


Impact of Individuals’ Beliefs, Attitudes and Values on Workplace Behavior

Introduction
There are a large number of resources that are used by an organization to complete the various operations and achieve the goals that have been created for the growth of an organization. One of such resources are the human resources that consistently contribute towards the growth of an organization through their contribution in the completion of different tasks and operations. While machines and technology have indeed taken over several operations of business organizations, human resources are still responsible for managing a majority of operations in organizations across industries. As a result, there are various aspects that are required to be analyzed, understood and taken care of by business organizations, to manage their human resources and their contribution towards the achievement of goals. One of such aspects is the behavior of employees within the workplace, which is termed as organizational behavior. The most basic meaning of organizational behavior is the study of the behavior that is projected by the human resources of an organization, within the workplace. It is important for organization to understand the organizational behavior of employees because such behavior has both direct and indirect impact upon the operations being conducted within the organization and the overall growth and success achieved by the completion of such operations. Hence, organizational behavior helps in analyzing the relationship shared between the behavior of employees and its impact on the organizational as a whole, along with analyzing the impact that is caused by the interaction between the employees and the organization. There are multiple factors that impact the behavior of employees within a workplace and the factors that will be discussed herein, are the beliefs, attitudes and values of each individual, which are very personal to them and yet, have an impact upon the manner in which they interact with and behave in the organizations. An understanding of each of these factors, along with their impact upon the behavior of individuals within workplaces will be discussed in detail, with respect to a chosen organization which is Tesco PLC. Further, a management theory and its relationship or practical implementation with the behavior of individuals in an organization, will also be discussed. 





About Tesco 
Tesco is a British retail company. It is a multinational brand of grocery and general merchandise products and has a huge share in the UK market. Tesco has been operating in several international markets such as UK, India, Thailand, Hungary, Ireland, etc. and is operating in a total of 11 markets (Tesco, 2019). The varieties of products that the company is providing and selling in the market is highly diverse, such as clothing, furniture, petrol, software, toys, books and even internet and telecom services. The company was founded in the year 1919 and has been successful in maintaining and growing its position in the market in the past 100 years. 

What is Workplace Behavior?
An organization consists of various elements and resources that collectively work towards the achievement of similar goals. The human resources that are employed within an organization, do not work in isolation. Instead, they are required to interact with a number of other resources, people and factors that contribute towards their purpose within an organization. Employees are required to interact with their colleagues and counterparts, as well as their seniors, supervisors, customers, suppliers, etc. on a regular basis while working in an organization. Along with such interactions, there are other factors that impact the work of individuals within an organization such as their motivational levels, the environment of the workplace, etc. Each of these factors not only impact the behavior of the individuals in workplaces, but also are impacted because of the behavior of individuals. For example, if an employee is not motivated to work, their behavior will reflect the unwillingness to work or errors in their work (Wagner III & Hollenbeck, 2014). On the other hand, if an individual does not like the environment of the organization, he or she may not be motivated to work in the organization. The behavior of employees in an organization, has an impact upon their overall performance within the workplace, as well as upon the performance of the organization as a whole. The workplace behavior of an individual can be a result of several factors, such as their thoughts, perceptions, their personalities, abilities and capabilities, etc. (Nahavandi, et al., 2013). The behavior of individuals in an organization can be seen through their indulgence and performance in their work, the manner in which they interact with the several resources in the organization, their enthusiasm and participation in the organization, absenteeism as well as the employee turnover rates in the organization (De Board, 2014). 

What are beliefs, values and attitudes?
Before understanding the impact that the factors of beliefs, values and attitudes of individuals can have upon the behavior of individuals in workplaces, let us first understand what each of these concepts mean and how they affect the behavior of people in general. 

