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The purpose of the assignment is to explore beliefs, attitude and values and how they can impact the workplace culture. it will explore the significance of the values and their link to how they impact the workplace culture and employees experience. Additionally, it will explore and evaluate models and theories who concur or disagree with these particular traits. 
The author will assess and evaluate their own beliefs, attitude and values and how these contribute to the success or failure of their workplace. 
It will identify leadership style models, theories and techniques and explore the significance of developing critical thinking and how it can contribute to personal and professional development. Key components of critical thinking will be explored. 
They will explore management and leadership styles and through academic research evidence the benefits of such practices within the workplace and how they contribute to the employees beliefs, attitudes and values.
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Beliefs, attitudes and values are three distinct yet interconnected principles that are crucial when it comes to the workplace. As values, attitudes, and beliefs collaborate to shape an individual's ideas, actions and behaviour, there is a substantial connection between them. Everyone is entitled to their own values, attitudes and beliefs. These values would have been shaped by lived experiences such as, upbringing, family values and cultural beliefs.
The connection which exists between values, attitudes, and beliefs is essential in determining how people behave and make decisions.
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[bookmark: _Toc161495929]‘’Man is what he believes” Anton Chekhov (1972)
Beliefs are the acceptance of the existence of something or truth, frequently in absence of hard evidence. These can be personal or group-based, and they are impacted by a variety of factors such as education, cultural background, and personal experiences.
When exploring the biochemistry of beliefs they are described as ‘’guiding principles in life that provide direction and meaning in life’’ (Sathyanarayana Rao, Asha, Jagannatha Rao & Vasudevaraju 2009) in the medical field. 
In cognitive psychology, beliefs are propositional attitudes in which the world is portrayed as being in one form or another (Schwitzgebel, 2021).
Cognitive neuroscience study investigated the mental mechanisms that determine what a belief and believing are. Recent research demonstrates that believing includes fundamental neurological processes that produce meaningful probabilistic projections known as beliefs. When these beliefs are generally solid, they can guide individual behaviour. However, they are also changeable and may be influenced by new information, interaction with others, social pressure, and environmental needs. 
Believing is thought to be a mental activity composed of neural circuits in the brain (Boyer, 2003). 
The establishment and upkeep of productive professional relationships depend heavily on trust.
Costa, Roe & Taillieu (2010), after acknowledging the importance of trust within a workplace, conducted studies to show how the importance was reflected within the behaviours of the team. 
Workplace trust can be difficult to establish but the benefits when trust is established is detrimental to the team success. Trust is the critical factor that enables successful communication, collaboration, and belief in the organisation's projected vision (Lyman 2003). According to McAlister (1995) trust is based on cognitive and affect-based trust. Cognitive and affect-based trust can be influenced by an individual's character and engagement (McAllister 1995). Whereas Bigley & Pearce (1998)  claim affect-based trust is defined as an emotional connection formed by individual mutual worry and concern for one another. 
Researching the structure of teams lead the author to a book ‘The Five Disfunctions of a Team’, Patrick Lencioni (2002) began his popular book, The Five Dysfunctions of a Team (2002), with this statement. Lencioni (2005) created a model based on team effectiveness. He claims every team has the potential to be dysfunctional.. Understanding the kind and extent of dysfunction is crucial for improving a team's performance. He created a hierarchical progression of team development is illustrated via a pyramid (appendix 2). The five stages are similar to Maslow's Hierarchy of Needs Theory (1954) (appendix 3) in that each must be fulfilled in order to progress to the next. 
The model is built up of 5 main ‘dysfunctions’ that a team should overcome to enable success. Lencioni recognised the importance of trust within the team and noted this his first stage or foundation for overcoming. He noted that without the trust it would cause conflict withing the team and members would no longer work collectively they would only work towards their own goals. An establishment of trust is found when team members show their vulnerability and weaknesses, without this trust will be absent. If trust is not achieved the model is unable complete its potential and the pyramid/team success breaks down (Lencioni 2002, cited in Hackman 2006)
Whilst working within a family run LLP solicitors I have experienced the detrimental affects of a breakdown of trust. During my 12 year employment within the medium-sized firm I had encountered many issues with leadership and team members. The set-up of the firm were a number of Partners who each had equal share of the company. Breaches of trust were experienced by 2 of the partners. They were forced to diminish the partnership. Their handling of situations were unprofessional. They allowed animosity to affect the day-to-day running of the firm. This later caused further trust issues within the remaining partnership and eventually caused the firm to restructure due to the breakdown of relationships caused by the absence of trust. They became a Limited Company with Directors. 
This, in turn, affected the staff, we were witnessing a huge breakdown of the partnership which caused lots of issues within the practice. When restructuring the company set up some departments were also assessed which resulted in redundancy processes being initiated. My department, administration, were looked at for potential job losses. As a whole my role itself was deemed safe, I was the receptionist, it was a very fast paced essential role and I had received fantastic feedback from clients and management. The uncertainty caused colleagues a lot of stress, rumours were started and a colleagues were witnessed back-stabbing each other. None of these concerns were addressed by any management which in turn was detrimental to the success of the team. Thankfully no jobs were lost following the redundancy process but the lost trust and the unprofessional handling of the situation created long term problems within the department. Employees felt unheard, unappreciated and with a lack of trust. This caused a high turnover of staff within the department which was due to the handling of the matter. 
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According to The Cambridge Dictionary the definition of values is ‘principles or standards of behaviour’. 
Values are the principles, beliefs, and goals that influence individuals and organisations behaviour and decision making. They are the fundamental principles that guide an individual's attitudes, behaviours, and priorities. Values are significant in the workplace because they define the culture and influence how employees interact with one another and with the firm as a whole.


