy importance to him or her. In contrarily, peripheral beliefs can be altered because they do not give significant importance (Strawson, 2010). 
Attitudes are the recognised techniques of answering to person and circumstances that individuals’ have learned, hinged on the beliefs, values and considerations held by individuals. The person attitude becomes visible through his or her behaviour. For instance, if a person has a good attitude about something, a person will produce favourable outcomes in the workplace in negotiating with consumers and employees and vice-versa (Harrell, 2000). 
Last but not least, values are beliefs that are significant to people which assist them in steering their lives. Unlike the beliefs, the person has fewer values. It is of two types, namely instrumental values and terminal values. Instrumental values are the methods by which people intentionally judges to live their lives. In contrarily, terminal values refer to the beliefs that are possessed closely by a person which are analogous to the ends and ultimate results that an individual wish to attain (Blackman, 2018). 
[bookmark: _Toc23947646]Impacts of beliefs, attitudes and values on workplace behaviour 
[bookmark: _Toc23947647]Impacts of beliefs on workplace 
As mentioned earlier, a belief is the approval of a statement to be true. Based on the situations and the person involved, beliefs can progress swiftly or gradually, and personal experience plays a crucial part in what one considers. For instance, workers working under a manager with a determined route of offering clear direction and holding employees responsible for their assessments are inclined to believe what their manager says than those working under a manager who carries out a different activity than asked for. Personal beliefs inclined to be verified by evidence, experience, and situations. Due to it, beliefs can be fluctuated by the introduction of fresh pieces of evidence, swinging conditions, and progressing experience. 
In a business organisation, certain workers develop their beliefs from what they observe, hear, experience, read and think. From these aspects, workers build an opinion that they hold to be true. From it, they grow their values, which can either be right or wrong when analysed with facts, nevertheless hold true for them. For instance, one of the workers in the production division needs an instrument located in the packaging division, but the worker in the packaging division refuses it. However, the worker in the packaging division wants to help the other worker to complete the production within the specified time. Even though it was against the business rules, the worker in the packaging division agrees to deliver an instrument; as a result, the production completes in a set timeframe. It is conceivable for person beliefs and values to change over time when a person faces such situations that defy their previously held opinion in life. It indicates that when the person working in a business organisation is reluctant to change his or her belief, then it can impact the workplace behaviour. If the change in belief is positive, there will be a positive impact on workplace behaviour and vice-versa (Krishnakumar and Neck, 2002). 
[bookmark: _Toc23947648]Impacts of values on workplace 
Values can impact many of the decisions and the support offered by the business organisations to employees. The commonly shared values are those that are vastly shared between a group, community, and culture. They are circulated on through numerous channels like media, business associations, and so on. Some of the common values are respecting the elders and loving the juniors, the importance of friendship, doing the assigned task appropriately and so forth. Personal values can be impacted by culture, tradition, and an amalgamation of internal and external entities. It evaluates what person find significant in their regular life and assist in contouring their behaviour in every condition they confront. As values frequently impact attitude and behaviour, they act as a sort of personal compass for worker performance in the workplace. It assists the manager in assessing whether human resources are serious and dedicated about the assigned task, which can guide to high employee gratification, better group performance, and so on (Dean, 2008).
Values can powerfully impact worker performance in the working atmosphere. If a worker values morality, and discipline, for instance, he or she will attempt to demonstrate those characters in the workplace. Such person might be an efficient worker and a role model to every worker as compared to the worker with contrasting values. 
The probabilities of occurrence of clash go high when there are workers with contrasting values in a business organisation. In some cases, conflict happens when one of the workers does not share the same values as the other worker (Mele, 2011). For instance, a worker who values hard work and commitment to the organisation success might have hard feelings on the workers who are lazy or inefficient without being punished. Apart from it, conflicts can occur if the worker looks to compel his or her values on another worker. 