Beliefs are such ideas or perceptions that an individual considers as true and individuals develop their thoughts and actions around the truthfulness of such beliefs. There are various sources from which an individual can develop beliefs, such as their personal experiences in life, the teachings that they have gained in their families and the society, the concepts that their religion teaches as a part of faith, as well as the education they have gained or the experiments that they have conducted in their lives to understand different concepts. Each person defends their beliefs in a different manner, through different reasons and logics and such beliefs are personal to the individuality of each person. Values of an individual on the other hand, are such beliefs that an individual has adopted in a manner that such belief is now a standard by which the individual lives his or her life. For example, a person who believes that success cannot be gained without hard work, may create hard work as a value by which he or she lives their life. On the other hand, a person who believes in honesty, might have personal values that stop them from being dishonest in their lives. Lastly, the attitudes of people are formed on the basis of their beliefs and values and are such dispositions that result into behaviors and actions in different situations or circumstances. For example, if an employee working in Tesco believes that he or she is always right, will portray the attitude of pride, over-defensiveness and over-confidence in their behavior. Attitudes are not only developed in humans as a result of their own beliefs and values but also the actions of other around them. For example, we may have a non-serious attitude towards an individual who always cracks jokes and laughs around, to the extent that we may not take their issues seriously at all. 

Relationship between beliefs, values and attitudes of individuals with workplace behavior
As already mentioned, the beliefs, values and attitudes of each individual are very personal to them, which is why all three of them are contributing traits towards the overall personality of an individual. Yet, while these are personal and specific to each individual, they have an impact upon the overall behavior of an individual that is projected towards the society and within the several interactions that an individual has with the different elements in a society (De Leeuw, et al., 2015). The workplace of an individual is also a part of their lives and their behavior can influence their relationship with the workplace in different ways. 

The beliefs and values of individuals shape their reactions and behavior, not only within the workplace but in their lives as a whole. If an individual believes that one should work smartly instead of just working hard, such an individual will be on a look-out for ways in which he or she can do a task more efficiently and while using less energy. On the other hand, if an individual does not have the values of honesty, dedication or even cooperation, they are likely to lie and deceive within the workplace, procrastinate in completing their tasks and fail at being effective team members within the organization (Steg, et al., 2014). The beliefs and values of individuals are also created through their cultural values and their behavior within the organization can be a result of their specific cultural values. For example, if an individual belongs to a culture that is not open towards accepting the people of another culture, he or she may not show due respect towards the feelings of a co-worker from such other culture, which is likely to cause conflicts within the organization. The cultural values have a huge influence upon the manner in which people from different cultures conduct and contribute to businesses and especially today, when most companies are expanding their operations in different countries, the focus on understanding such cultural values is also increasing (Heggertveit-Aoudia, 2012). For example, as per the values and behaviors of people, Australians are likely to be more laid back and relaxed, yet hardworking, whereas Japanese are firm and strict about following different traditions even within business (Kumar, 2018). 

The attitudes of individuals stem from their beliefs and values. On the other hand, there are three main components of attitudes, which are cognitive, affective and behavioral components (Kehoe & Wright, 2013). The cognitive element is the belief system of an individual, the affective component is the emotion or feelings of an individual towards such belief system and the behavioral component is the manner in which the individual acts. There are several attitudes job attitudes that several individuals experience in their workplaces such as job satisfaction, empowerment, job involvement, organizational commitment, perceived organizational support (POS) and the engagement of employees in the organization. Each of these attitudes have an impact upon the individuals in different ways and the result of such attitudes is often seen upon their behavior in the workplace as well as their performance. Job satisfaction refers to the satisfaction of several expectation that an individual has from the job, whereas empowerment refers to the meaningfulness that an individual finds in their work (Uddin, et al., 2013). Job involvement refers to the degree to which an individual is involved in their work performance and engagement refers to the enthusiasm or passion that individuals have towards their job. Organizational commitment refers to the degree of commitment that an individual has towards the organization, as a result of the relationship shared between them and the organization. Lastly, POS refers to the perceived notion of employees about the support that they can expect from the organization towards their own well-being (Chiang & Hsieh, 2012). While these are the technical aspects of the attitudes of an individual towards their job and workplace, one of the simpler ways to define such attitudes is in positive and negative light, wherein positive attitudes and negative attitudes have different impacts on the behavior of individuals in workplace. 

