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“Everyone has different values, beliefs and preferences. What you believe in, what you see as important and what you see as acceptable or desirable is an essential part of who you are.”(Bartleby.com, 2013) 
This report will undertake an assessment of values, beliefs and attitudes within a workplace, the exploration of management theories and how in practice they can influence the three behaviours within a work practice. Critically assessing the validity of theorist styles and the culpability of using one model to address such characteristics within my own workplace.
Bennett (1999) emphasises how people react positively if they share the same values, attitudes and beliefs, those who do not may impart negativity on each other. Spillage of such behaviour can elevate or diminish personalities within a workplace environment.

1.0 [bookmark: _Toc99131402]Critically assess the impact of beliefs, attitudes and values on own workplace behaviour.

1.1 [bookmark: _Toc99131403]Values

Values are consequences of our actions, behaviour and feelings, all that drive our decisions and judgement (PositivePsychology.com, 2019). Within my workplace, values such as commitment and trust are imperative to delivering, quality performance and productivity. 
Within my department the undertaking of audit and compliance checks are still very antiquated with paper-based audits (Selznick, 1943) The practicality of home working instilled by Welsh Government (WG) during the pandemic affects two core values I expect from my team; commitment and trust. Fundamentally, they underpin the ability of the team to work effectively and productively. A dysfunctional team can have detrimental financial impact to the college by way of financial penalties and clawback of funding from failing audits verification checks. Staff have an obligation of commitment; autonomy and trust ensuring claim procedures are efficiently executed. In doing so, they are recovering the financial outlay already undertaken by the college. Within the context of remote working the trust and commitment is paramount to completing these essential processes.
Throughout the pandemic, with the direction to work from home by WG, team members within my workplace, were balancing several home life changes, key workers on shift patterns and home schooling. To complete the department’s objectives each needed to work full time. Irrespective of these challenges, there was still an obligation to uphold values and attitude to commitment and trust, which remote working heightened. Lencioni’s model of a dysfunctional team highlights issues that can arise from the exclusion of trust and commitment. (Lencioni, n.d.) Furthermore repercussions of the omission of factors such as trust; develops vulnerability and can impart an enormous risk on functionality of a team and achieving successful outcomes.
Wilson & DuFrene (2009) asserts values are “freely chosen, verbally constructed consequences of ongoing, dynamic, evolving patterns of activity, which establish predominant reinforces for actions that are intrinsic in engagement in the valued behavioural pattern itself” The formation of values underpin our behavioural instincts and accordingly the adjudicating attitude we have. Conducive to the behavioural performance need of teams within my department to perform as a whole team.
Whilst values are instilled within a person subconsciously, through transference from parents, values can change, as a child matures and becomes independent.  When friendships form this takes precedence over that of parents, they break away from peers and formulate their own values. Knafo and Galansky, (2008) state parents have an obligation to implant good values, in particular, how these can influence relationships through attitudes, behaviour and beliefs, underpinning one’s own values for the future.
Within our workplace over the last two years, there has been significant changes in the way we deliver our services due to the pandemic. Whilst remote working is something that organisations have been undertaking in moderation, this augmented during the pandemic due to government direction to work from home. As restrictions eased, the government have published guidance to organisations on embedding remote working within their everyday practice. (GOV.WALES, n.d.) 
PricewaterhouseCoopers (2020) article reinforces the practices proposed by WG to embed working from home practice within the workplace (PwC, 2020).
Argumentatively, Gill (2019), states in practice remote working may not be conducive to all workplaces, iterating how remote working can unstable employees’ identity and relationships with peers outside a work setting.  Reflective of the remote working consequences emerging in my own department is the ability to perform effectively and its subsequent effect on others.
Within my department, numerous staff developed traits such as absences from meetings with no explanation or permission of exclusion and thought it appropriate to play music loudly during meetings. The lack of commitment and the autonomy to undertake tasks led to a dysfunctional team. Trust diminished and subsequently, staff undertaking the additional work, suffered from anxiety and stress with significant weeks/months of sickness (Leaker and Kumar, 2021) undermining workplace values. Evidential research supports this, indicating the coronavirus related to 14.0% of all occurrences of sickness absence. (www.ons.gov.uk. 2014) 
As values such as commitment and trust are of high regard within my workplace, the change to working remotely is ineffective compared to other departments who managed the transition with ease, with fully engaged staff. An overall review of consequences of additional pressure on others being apparent during this unprecedented time, triggered my workplace to implement various wellbeing initiatives such as ‘together all’ a 24 hour advisory service giving access to councillors (Gcs.ac.uk, 2020) this was promoted to staff throughout the period of lock down, and has now been embedded in our day to day operations. The advisory service offers tools to manage stress and anxiety helping combat the subsequent effects. A recommendation to combat such difficulties arising within my department take full advantage of the wellbeing initiatives implemented to alleviate pressure and restore the values.