Every business organisation needs to stimulate the optimistic value and discourage pessimistic values that impact workplace behaviour (Mendes and Stander, 2011). Every individual has an ethics, described through values, which guide them how to behave with others and behave themselves during conversation. The employees who lack ethical values might involve in undesirable behaviour that can affect the business organisation performance. A business organisation is helpless regarding parameters that shape people values and behaviour before recruitment; however, the organisation can effort to impact employee behaviour in the workplace. 
The business organisations are organising training events, developing codes of conduct, and setting up moral boards with the motive to aware workers of the kinds of conduct that the organisation discovers suitable and unsuitable. Though these attempts mightn’t change worker’s values, it can assist them in taking a verdict regarding whether to take part in deceitful acts or not (Somers, 2001). 
[bookmark: _Toc23947649]Impacts of attitudes on workplace 
Every individual has attitudes about several aspects. It has an impact on the workers. For instance, the worker with a positive attitude can change the working spirits of their fellow workers, and the worker with a negative attitude can decline their moods. It is to be noted that in some of the situation, it operates oppositely; as a result, attitudes are complicated instead of positive or negative. In brief, an attitude has the ability to impact worker work performance and the performance of their fellow workers. It can either positively or negatively influence an individual’s behaviour, irrespective of whether the person is enlightened of the impacts. For instance, a person with a positive attitude works with the best intention, which can positively motivate the other workers around him or her.
[bookmark: _Toc23947650][bookmark: _GoBack]Management theory 
At the beginning of the 20th era, German sociologist, Max Weber was the first person to employ and define the term bureaucracy. Later on, it was called as the bureaucratic theory of management or the Max Weber theory. According to it, bureaucracy is the better method to develop a business organisation and is far optimum than traditional structures (Andreski, 2013). The business organisation employing bureaucratic management theory treats all the employees fairly, and the fragmentation of labour is done according to employee capability. Additionally, Weber claims that bureaucratic theory is vital in large institutions since the allocated tasks are performed by a large number of workers and recruitment and promotion is carried out following the worker technical qualifications.
In the present era, the UK businesses are flourishing; as a result, entrepreneurs are interested in opening a large-scale business over operating the smaller enterprises. The application of bureaucratic management theory can be feasible on the larger organisations as compared on the smaller organisations. As the larger organisation has several hierarchical layers, the utilisation of Max Weber theory aids the larger organisation to be structured and perform successfully in the domestic and global market. It assists the organisation workers to perform consistently and helps the management to uphold regulation and make changes when necessary. 
The utilisation of the bureaucratic management theory eases managerial operations. It is good news for a manager as it reduces the workload. As mentioned earlier, the work is divided as per the worker capability and skill; therefore, a worker is liable for what he/she does and understands what is anticipated from him/her. Through it, the business organisation is directly benefited. Every business department is provided with supremacy so that there is a proper marking of works and managers can reach or consult their workers quickly when they fail to meet the criteria of the assigned tasks. The managers are benefitted if the organisations are stable. However, it might not be the case if the organisation has higher chances to fluctuate.
[bookmark: _Toc23947651]Modern-day relevance and weakness of bureaucratic management theory 
Since the foundation of bureaucratic management theory, it was questioned and condemned by several researchers. Irrespective of it, there are still some business organisations that employ bureaucracy theory to draft the organisation structure. The first facet of bureaucratic management theory is employment specialisation. According to this theory, the task is fragmented according to worker capability and skill. Olivine is one of the business association that employ employment specialisation (Weymes, 2004). For instance, if one of the workers is assigned the duty of packaging the soap, then he or she will never know the methods behind the soap preparation. It brings benefit to the organisation since it yields productive and repetitive work. Along with the advantage, there comes inevitable drawback like organisation over specialisation of worker capability avoids them from identifying the business issues. 
The second facet of bureaucracy theory is a hierarchy of authority. In general, the hierarchy of authority is most common in military organisations where the level above it controls each rank. Obligations within every level are clearly defined, and every level is provided with the necessary power. The positive impact of a hierarchy of authority is that its categories who is in charge. However, the negative impact of a hierarchy of command to the worker is that it avoid workers from taking part in the decision-making process, thereby extending the time to execute a drafted programme. Henceforth, it can be claimed that though the bureaucratic theory has got its drawbacks, it is appropriate in modern business organisations. 