There are several impacts or consequences of the attitudes of individuals that can be seen in the form of behaviors in the workplace. One of the outcomes is the job performance of individuals, wherein, an individual with a positive attitude would yield higher performance, whereas an individual with a negative attitude will lack in their performance. Secondly, the attitudes of individuals in the workplace can also have an impact upon their interaction with the customers of the company and as a result, the satisfaction of the customers of the company (Al-Hyari, et al., 2012). An individual with a positive attitude towards the company and their job, would be interested in ensuring that the customers are satisfied and would not only act in a manner that ensures such satisfaction, but also will learn the skills that can allow them to do it. On the other hand, an employee with a negative attitude will not pay much attention to the satisfaction of customers. A third consequence that can be witnessed as an impact of individuals’ attitudes on their behavior is through the Organizational Citizenship Behavior, which can vary the satisfaction levels amongst individuals on the basis of fairness and consequently, their performance and dedication towards the job (Chen & Yang, 2012). Absenteeism is also a consequence of behavior change on the basis of attitudes of individuals. An individual who does not have a passionate attitude towards the job, will not perform well and would even try to miss work more often. Employee turnover is also a behavioral factor that can be seen through the attitudes of the employees (Judge & Kammeyer-Mueller, 2012). If an individual is not satisfied in their job or fail to find meaning in their work, they are likely to quit their job. Workplace deviance is also a consequent behavior of lacking attitudes of employees in terms of organizational commitment and dedication, wherein the employees are likely to commit deviant actions such as being abusive, conducting fraud, stealing from the company, etc (Bright, et al., 2012). 






Tesco’s Core Values
Tesco has certain core values like most companies and aims at ensuring that such values are inculcated in their operations by ensuring that the employees of the company understand such values and thrive to work upon them in the company. Tesco has three core values. The first value is that the company aims at working hard towards understanding customer needs and then fulfilling them through innovation and change. Second, the company aims at treating their people connected with it in a manner that is respectful and supportive, while creating trust between each other. Third, the company aims at ensuring that they do their smallest bits to make a change towards the community in every manner possible (Tesco, 2019). These values are beneficial for the company, provided the company is able to implement them successfully. It is so because such values can create an extensively positive environment for the employees to work in, where the company commits to understanding their values and their needs, while also making the effort to satisfy and fulfil them. Tesco, when able to create such a relationship with their employees, can create a loop where the employees work hard to provide the same understanding and commitment towards meeting the needs of the customers and hence, improving the quality of products and services being provided by Tesco to them. The fact that Tesco has been successfully operating in the company since the past 100 years shows that it has been successful in implementing their core values within the organization, which is why they have been able to satisfy the needs of not only their customers but also their employees. 

Management Theory
There are a number of management theories that have been developed by many experts and scholars over the years and these theories have been crucial in understanding the different aspects that impact business organizations and their operations. The theory that has been chosen for this report, is the Management Theory provided by Elton Mayo. Elton Mayo was an Australian Psychologist. He was born in the year 1880 and was popularly known as an industrial researcher, a psychologist and an organizational theorist. The contribution of Elton Mayo towards organizational and management theories has been great, especially in the form that he played a vital role in developing the foundation upon which the human relations movement was established. Elton Mayo conducted several studies and researches through which he was able to provide an insight into the behavior and attitudes of employees within workplaces (Bendix & Fisher, 2017). Further, such insights became important for managers and leaders to understand the factors that can cause changes in the productivity of employees, for the purpose of establishing highly productive environments for the employees. 

Elton Mayo’s Management Theory and Hawthorne Experiments
The Mayo’s Management theories have been created from the various experiments that were conducted by Elton Mayo. These experiments are popularly known as the Hawthorne experiments and in the experiments, Mayo analyzed the productivity levels of the employees on the basis of environmental conditions that were varied for each experiment (Trahair & Zaleznik, 2017). These experiments provide an analysis of the different effects that can be seen in the behaviors of employees in different conditions and hence, each of the different theories/experiments are being discussed herein. For the purpose of conducting the experiments, Mayo brought a change in the working conditions in different ways. For example, in one of the experiments, one group was provided with proper lighting facility and the other group was provided lesser effective lighting conditions. The result was that the group with better lighting conditions was able to work more productively. The experiments and studies of Elton Mayo, also provided the Hawthorne effect, which was based on the studies conducted by him, wherein it is stated that the actions of monitoring the employees or watching over them, can have an impact on their behavior in a manner that they are likely to be more productive (Shafritz, et al., 2015). There are various deductions that were made to conclude the experiments and the results of such experiments as conducted by Mayo, which derived an understanding of the different ways in which the behavior of the employees can be affected because of several factors. For example, Mayo stated that more than the physical conditions and structure of the workplace, the social and psychological factors are likely to affect the motivation, morale and productivity of the employees within an organization (Őnday, 2016). Such motivation and productivity is also affected by the non-economic rewards and acknowledgement that is given to employees in an organization. Further, communication within an organization, along with organizational culture, leadership approaches and the style of supervision practiced by the managers and seniors in an organization, have a direct impact upon the behavior as well as the productivity of the employees within an organization. 

