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Beliefs, values, and attitudes are foundational elements of an individual’s character, and play a significant role in defining their behaviours, connections, and decision-making processes. I will analyse the difference between beliefs, attitudes and values within a workplace context and how these can impact an individuals work-related outcomes, such as productivity, motivation and job satisfaction both positively and negatively. I will discuss the Systems Management theory (Von Bertalanffy, 1972) which is relevant to my role as a purchasing assistant, and critically assess its impact on my own beliefs, attitudes and values. I will also consider how someone with different beliefs, attitudes and values could interpret this theory differently. I will also critically assess and explore the impact of my own personal values, attitudes and beliefs and how this has shaped my own behaviour in the workplace. 
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Ludwig Von Bertalanffy is considered the founder of the systems theory. Bertalanffy’s systems theory suggests that systems should be viewed holistically, rather than by looking at the individual elements in isolation. (Von Bertalanffy, 1972) In management, he believed that organisations are systems, with each element affecting and being affected by the others.  Bertalanffy’s theory has heavily influenced the importance of understanding the interrelationships between different parts of an organisation, and the need for managers to take a holistic approach to making decisions. 
This management theory is applicable in my role, as we are required to collaborate with other departments and teams to produce successful outcomes. Relationships with teams and departments are an essential element of organisational life. Outcomes, experiences, and reactions to the workplace are shaped by others that occur both in and outside of the work environment. (Allen & Eby, 2012) I have plenty of experience dealing with multidisciplinary teams and have a great collaborative relationship with other departments, therefore I will interpret the theory as a tool for developing innovative strategies. (Füller et al., 2011) However, other colleagues may have experience in a highly bureaucratic setting, where power and control are valued over collaboration and innovation. 
Similarly, my political and social class views can impact the way systems management is interpreted. I believe in socialism, I have a working-class background and I follow the Labour party, but many of my colleagues believe in capitalism, are higher class and follow the Conservative party. Impacting on the way we interpret the theory. I would interpret the theory as a means of promoting collective ownership (in the sense of accountability), while colleagues who have capitalist views may interpret this theory to promote profitability. (Courpasson, 2016)
The role of technology and IT systems can also affect the system management theory and how it is interpreted and applied. Automation and technology in our manufacturing setting has been dominating the way we view efficiency and progress. This is not always accessible to everyone involved. I am proficient in IT systems, but some of my colleagues have difficulty interpreting this data and accessing these systems. Digital accessibility must be considered if systems management are using advanced technological data to provide equity to all staff. (Norton & Lester, 1996)
When effective, systems management can lead to increased efficiency. This has an impact on work-life balance, which is a value I consider to be important as an employee. In turn, with time to prioritise my wellbeing, this increases my productivity and motivation in the workplace, and reduces employee turnover and workplace related stress. (Syara & Tantri Yanuar, 2022) 
Systems management allows for the opportunity to set goals and rate performance against them. I have an attitude towards accountability, which also ties in with the company value of Accountability and Respect. I value achievable and measurable goals in the workplace for which I can vouch accountability. However, I believe there should be an element of flexibility in systems management in line with resources that change in the course of those targets. For example, we have been struggling with recruitment for empty positions in our team, which ultimately has an impact on the team function and performance – but this is no reflection on the strong efforts the team has put in regardless of this. Flexibility would allow for enhancement of organisational outcomes. (Sushil, 2017) Which in turn supports employee accountability and respect, we are more likely to respect and trust upper management if they can recognise failings beyond our control, for example resourcing, supply chain, budget cuts and how these impact systems operations. (Huotari & Iivonen, 2003) 
Creating systems management also helps employees to better prioritise their values. One of the company values and targets is to be sustainable. This value aligns with my own, therefore I am I am more inclined to support the business value to become sustainable and create systems to support this. (Espedal et al., 2022) Someone with different values relating to sustainability, for example the older generation of our workforce, do not believe in recycling and regeneration, which has a negative impact on those targets and the system. 
The ethics and morals of the person interpreting the system management theory could also impact its application. I place a high value on equality and diversity, so I may consider the needs of all stakeholders, including colleagues, customers, practitioners, consultants, the community and end-users. However, if someone places a high value on maximising profits and turnover, they will consider every opportunity to make money before considering our end-users and internal stakeholders. 