[bookmark: _Toc99131404]1.2	Attitudes

Metso, S. and Kianto, A. (2014) reports attitudinal influences can positively affect professional skills development whereas negative attitudes can affect organisational dynamics. The way in which leaders manage and their attributed attitudes for example a negative attitude can have significantly impact and influence staff (Brief et al., 1988) consequently, attitudinal behaviour can influence productivity or enhance staff performance. However, a negative attitude can be detrimental in affecting a company’s sustainability. (Strauss et al. 2017) Within my workplace, as an educational institution, the successful delivery of projects, meeting key performance indicators has a reputational placement with awarding bodies and funders, and is paramount to the institutions wider standing amongst education partners, and stakeholders. Where claim reviews are undertaken by Welsh European Office ascertaining claim legitimacy to avoid financial clawback negatively reflecting on the college. (Skills for industry, Anon, n.d.)
A professional ethic is identified as a key attitude within the workplace (Webster, 2016). It is imperative this is cascaded from a managerial perspective establishing not only the manner you convey but also the way you expect to be treated.
Managing responsibly has become a key component within higher education, in particular curriculum changes, presently being embedded within business management course delivery. This encourages students to be accountable leaders, building resilient leaders for the future and ensuring a robust leadership knowledge and an understanding in of its requirements in a work setting. (Montiel, Gallo and Antolin-Lopez, 2019)
Goleman (2000) outlines six management styles. Predominantly within my workplace, my predecessor had characteristics of both dictator and delegator. Allowing staff autonomy on their decision-making, however, when tasks or procedures flounder, contradictorily, reverting to a dictatorship style the ‘my way or no way attitude’ giving mixed signals to the team. Research has proven that principally these characteristics are identified within higher management and top of structure executives (Pye and Pye, 2011, Sonia El Kahal, 2001) power control. Such indecisiveness shown by my predecessor, demoralises staff giving them a negative feeling of self-worth, (Aakansha, 2019) resulting in negative attitudinal traits leading to periods of further anxiety and sickness absence. Buzeti (2021) supports that 10% of staff sickness can be attributed to such management displays. Within my workplace the dictatorship style of my predecessor and the ‘my way or no way attitude’ consequentially resulted with staff absences and increased workload for others. Staff members also raised the issue with the human resource department, which then instigated the creation of my role. 
Wang et al (2013) and Zhang and Xie (2017), reports authoritative leaders demand their subordinates to achieve best performance and success. Whereby, Cluer HR (2020) states attitudinal behaviour of management can have long-term impairment on the ability to retain staff, attract new talent, the deterioration of morale perpetually resulting in high staff turnover 
It is of utmost importance that leaders assume one style, as not to portray conflicting attitudes that influence staff. Such positioning of emotion has an unconscious effect on personality (www.wattpad.com, n.d.) Equally defined by Freud, S. (2016) with his interpretation of the way in which we think about the way we are thinking, effectively understanding oneself.
Within my department, as a manager, understanding situations, adopting an empathetic approach, effectively, understanding one’s own self, in practice adopting Goleman’s (1996) management theory, would be beneficial, providing an acceptable attitudinal behaviour in line with colleges ethos and adopting a greater understanding of employee’s values and needs  (Goleman, 1996).
[bookmark: _Toc99131405]1.3    Beliefs