Relationship between Mayo’s Theory and Behavior in Organizations
The question that arises is, how are the Behavioral Management Theories provided by Elton Mayo contributive towards understanding the attitudes and behavior of employees in organizations in a practical manner? Elton Mayo, through his studies, established that while the values and attitudes of individuals influence their behavior in the workplace; there are various factors within the workplace that have an influence upon the attitudes of the individuals as well. Such factors can be used and molded by the organizations to improve the productivity of employees within the workplace, by creating positive attitudes towards the organization amongst them. As a result of the experiments and conclusions provided by Elton Mayo in his management theories, many processes and actions have emerged in the modern human relations management, wherein the managers have become more open and responsive to the feelings and satisfactions of the employees, for the purpose of increasing their productivity. In the earlier years, wages and economic benefits were seen as the sole contributors towards the motivation and productivity of employees in an organization. After the development of Elton Mayo’s theory and other several theories, it is now realized that there are other factors as well that influence the attitudes and behavior of the employees. For example, if the managers and supervisors in an organization ensure that a positive working environment, along with organizational support towards the growth and well-being of employees is provided, the employees will also have a positive attitude towards the organization and will contribute more towards the growth of the company (Fernandez & Moldogaziev, 2013). On the other hand, if an organization is not focused upon looking after the well-being of the employees, the employees will also have a negative attitude towards willingly contributing into its growth and their productivity will fall down. We discussed above that the levels of job satisfaction amongst individuals is likely to impact their attitudes and behavior in the organization (Cho & Perry, 2012). This means that employees with higher job satisfaction will be more productive in their work. There are various factors that constitute such job satisfaction, such as flexible working hours, a positive working environment, a leader or supervisor who can provide guidance, effective employee engagement, etc. and it is the responsibility of the organization to ensure that each of such factors are positively provided to the satisfaction of the employees, so as to boost positive attitudes within the workplace as well as their productivity. 

How can Managers use Mayo’s theory to increase Productivity?
There are different ways in which the managers in workplaces can be more aware of the productivity levels of their employees and the factors that may be causing a change in such productivity levels. For example, if employees within an organization are quitting their jobs, the reason might actually have to do with the relationship that is shared between the employee and their supervisor, which may be sour and hence, it is difficult for the employee to work in such an environment anymore (Robertson, et al., 2012). Further, it is important that the managers understand the values and attitudes of the employees in their particular teams, so as to be able to create such situations and provide such benefits to the employees that fuel their positive attitudes and values, eventually making them more productive. For example, where the employees’ values need them to feel engaged and meaningful in their job, it is necessary for the managers to recognize such values of the employees and engage them into the organization in a manner that they feel worthy within the organization. Doing so is likely to contribute towards ensuring that the employees have a positive attitude and commitment towards the organization and its growth. 

Such efforts made by the managers in an organization can be helpful and effective in making the employees more productive because of the fact that the changes in the working environment and the organization will help in changing the attitudes of the employees. We studied that attitudes can be created by not only our own beliefs and values, but also by the actions and behavior of others. So, if the organization and the managers therein are providing all possible perks, amenities, good working environment and job satisfaction to the employees, it is likely that such behavior at the end of the organization will drive individuals to act through positive attitudes as well (Penava & Šehić, 2014). Where an organization is focused on the well-being of employees and provides support in ensuring such well-being from time to time, the employees are likely to appreciate such behavior and respond by being more dedicated with their work. 