Overall, the systems management theory has a significant impact on workplace behaviour, relating to my beliefs, values, and attitudes. The theory recognises the importance of managing and understanding departmental dynamics and the interdependence of the elements required to reach a goal or target and that there is a need for collaboration and teamwork to be successful. 
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Beliefs, attitudes, and values are essential elements, underpinning an employee’s workplace behaviour. These terms are often used interchangeably, but all have different meanings and implications within a workplace environment. 
Beliefs are the ideas or convictions that someone holds to be truthful. They are often influenced by someone’s experience, education, culture, or religion. Beliefs shape employee perceptions of their role in the workplace, their expectations of colleagues and managers, and their willingness to take risks or try new things. 
Attitudes are an employee’s emotional and evaluative reaction to situations and people. These attitudes can be positive, neutral, or negative and often change over time, as experiences and knowledge is developed. (Maio & Haddock, 2009) Attitudes influence employee motivation, job satisfaction, and willingness to collaborate with others. 
Values are fundamental beliefs that employees hold about what is right and wrong, good, or bad and what they consider to be important or unimportant. Values are deeply ingrained into a person’s mind, they are often influenced by a person’s upbringing, religion, culture, and personal experiences. (Griffin, 1996) Values in the workplace influence an employee’s moral identity, ethics, decisions, and goals. 
Beliefs, values, and attitudes have an impact on workplace behaviour. These shape the way we respond to situations and how we interact in the workplace with internal and external stakeholders. (Bromage, 2010) I have my own set of values, beliefs and attitudes that have shaped the way I behave in the workplace. My values have been ingrained in me from birth. Values are normally inherited from family and culture and are passed down naturally through generations. (Griffin, 1996)  
I have feminist values, with a working-class background and believe male authoritative figures, such as directors and CEO’s, should not be questioned and I should do what they say, regardless of whether I think it is right or wrong, because I am afraid of the repercussions women face in the workplace. Gender discrimination is something I face daily in the workplace; this is the effect of those who hold beliefs that women are subpar to men working in the same roles. I work with many older men, whom have grown up with the value that women do not belong in the office. This conflicts with my values that women are capable of fulfilling any role. This effects my attitude and behaviour towards people that do not hold the same feminist values as me, I am not tolerant of sexist views and opinions. (Maio & Haddock, 2009) The impact of the patriarchy is strong in the workplace environment. (Adisa et al., 2020) this also impacts my behaviour in meetings and as part of discussions, I do not contribute as much where the attendees are mostly male or of high authority. 
My work ethic derives from having a single, working-class mother, who instilled in me from an early age that if I want something, I must work hard for it. This impacts my behaviour in the workplace, I ensure I meet all expectations set out for me in my job specification and description. Having a working-class background, I know I am at a disadvantage to my colleagues that are on a higher salary than me which has always been a point of animosity. I have always struggled with negotiating my own salary, because the culture where I come from is to not bite the hand that is feeding you, and that I should be grateful for any remuneration I receive. 
Revisiting my feminist values, I also understand the impact of the gender pay gap. The gender pay gap is where other genders receive higher benefits and remuneration for doing the same job. (Abdel-Raouf & Buhler, 2020) Luckily, our workplace publishes their own gender pay gap report internally, and I can see that other people of the same gender have similar salaries. They also indicate anonymously where certain salaries started and have grown through performance review where employees are scored from 1-4, with each score value receiving its own pay rise percentage (e.g., 1 = 1% rise.) However, promotions are not always advertised, and often are presented to the male employees with no consultation. This is something that has impacted my behaviour in the workplace, as I have become frustrated where I have missed opportunities for promotion. Most women are faced with this reality in the workplace. (Adisa et al., 2020)
Being a member of a union is a cultural norm within the working class that I value. I know that I am protected by my union if anything were to go wrong. This has a positive impact on my behaviour, as I know if I am doing things correctly and following policies and procedures, my union will represent me for unfair dismissal or when going through redundancy proceedings. Unions have paved the way for employee rights and care, they also allow us the ability to strike when companies try to take away working agreements without repercussion. I believe in the right to protest and strike, in the appropriate circumstances as these actions and behaviour drive positive, successful outcomes in collective bargaining. (Cardador et al., 2019) Unions have, and continue to have, a positive impact on members working lives. 