Values act as a foundation for attitudes and opinions. Concepts like honesty, integrity, equality, and compassion are examples of values. These standards establish a framework for assessing choices and actions. Values are important because they impact decision-making, help define life objectives, and build human identities. 
A persons values should align with team members in the workplace the alignment will play vital role in the shaping of the workplace culture and can be detrimental to the success of the organisation. 
For employees to find their work life contentment there must be a core relationship between employee and organisation. That is a connection of personal and corporate values. Achieving this alignment has huge advantages for both the individual and the company. The advantages that companies have for achieving this can be assessed by people working well in sync with other team members, resulting in them feeling driven to achieve their own objectives as well as the goals of the company (Rubino 1998).

Rokeach (2008) defines values as an individual's morals and ideals. Values may influence people's reasoning and behaviour, and personal values can be heavily influenced by outside factors such as life experiences and the social environment. Values may frequently be learned and transformed. 

In my current role each employee receives The Code of Conduct, this is a for All Staff outlines the expectations of behaviour required of all employees. This Code is part of our employment terms and conditions, as well as the legal relationship between myself and your employer. The code states we must work and conduct ourselves in accordance with the principles set out below:
Selflessness
Integrity
Objectivity 
Accountability 
Openness 
Honesty 
Leadership 
The code of conduct also emphasizes the requirement of confidentiality and repercussions of not adhering to the policy. The aim of the policy is to maintain trust and ensure employees are aware of their obligations within the role. 
A similar policy was introduced to myself when enrolling with University Trinity Saint David. The policy outlines the expectations of the student whilst they are enrolled with the University, the basis of the policy ensures all students are aware of the expectations and we are all aware any breaches will be taken seriously. 
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An individual's attitudes are their general beliefs or feelings about a situation, person or group. These evaluations, which can range from favourable, unfavourable, or neutral, can influence decisions and behaviours.
For employees to have a positive attitude at work, their needs must be met. 

Frederick Winslow Taylor (Taylor, 1947) created a motivational theory, also known as a scientific management theory. According to Taylor, improving the way work is carried out and structured may boost enthusiasm among team members. This theory concentrates on enhancing efficiency and productivity at work through the implementation of scientific principles to management procedures. Taylor thought that by improving the way work is performed and organized motivation could be increased. The concept has been criticised given that it places too much emphasis on job productivity whilst ignoring other motivators including personal drive and employee satisfaction. Taylors work influenced other theorists of the time, such as Frank and Lillian Gilbreth and Henry Gantt, they also supported the application of scientific approaches to identify the most effective methods.
Taylor is recognized as one of the most significant individuals in terms of their influence on management service practice and management theory to date (Kwok, 2014). 