Beliefs are powerful they drive behavioural instinct but can be born from neglect. Beliefs can reinforce moral frameworks, define partialities and navigate associations. However, beliefs that are not shared can manifest as presumption. (Schminke and Wells, 1999)
Anwah et al, (2021) identifies cultural equality is important in the workplace and has evolved over time.  Furthermore, Thomas (2020) reveals that 46 of the top culturally diverse companies are 23% more lucrative. Built from embracing all viewpoints and acceptance of their beliefs and encompassing them within their practices to enrich conversations and viewpoints.  My workplace shares the same belief that cultural equality can drive prosperity.
My department consists of the most diverse unit within the college, comprising of cultural staff diversity. We have a staff collective of 4 European, 1 African, 1 Indian, 1 Muslim, 2 Chinese and 1 LGBT. Within a workplace, each can bring new dimensions and perspectives and fosters a diverse thinking team. (Thomas International, 2021)
Mujtaba and Sungkhawan, (2011) proclaims whilst it may nurture diverse thinking, it is not without wider management challenges. Manifesting in cultural differences and prejudices amongst staff resulting in judgemental behaviour. My team are required to meet tight deadlines; however, some staff may need to take annual leave due to religious holidays, which results in additional workload for others.
Adopting a culture relativism, means understanding any one culture in its own right, withstanding any judgement in particular when not indicative to one’s own culture (Lumen Learning, 2009) expanding on this identifies two culture relativisms forms which impact understanding beliefs Miller (2017):-
Absolute – whereby individuals’ beliefs should not be questioned 
Critical – questioning why we should be accepting and why
Miller (2017) offers a compelling argument that cultures intertwine and have a value basis to any organisation projecting diverse opportunities; with research underpinning the conclusion to encourage others to critically contemplate others cultures resulting in a contemporary anthropology.
My workplace adopts an ‘absolute’ behavioural attitude, whereby all beliefs are valued. From recruitment where all names are redacted to minimise cultural bias (Noor, Khalid and Rashid, 2013) to embracing and celebrating multi-cultural events such as Ramadan, Diwali, Dydd Gwyl Dewi and Chinese New Year. Cultural Equality can widen organisational networks and increase productivity (Deb S. and Carlos T, 2016), diversifying organisation is if embraced.


[bookmark: _Toc99131406]2.0 Identify a management theory relevant to your role and critically assess its impact on your own beliefs, attitudes and values

“Emotional intelligence is the ability to understand and manage your own emotions and feelings, as well those of others.” (Wallbridge, 2021) 
Values, attitudes and beliefs within my workplace interweave, one having a subconscious effect on the other. In part, this is due to the characteristics of the team, their cultural make up and the dictatorial style of hierarchy. (psycnet.apa.org, n.d.)