Lastly, in the evolving business world today, we cannot miss to discuss the importance of understanding the cultural value and belief systems amongst the individuals by organizations to improve their relationships with such individuals. In organizations that are establishing multiple workplaces in different parts of the world, it has become essential for the managers to understand the cultural values of the individuals who have been hired in such workplaces, which may be very different from their native countries, so as to ensure that their attitudes and behaviors can be understood in an efficient manner. Without the understanding of such different cultural values amongst employees, it can be hard to managers and organizations to satisfy their employees and gain higher productivity from them (Alvesson & Sveningsson, 2015).

Is Mayo’s Theory contributive towards affecting Values, Attitudes and Behaviors within Organizations?
Elton Mayo’s theory, as already discussed, is based upon several experiments that aim to realize whether the environment in an organization has an impact upon the performance and productivity of an organization and such environment is not limited to the physical, rather social and psychological environment within the organization. In my opinion, the relationship between employees and their organizations is co-dependent upon each other’s behavior. This implies that the organization is responsible for its employees, who are also its stakeholders, and hence, should work upon meeting the interests of the employees by building and implementing values and beliefs within the organization. Creating values that make the employees feel valued and engaged can be helpful in motivating the employees, which will also help in building their attitudes and behavior in favor of the organization. When an employee gains higher job satisfaction, they have been proved to show higher commitment and loyalty towards the organization, which eventually leads to higher productivity. I believe this theory is relatable and suitable for all organizations that are and must be focusing on building strong and long-term relationships with their employees. 

Hence, the Management theories provided by Elton Mayo are relevant even today in the modern workplaces, because they emphasize upon explaining how the organizations and their operations, policies, etc. towards the employees, can have an impact upon the behavior of the employees in the workplace. The beliefs and values of individuals sure direct their attitudes towards different situations, but their attitudes are also driven as a result of the actions of others. This makes it possible for the managers within an organization to understand the value and belief system of individuals, as well as their needs, which can be used to change the policies within organizations and increase the productivity amongst employees. The theories of Elton Mayo also showed that the needs of employees have changed over the years and are constantly evolving, which is why remunerations is no longer the sole factor that drives their satisfaction and motivation. Rather, there are other factors such as working environment, organizational support, recognition and appreciation, relationships with other employees and supervisors, etc. that constitute the overall job satisfaction amongst them, and further creates positive attitudes and higher organizational commitment amongst them. Once the employees catch this manipulation (since humans are psychologically doubtful of each other’s intentions), the results will drop and they will not participate in benefitting the company.

Criticism of Elton Mayo’s theory
This theory has also been criticized over the point that the theory is manipulative, wherein the companies have to act in a manner that show that they are indulged into the well-being of their employees, whereas the fact might just be that the company is only interested in improving their own productivity and performance in the market. Other criticisms of this theory also included that the theory was applied to smaller sections of the population and it may not be right to generalize the results and apply them to the larger population with the belief that it will lead to the same benefits as coined by the theory. 


Conclusion
The aim of this report was to analyze the manner in which the beliefs, values and attitudes of individuals influence and impact their behavior in workplaces. Organizational or workplace behavior is a study in itself that aims at studying the relationships between organizations and its employees, because of the fact that such relationships and behavior of the employees can have a significant impact upon the growth and success of business organizations. We discussed and understood the concepts of beliefs, values and attitudes, wherein we realized that attitudes amongst individuals are the behavioral form of their belief systems and values; that can be seen in different situations, as portrayed by each individual. Such beliefs, values and attitudes of each individual can be a result of their own thoughts and perceptions, experiences, learnings, as well as the cultural values and the actions of others, on the basis of which an individual forms a certain behavior in a certain situation. The beliefs, values and attitudes of each individual impact their behavior and performances within the organization. On the other hand, the conditions and environment within an organization is also capable of creating attitudes amongst the individuals. The theory that has been discussed herein is the Behavioral Management Theory by Elton Mayo. This theory discussed the different ways in which the conditions in an organization can impact the behavior and attitudes amongst the employees of the organization, as well as the manner in which such conditions should be changed by the management to provide higher satisfaction to employees and gain higher productivity from them. 
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