NEW HEADING

Although it appears from the above research that for many people their values are instilled at a family or cultural level but previous research has suggested that it has evolved to evidence there are now  generational differences which can account for difference evidence suggests companies must consider the impact of generational variations on their workforce. 
Understanding this connection enables us to understand how people perceive the world, make decisions, and interact with one another. Understanding generational beliefs and attitudes in the workplace may be significantly beneficial to the company. Research demonstrates that each generation has distinct qualities, values, and attitudes. (Schroth, 2019). Gibson, Greenwood & Murphy (2009) research supports distinctive features that characterize Baby Boomers, Gen X, and Generation Y using the Rokeach Value Survey. The Rockeach Values Survey (RVS) is a well-known tool in the field of social psychology, developed by Milton Rokeach. The value system was incorporated into the Rokeach Value Survey in his 1973 book The Nature of Human Values. Rokeach argues that there are two types of values: "terminal values" and "instrumental values." Terminal values indicate "what" you believe are the ultimate aims in your life. Instrumental values represent "how" you feel you should achieve your goals. For transparency the author completed the RVS on her own values and beliefs (appendix 1). The findings show a mixture of national issues such as ‘world peace’ whilst also ranking her ‘family security’. 
Burke (2005) study for the Society for Human Resource Management found that 58% of professionals working for companies with 500 or more workers encountered conflict between employees of different ages, mostly due to varying conceptions of work ethics and work-life balance needs (cited in Cogin 2012). 
Relationships at work often depend on shared values, therefore conflict can occur when values are not aligned.
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You should demonstrate knowledge and understanding of relevant theories, processes and models: Perhaps subheadings for different management theories, within which you can discuss the values and attitudes of those managers in contrast to others…
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This is the meat of the assessment! Consider the above sections as the discovery and evaluation of subject matter. Whereas here, is the analysis and application. This is also where we can bring that 1st person perspective, and real world examples. We will be cross-referencing our own experiences in the workplace with the academic discoveries in the above sections to formulate an argument/position, and discuss the implications of this(we can use models such as Toulmin to formulate these arguments).
A widely recognized theory called Belbin Team Roles lists nine distinct roles individuals can adopt within a team environment. Developed by Dr Meredith Belbin (1981, 1993), this concept aims to enhance team performance by identifying each member's individual strengths and limitations and assigning responsibilities appropriately. 
Belbin recognized nine team roles, as follows: 

Plant: The Plant is an imaginative and innovative thinker who brings fresh concepts and methods. They have a great deal of imagination and frequently come up with novel ideas.
They are often the source of fresh ideas and may be quite inventive. 

Resource Investigator: The Resource Investigator is a friendly and passionate team member who excels at networking and establishing contacts. They are good at acquiring information and seeking new options. 

Co-ordinator: The Co-ordinator is a natural leader who excels at distributing work and establishing group activities. They have outstanding communication abilities and can successfully unite the team around one objective. 

Shaper: The Shaper pushes the team to reach its highest potential and is a highly driven individual who flourishes under duress. They are results-driven and action-oriented, frequently acting as a catalyst.

Monitor Evaluator: This critical thinker offers an unbiased judgment of concepts and strategies. They are highly sought after for their impartial viewpoint and are adept at identifying and assessing any hazards.

Team worker: The Team worker maintains peace within the team by being a polite and encouraging team member. They frequently settle disputes and promote a good team environment because they are skilled listeners and mediators.

Implementer: A trustworthy and practical team member, the Implementer puts ideas into practice. They are exceptional at planning and carrying out strategies, making sure that work is done promptly and successfully.

Completer Finisher: This meticulous team player makes sure that every work is done to the greatest possible quality. They aim for perfection and have a keen awareness for errors and inattention to detail.