[bookmark: _Toc99131407]2.1 Values

Within my workplace, staff absence and sickness increased due to remote working and its challenges, affecting commitment and trust values within the team. Deterioration of staff’s emotional wellbeing is evidential in their need for constant guidance and support, as well as emotional breakdown, vulnerability and anxiety when on “Teams” meetings. Significantly, the domino effect was apparent in the necessity to transfer additional work to other members of staff to compensate for absences increasing pressure on others heightening their own anxiety and stress. Lack of commitment by staff to carry out tasks independently in a home setting added additional workload to others derailing my values of commitment and trust. With trust and commitment within the team I believe that performance improves by way building a resilient, positive and supportive of other workforce. (Neill, M.S. and Bowen, S.A. 2021)
Goleman’s management theory can transverse to the current day, in particular in dealing with how the pandemic affected individuals’ wellbeing and mental health consequently how companies need to adapt and ensure resources are in place to accommodate the transition. (Dorado Barbé et al., 2021) In particular, within my workplace identifying the challenges staff faced, such as home schooling meant managers needed to adopt a psychosocial approach and Goleman’s management theory lends itself to this style by adopting his self-awareness and epithetical structure. With characteristics of vulnerability within the team, there was a need of an approach that would build resilience restoring trust and commitment. A way of influencing this is having a comprehensive understanding of individual’s personalities, adapting the way you manage and identifying their behavioural attributes as outlines in Belbin’s team roles model, drawing on their strengths. (Belbin. 2014)   
Equally, the use of De Bono’s six thinking hats would support, utilising different approaches to meet the characteristics and encouraging the best from them to complete their working duties. For example, some staff’s values may be more committed than others therefore adapting the different hats can extract diligent behaviour instilling the return of commitment in those lacking this fundamental component. De Bono (2017) 
Forbes (2020) evaluated the impact on individuals working remotely and how the pandemic has increased stress and anxiety. Areas identified as contributory factors are:-
•	80% staff unable to switch off in the evenings
•	45% indicating they are mentally less healthy
•	50% say they are encountering interrupted sleep due to Covid19
Forbes article indicates two main negative factors occurring through the pandemic consistent to remote working, loneliness and burnout, leading to sickness and absence. 
Utilisation of Goleman’s model complimented my management style to support empathetically, thus creating an environment where staff felt valued and heard. Increasing trust, commitment and work ethic amongst the team, boosting morale and reducing sickness absence.
Ultimately resulting successfully in effective team functionality, within an unprecedented time. Use of Goleman’s theory was effective within my workplace realigning the commitment and trust values in which I believe and expect from staff.
[bookmark: _Toc99131408]2.2 Attitudes

My head of department imparts a dictatorial attitude managing staff creating an atmosphere that interferes with workplace dynamics leading to a dysfunctional team. Displaying such a dictatorial attitude, and an egotistical belief that none of their voices should be heard, which adversely effects team morale by way of raising staff sickness. This is not conducive to my own attitudinal epithetical trait, which can develop staff and build on a learning and development environment. Staff surveys have reflected my approach as manager with this attitude to have a positive influence on their behaviour. (www.proquest.com, 2009)
Goleman (1996) outlined a five-principle approach:
Self-awareness – Management ability, to understand the effect, your own emotion may have on decision-making, knowing where your strengths and weaknesses lie. Being intuitive of this can improve communication in engaging with staff, motivation and empowering them to achieve goals and outcomes. 
Self-regulation – Ability to control and redirect infructuous behaviour
Self -Motivation – passion for their work in which their value, attitudes and behaviour reflect their commitment above financial gain.
Empathy - Full comprehension and understanding of others culture, beliefs and feelings
Social skills - Ability to build and maintain relationships
Contextually, the basis of the theory is driven by an understanding of one’s own emotions and the impact this may have on others, self-regulation; self-awareness; self-motivation; the way in which one perceives themselves can influence others.
Senge’s Fifth Discipline (1990) states, for organisations to be successful and build their future, there is a need to harness people’s capacity and commitment to learn at all levels. “A Learning organisation is an organisation that is continually expanding its capacity to create its future” (Senge, 2006) No longer should decisions be made from the top down, driven by organisational hierarchy but developing individuals to create evolution within the company. 
Thorndike (1920) theoretically to support personal attitudinal and its emotional effect on others, identified an early recognition of the use of intelligence where he defined social intelligence as “the ability to understand men and women, boys and girls – to act wisely in human relations”. Furthermore, he identifies, managing and understanding of one’s own motivations, actions and feelings creates an effective leader. Therefore, both Thorndike and Goleman’s theories of self-understanding are consistent with each other. Comparatively, while there are some differences between social intelligence and emotional intelligence they are coinciding and inter-reliant (Sylaj, 2020). Much like the management theories and styles of Goleman and Thorndike, where each component can influence another.
In contrast, utilising an accommodating style can create reversed management, with staff dictating management approach, manipulating situations to benefit themselves. Adair (2011) and Covey (1992) both identified theories that utilised a principled-centre leadership, whereby staff have autonomy on their own duties and not of others. Some members of my team take autonomy as the means they have the power to make management decisions, overriding direction given by managers, adapting procedural guidance that consequently defers from the synchronicity of the departments processes. Driven by proactive managers, creating growth amongst employees exploiting Adair and Covey’s models as a manager can develop staff’s autonomy and understanding of processes fit on legal requirements of the department’s functionality and consequently the minimisation of financial risk to the college.  
Within my workplace, there is room for a combined approach to satisfy staff and reward the department with successful results, which I adopt in the pursuit of managing the team unlike the head of department. This can be in the way of early finishes, flexibility, and affirmation of positive outcomes.  I utilise self-analytical approach such as Goleman’s theory presenting a full understanding of the individuals I manage, empathetically approaching situations, and resolving with solutions to overcome their challenges, which consequently supports their wellbeing and reduces sickness absence.