The cost-of-living crisis in the UK has amplified this issue (Keith Neal, 2022), and has shown me that not all my colleagues have the same values or have faced the same issues as me. For my colleagues with higher salaries, this is the first time they have had to work overtime to meet their bills, whereas I have been doing this since I can remember. It is interesting to see their change in behaviour now that they are experiencing the financial hardships that have surrounded me since a child growing up on a council estate. Because of my and others awareness and experience of financial hardship, we have been able to offer budgeting sessions and opened up a foodbank-esque cupboard for those struggling with income issues. This is a reflection of my value that no matter who needs help, you always try, even if I know they would not reciprocate, because I have been in the same situation as them and would not wish it on anyone. 
I believe that people should work hard and should support each other. However, I understand some colleagues have unethical beliefs. Unethical beliefs in our workplace effect the success of the system, impacting the business outcomes.  Bryant and Merritt suggest that employees are often faced with opportunities to commit unethical behaviour, and one that I see frequently within our teams is calling in sick falsely. (Bryant & Merritt, 2021) This then has an impact on my attitude towards these employees, I cannot morally tolerate liars and those that would purposely interfere with the success of the team. 
I do not have any religious values as I am an atheist. I bear no opinions on other people’s religious beliefs, and I am impartial to their views. However, I understand that religion plays a significant role in determining people’s beliefs, values, and attitudes. (King, 2007) Something I have experienced recently is that because I have no religious affiliations, I find it hard to understand others values and beliefs when they impact the work environment. For example, a member of our research and development team is an unmarried man of Islamic faith. I could not understand why he was not able to communicate with me, or even look at me. This impacted my behaviour in the workplace, as I became frustrated with his behaviour towards me. I did some research about the Islamic faith and decided to speak to his manager and discovered that he was of a strict chapter of the religion, forbidding him to speak to or look at a woman who is not dressed modestly and is not of Islamic faith. (Sarwar, 1996) This changed my behaviour towards him, I now understand his religious beliefs. 
Maio and Haddock suggest that there are the Three Witches of Attitudes. (Maio & Haddock, 2009) The First Witch is the attitude content. This looks at the cognitive, affective, and behavioural (CAB) information that leads to an attitude. The cognitive component refers to someone’s beliefs, conceptions, and viewpoints. The affective components of attitudes refer to someone’s emotions and sentiments linked to an attitude object. For example, my anxiety surrounding people in positions of power is likely to cause a fear authoritative figures in the workplace. The behavioural component of attitudes refers to past experiences or conduct regarding an attitude object. For example, I have a negative attitude towards child slavery in the industry, because I recall seeing training material of children that are being abused and overworked from a young, inappropriate age to obtain precious minerals. This impacts the way I arrange supplier agreements and check contractual obligations to ensure there are no traces of child slavery, or slavery in the supply chain. 
The Second Witch concerns how positive and negative assumptions are organised around the cognitive, affective and behavioural components surrounding attitudes. It is usually implied that someone with a positive belief, emotions, and behaviours hinder the materialisation of negative beliefs, emotions, and behaviours. For example, my positive beliefs, emotions, and behaviours about our company hinder any negative beliefs, emotions, or feelings I have about the company. This is known as a one-dimensional view. According to Maio and Haddock, this is opposed by a two-dimensional view. The two-dimensional view allows for few or many positive attributes of an attitude, and the other dimension reflects if the attitude has few or many negative attributes. 
The Third Witch accounts for attitude functions. This suggests that attitudes serve three primary functions – Object-Appraisal, Social-Adjustment, and externalisation. (Smith, 1958) Object-Appraisal refers to the potential of attitudes to outline the positive and negative elements of objects in the social world. Social adjustment is fulfilled by attitudes that help us to seek people whom we like and dissociate from people we dislike. For example, I may purchase from a certain supplier as this is endorsed by our company. Externalisation is fulfilled by attitudes that preserve me against internal conflict. For example, I may develop intense dislike for certain tasks because I feel I perform poorly when undertaking them. 