Specialist: A specialist is a person who exhibits in-depth understanding and expertise in a certain field. They bring the team unique talents and technological knowledge.

Belbin reports each team member is likely to fill a variety of these roles, with some being more influential than others. Understanding the various team responsibilities and assigning them appropriately allows teams to maximize their performance and achieve their goals with greater effectiveness.

In conclusion, Belbin Team Roles offer a useful foundation for comprehending team dynamics. Teams can enhance their performance by recognizing and using each member's skills, which will improve cooperation and problem-solving abilities.
In order to fully understand and utilize Belbin Team Roles I applied the theory to my own team, I noted our strengths and weaknesses.

	Name & Job Title
	Belbin Role
	Strengths
	Weaknesses 

	Kirsty (myself)
Communication & Development Officer 
	Implementer 

	Very organised 
Reliable
	Struggles with change

	
	
Completer Finisher
	Enjoys seeing tasks completed 
Dedicated
	Can overthink tasks 

	Mike 
Office Manager
	Co-Ordinator 


	Confident 
Perfectionist 

	Known to over delegate tasks 


	
	Specialist 
	Knowledgeable about topics
	Hyper focuses on certain technicalities 

	Georgina 
Caseworker 
	Team worker 
	Reliable and supportive member of team
Peace keeper
	Avoids conflict and difficult conversations 

	Ryland 
Researcher 
	Monitor Evaluator 

	Logical thinking


	Lacks confidence and self belief

	
	
Resource investigator 
	
Engages with people  
	
Becomes bored with tasks and lacks motivation 



The task above was very useful, it will enable tasks to be delegated to the most appropriate team member based on their strengths and has highlighted some areas where some positive work can be done on any difficulties and areas identified as weaknesses. Some tasks are currently shared between some colleagues but using the evidence above I believe these would be best suited for sole delegation so team members have full ownership of the task. 
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ROKEACH VALUE SURVEY

‘What Are Your Values?

Instructions: Read each list of values all the way through. Then pick your TOP FIVE
from each list. Give your first choice a 5, your second choice a 4 and so on down to
giving your fifth choice a 1.

Terminal Values

3 A world at Peace (free of war and conflict)
Family Sccurity (taking care of loved oncs)
Freedom (independence, free choice)

Equality (brotherhood, equal opportunity for all)

Self-respect (self esteem)
2 Happiness (contentedness)

Wisdom (a mature understanding of life
4 [National sccurity (protection from attack)

Salvation (saved, cternal life)
True friendship (close companionship)

A sense of accomplishment (a lasting contribution)
Inner Harmony (freedom from inner conflict)

1 A comfortable life (a prosperous life)

Mature love (sexual and spiritual intimacy)

A world of beauty (beauty of naturc and the arts)
Pleasure (an cnjoyable leisurcly life)

Social recognition (respect, admiration)

An exciting life (a stimulating active life)





image3.png
C @
CR

® 0O ‘ @ RVS - Kirsty Rees Mar 2024.pdf X

+

(@ File | C/Users/ReesK1/Documents/RVS%20-%20Kirsty%20Rees%20Mar%202024.pdf

V Draw

Q

@

A

ab

+ = 2 of2 | Q) ID

Instrumental Values

5

|Ambitious (Hard-working, aspiring)

Broadminded (Open-minded)

(Capable (Competent, effective)

Cheerful (Lighthearted, joyful)

(Clean (Neat, tidy)

(Courageous (Standing up for your beliefs)

[Forgiving (Willing to pardon others)

Helpful (Working for the welfare of others)

Honest (Sincere, truthful)

Imaginative (Daring, creative)

Independent (Self-reliant, self sufficient)

Intellectual (Intelligent, reflective)

[Logical (Consistent, rational)

[Loving (Affectionate, tender)

(Obedient (Dutiful, respectful)

Polite (Courteous, well-manncred)

Responsible (Dependable, reliable)
Self - controlled (Restrained, self disciplinc)
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