Occupation and carrier are likewise another trait of bureaucracy (Harris, Höpfl and Höpfl, 2006). Business associations, for example, Zesa utilises the standard of occupation and carrier whereby all staff are chosen and promoted based on their specialised capabilities. Even though occupation and carrier are appropriate to Zesa and numerous different associations, it has got its shortcomings to the individual representative and the association overall. To the worker, it can limit the mental break of the person in their job. Likewise, the weakness of the association is that people throughout the organisation are elevated to their degree of inadequacy.
The strengths of bureaucratic management theory are firm rules and regulations about work, fragmentation of task based on employee skill, systematic order of authority and legal compliances, less influence of any fluctuations to the organisational structure, and so on. The weakness of it is rigid decision-making system, unsuitable for the organisation which are under immense stress to perform better in market, sluggish reaction to an unforeseen emergency, lack of sympathy and many more. 
In the twenty-first era, the business market is highly competitive. The business organisations are employing technology and innovation to excel in the market. However, utilisation of bureaucratic organisational structure will hinder the modern business organisation performance because such structure will prevent the company from using innovation and technology to develop new goods and to take the maximum benefit of available technology (Houghton, 2010). 
[bookmark: _Toc23947652]Impacts of value and belief systems of managers in implementing management theories in the workplace
Differences in culture are a great experiment for managers who work with a range of individuals with various qualities, values and beliefs. Indeed, even minor things can be misconstrued. As a manager who works with various sorts of individuals, many people don't think like them. For expert managers, it is critical to perceive that there is constantly an approach to tackle all issues. Viable managers ought to invest energy perceiving, fulfilling and propelling workers. Though, some managers have diverse management styles. They never give simple support or expressions of thanks and acclaim to workers who have worked admirably. Honest regard and concern for workers might be the best methodology to accomplish the objective of management excellence. Administrators can benefit from executing and learning the accepted procedures or approaches looked for and tried to lead the association (Williamson, 2007). The management theory is a thought of ​​the various methods for dealing with business dependent on various uncertainties about how individuals and frameworks work. Over time, they have moved significantly from the traditional descending authoritarian paradigm to modern, more human-centered adaptation. The bureaucratic management theory emphasizes the definite role of workers and directors, in view of a chain of command that defends the authority and explains who is capable and who isn't capable. The manager’s beliefs and values influence the nature of work and all connections (Chuang, 2013). They will, in general, accept that their values and beliefs ​​are dependent on the real world, yet it is a conviction that decides their experience. 
The value indicates the motivation behind individuals' steady life and reflects what is most essential to them. It is determined throughout life because of the growth of life experiences, and the value is generally relatively stable. Values ​​that are imperative to individuals by and large influence the idea of the basic leadership process, natural discernments and genuine conduct. The value affects the organization of activities such as, give tasks to specific jobs or expand command strings. The value of the manager can influence the reaction to changes in work attributes. Beliefs originate from the genuine experience, however, as a rule, the first experience isn't equivalent to it occurs in the present life. Manager’s beliefs are a significant part of their character (Harris, 2001). Everybody has the option to get their beliefs and values. It is significant that manager regard and accepts individuals who may have various qualities ​​and convictions. Managers are divided into progressive levels and each degree of the executives is liable for workers and by and large execution. There are numerous hierarchical positions in the bureaucratic structure. It is basically a characteristic and a basis of bureaucracy. The hierarchy of authorities is a framework wherein the various positions are connected arranged by need and where the most elevated level of the scale is the most dominant. The most minimal degree of the bureaucratic structure is constantly dependent upon supervision and the executives by the most elevated levels (Fann Thomas, 2007). This chain of command mirrors the level of bureaucratic appointment and communication and properly distinguishes how authority and duty are allocated. 