My own values fit with our company values, which has a positive, corelated effect on the workplace. Our company values are split into four categories. Integrity and respect, Accountability, Impact and Quality. 
I believe in treating everyone with respect, no matter their role or position in the business. This aligns with the company value of respect and integrity. However, the company does not always align with this core value. I have had experiences where my neurodiversity has been questioned and come under fire – as I do not have the same equity or respect that other employees have. Honeybourne suggests that neurodivergent individuals lack confidence to do things that suit their needs because they feel pressure to conform. (Honeybourne, 2020) These instances have impacted my self-esteem and thus, impacted my output where I have been made to feel less superior than my peers who are neurotypical. Neurodiverse employees are often made to feel inadequate, but employers have the responsibility to adhere to the Equality Act 2010.
I believe that our products have an incredibly positive impact on our customers and end-users. This corelates with the company value of impact – which looks at the impact all employees have on the industry. We manufacture products which aim to reduce the impact of mental health issues and conditions on the public. I have always had a positive attitude to care for those with mental health issues, as I have suffered from them myself. Drawing on my own personal experiences of mental illness, I work tirelessly to ensure that the supply chain is not interrupted for production of our devices, which has proved difficult in the current market. However, I find this value to be insincere, as the company values customers’ mental health, but does not value the mental health of their own employees. In Wales, 347 suicides were registered in 2021. (Samaritans, 2021) 
Many staff experience burnout and work-related stress, including myself, which impacts the overall performance of the business. (Elliott & Reuter, 2022) I believe the reason for this is that due to the economic external factors we are experiencing as a business, these people are assuming additional responsibilities because the company are not filling roles where employees have departed, to save money. This impacts the trust employees have of their seniors, those who do not value the mental health of their own employees are seen to be insincere. The behaviour of employees and myself towards these authoritative figures can become hostile when they refuse to address the issues we are facing. 
Accountability is another company core value. Taking responsibility for your acts and their outcomes. I believe in taking responsibility for my mistakes and wrongdoing – learning from them and how you respond to them is how you should be measured. This impacts my behaviour in work, I always admit to my mistakes and work to resolve them as quickly as possible, to ensure minimal impact to the business. Others do not share this value and try to cover up their mistakes. This causes animosity between employees and departments. Whistle blowing is value I agree with – if I see someone doing something unjustifiably wrong like stealing or engaging in fraudulent behaviour, I will report it. The same should be done when the business is engaging in something morally unjust, but this is often overlooked out of fear of repercussions such as losing your job. (Zgheib & Mull, 2015)
Our workplace is bound by strict regulatory rules and responsibilities as a medical device manufacturer, which is why our core value of Quality is most important. I value honesty and my work ethic is to do my job correctly and that it takes as long as it needs to, in order to maintain a high level of quality with a low error margin. Sometimes this means delaying projects and start dates for production which receives a negative response. Our work requires precision and attention to detail, as if the incorrect supplies and components are purchased and used – these could cause huge safety issues and concerns. My behaviour in this situation is to remain calm, and to explain the reasoning behind the delay. Some people do not possess the same work ethic or patience as I do, and would prefer to rush the job than to keep our employees and customers safe. This is a dangerous, unethical attitude. 
I also believe in giving and receiving feedback and constructive criticism as an indicator of progress. The power of constructive feedback has an enormous impact on motivation and the desire to succeed. This kind of feedback allows for making mistakes with the view to improve for the next performance of the task. (Fong et al., 2016) Receiving constructive feedback impacts my behaviour in the sense that if I do something wrong, I am unlikely to do it again if I have received constructive, remedial feedback. Whereas if someone were to shout or demand things from me, I would be less inclined to improve. This also feeds into my values of respecting every person individually. 
To summarise, I uphold different beliefs, values and attitudes that impact how I behave in the workplace. I have critically assessed them and to develop a broader understanding of how and why they have been developed and how they affect my behaviour in the workplace. 
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