[bookmark: _Toc99131409]2.3 Beliefs

I firmly believe that communication, and inclusivity and equality and whereby all voices are heard respected and appreciated. With such a culturally diverse team, each can bring new dimensions, views and can contribute a broader perspective to the functionality of the department.
Senge believes that levels of an organisation overlap and the integration of levels form the cogs of processes that influence each other, effectively the ecosystem of the organisation. To understand the bigger picture, adopting a system thinking approach identifies the interrelationships, which can appear unrelated in the first instance. Encouraging staff to contribute to team meetings, such contribution assist individuals to have an understanding of other peers roles and beliefs. (Martínez León and Calvo-Amodio, 2017) 
The five principles outlined by Senge, including system thinking, largely comprise of the involvement of all staff input. 
•	Building a shared vision - capturing insight from all employees involving them in influencing the direction of the organisation through consultation.  Within my workplace, we utilise staff surveys for feedback giving staff a voice in decision-making
•	Personal Mastery - understanding of individual’s suppositions, aligning oneself to a vision to aspire towards. In my workplace, we conduct staff reviews annually setting aims as an objective to work towards
•	Mental Model - an understanding of how the framework or processes work. Within my workplace, inductions are carried out to ensure staff have the understanding of the organisation, its frameworks and the processes to be followed to adhere to the college’s values
•	Team learning - the collective ability to develop together as a team learning, building capacity, competency and skills.  Developing a team within my workplace will involve significant training building knowledge and capability of staff to perform the processes required
Arguably, Goleman’s theory to understand oneself and it effects behaviourally on others is removed when implementing Senge’s theory, as this encourages views from all parties from the offset. Senge’s model embeds greater weight and emphasis on all behaviours, beliefs and needs required from an organisation. The ability to implement this model creates an inclusive organisation to learn, develop, and evolve through the commonality of shared objectives and goals.
In my workplace, Gower College Swansea (GCS), a further education sector, developed a strategy that involved stakeholders, public and staff consultation, this formulated an inclusive strategy. (www.gcs.ac.uk, n.d.) Argyris model identifies a problem and then implements without consultation. Therefore, adopting Argyris model would deviate from an inclusive strategy thereby dividing opinions and isolating stakeholders from involvement in a shared and inclusive vision. (Argyris, 1993)
Developing a strategy in this way gives reason that GCS has adopted Senge’s five principled approach, capturing all involved in the college’s ecosystem. Thus creating a collective buy-in to a learning organisational approach, sharing the principle values and visions of the college. I feel this methodology aligns with my own beliefs in that all are equal.
[bookmark: _Toc99131410]3.0 Conclusion 
Undertaking this report concludes, there is association between values, attitudes and beliefs. All have a relationship that affects each other. The implementation of theorist’s models by management can undoubtedly support the workforce in achieving productivity, harmony and respect. The definitive correlation is evident, however, it does not indicate conclusively that causation occurs due to association and highlights that further research may be needed to define and pin point where causation occurs. The report concludes a number of theories can address the variables seen within the examples used for values, attitudes and beliefs, but may not reconcile all; therefore a varied approach may resolve the issues outlined therein.  
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