Max Weber was different in relation to the vast majority of the present managers in the working environment. His management theory underlined severe guidelines and a solid division of forces. The majority of them acknowledge new thoughts and adaptable working plans for their management style. Despite the fact that his theory focuses on productivity, it isn't generally the best practice for managers to execute it. A significant number of Weber's convictions frustrate innovativeness and joint effort in the working environment and balance adaptability with hazard. As per Weber, managers should take notes on any position, concern or occasion identified with the organization. That way they can check it later and handle the issue in like manner. For instance, managers should record all obligations regarding every job in the organization to maintain a strategic distance from errors (Mitchell, 2013). If a worker calls a weakened individual or is late for a move, the manager ought to catch up to ensure there are no negative patterns. Furthermore, workers must monitor their time and record their everyday progress and works. Managers reserve the option to know how representatives use their time. Weber got some information about the aptitudes expected to fill the situation for the best outcomes. There ought to be no nepotism or exemptions to these exclusive requirements. It isn't suitable if an individual isn't completely qualified. The way that it is anything but difficult to coexist with the competitor and coexist with others doesn't imply that it is appropriate for the activity. Enlistment choices ought to be founded exclusively on manager experience and skill. Weber doesn't favor individual connections at work. He pushed the possibility that every single technical connection is described by rules and guidelines (Yang, 2008). There ought to be no discussion, no participation or no trade of thoughts. Work will be work, not a social exit. Weber felt that duty ought to be designated based on aptitudes and capacities. There is no adaptable job. Despite what might be expected, the representatives must know about their position and assume liability for it. Leaving the predetermined job will disturb the presentation chain of importance. Cooperation, imaginative reasoning and thoughts are thusly not suggested. Progressive systems encourage the appropriation of intensity among the laborers. The most elevated worker has the most noteworthy benefit and the least representative must advise the higher worker. Laborers must regard the manager and abstain from surpassing edges (Nisar and Maroulis, 2017). It has been contended that the administration can be sorted out such a large number of individual’s team up in an intelligible way by characterizing undertakings inside the current hierarchies. 
Overall, various private and public associations use bureaucracy to oversee worker exercises, yet the framework doesn't consider adaptability and has not been compelling in overseeing development. The business environment is dynamic. The outcomes show that bureaucracy restricts creativity, which is fundamental to the association, and is thorough to the point that it is incongruent with the association's management development. Excessive bureaucracy has been shown to adversely affect social and monetary improvement. Associations ought to in this way not be sorted out as per bureaucratic chains of importance and set strategies, however ought to have an adaptable, well-recorded vision and mission shared throughout the association. The decision of managers in using management theories can be varied due to their values and beliefs. 








[bookmark: _Toc23947653]Conclusion 
In conclusion, there is no such regime that all human beings must have similar values, beliefs and attitudes. Values, beliefs, and attitudes are developed throughout human lives. Each of the notions carries a different meaning. Values are the set of principles that a person held in high regard while beliefs are something that is understood to be the truth. In contrast, attitude is the identified manners of responding to people and situation that person has passed through. Each of the parameters can carry a different meaning to the person. For instance, a person attempting to save globe flora and fauna have different value compared to the person who runs his/her life by trading flora and fauna. 
Values, beliefs, and attitudes can impact the organisation workplace. Each of the workers has different values, beliefs, and attitudes; as a result, it is harder for an organisation to manage different persons with different behaviour under the same house. In general, a worker with a positive attitude can improve the business workplace atmosphere and business success rate and vice-versa. In the same manner, a worker who values honesty and hard work will attempt to illustrate those traits in the workplace, which will encourage co-workers to do the same. Therefore, every business organisation needs to promote positive values, beliefs, and attitudes to gain a competitive advantage in the market and to stay well-ahead of rival companies. 
Max Weber was the first person to talk about bureaucracy. Bureaucratic management theory is applicable to the larger organisation that does not undergo fluctuation. According to this theory, all the works are divided amongst the worker based on their qualifications and skills. As a result, there is less burden on the manager and manager can pinpoint the worker if he/she fails to produce the anticipated results. The same might not be true in the larger organisation, which is seeking success and progression. It can be true in old-fashioned organisations; however, might not be useful for modern organisations that are employing technology and innovation to produce new goods.  
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