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[bookmark: _Toc15723455]Introduction
This section of the report aims at developing concept about beliefs, attitudes and values at the workplace. After successful evaluation of the concept, relation between the three attributes is drawn to discriminate and analyse its effect on the behaviour of the employees in the concern. In accordance with the report prepared own beliefs and values are critically assessed to evaluate its impact on workplace behaviour. Group activity is done to study the impact of three mentioned attributes on the behaviour of individuals in the concern. Moreover, management theory is evaluated to differentiate the belief, attitude and values of an individual in a particular concern.
The second task focuses on the explanation of management theory. Frederick Herzberg is one of the most influential names in business management and he is a renowned psychologist of America. Critical reviews of Herzberg’s theory are discussed in this context. The usefulness of this theory in the workplace and the way it helps to determine the satisfaction of employees is discussed with examples. A practical example of applying this theory is provided in this report with its result. Finally, a reflection is given by considering all the examples available relevant to this theory.
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Task 1
[bookmark: _Toc15723457]Definition of beliefs
In accordance with the concept of belief, it can be determined that it is nothing but a feeling of an individual in respect of some event or situation. As influenced by Mitchell et al. (2015), beliefs are considered to be sturdy as it influences the behaviour of an individual. However, it doesn’t matter whether the belief is irrational or unproven. Belief is a powerful attribute that can inspire both life and death. For instance, many believe that other people are better than them. Example of a rational belief is that people believe that doing something positive for someone will pay them back in the future in the form of good deed. 
[bookmark: _Toc15723458]Definition of values
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Figure 1: Sources of Values
(Source: Montanari et al. 2017)
Values are a combination of qualities, principles and standards that a person holds. As suggested by Montanari et al. (2017), values are important in the workforce to determine the process of working in an organisation. When a person links a measure of worth to a work is termed as values. Values are reflected in individual life in the way they live and treat others. For instance, the values of workforce might include delivering quality of work, meeting deadlines, being honest, and focusing on every single detail. Values are extracted from different sources such as family, culture, workplace, and social influences.  
[bookmark: _Toc15723459]Definition of attitudes
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Figure 2: Factors influencing attitude
(Source: Calk and Patrick, 2017)
As opined by Alston (2017), attitude is referred to as the opinion, feeling and belief of an individual towards concern environment. An attitude is a technique according to which a person expresses its feeling, belief and value. Attitude is mainly expressed in the form of behaviour and words spoken. For instance, in the organisation, people are mainly influenced by job satisfaction and organisational commitment. As a result of the attitude of the employees is judged whether it is positive or negative. 
[bookmark: _Toc15723460]Relationship between values, beliefs and attitudes
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Figure 3: Relationship between attitude, values and beliefs
(Source: Winthereik and Jensen, 2017)
In day-to-day life, the attributes (values, beliefs and attitude) of human resource are persistently communicating with peers, friends and families. Value is a chain of system in accordance to which an individual makes a relationship successful whether it is professional, personal or educational (Cottrell, 2017). The attitude of an individual changes while the situation around him is changed. Hence, it is termed as a predisposition in regard of a concept or object. Critical thinking may affect the beliefs of an individual (Brookfield, 2012). Beliefs generally result in confidence that changes over time. Behaviour of an individual is guided by values and hence, it is for long term. 
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Figure 4: Values, attitudes and beliefs
(Source: Douglas and Leite, 2017)
In accordance with the above-mentioned diagram, it can be concluded that all three attributes are important to be considered in daily life. It aims at providing a valuable life that is positive and goal-oriented to achieve something in life. As for the life of an organisation is concerned an employee should strongly believe its value which must be reflected in the attitude carried in the work environment (Douglas and Leite, 2017). Values are formed in accordance with the belief and hence it must be positive and strong to determine the tendency of attitude in the work environment. Therefore, it is mandatory to shape the significant values, attitudes and beliefs of life to determine the valuable experiences that will be established in the workforce environment. For instance, everyone values their personal space to take an individual decision. Hence, in accordance with the freedom an individual avoids to wear a helmet while driving. The value of individual decision can cause damage but irrespective of that there is no change in value. If the same case was considered for the family member he might change his belief and value. This brings out a change in attitude. Therefore, all these three attributes are considered to be interrelated.  
[bookmark: _Toc15723461]Own beliefs and values
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Figure 5: Own beliefs and values
(Source: Alston, 2017)
The above-mentioned diagram illustrates the impact of the belief on the behaviour of an individual. It also determines whether the behaviour is critical or not. The outcome of the belief is outlined on the basis of its source to determine its impact on the life of the workplace. As far as organisational life is concerned, excellence can only be gained if I believe that it is mandatory to assess proper knowledge and skills. In accordance with my opinion, if an individual is able to enhance and improve its performance, appropriate skills and knowledge can be obtained. One should always work with a positive attitude as it provides motivation, intention and engagement to complete the work within the deadline and excel in it. I personally believe that to achieve excellence in our respective field there must be a commitment towards our concern and the job provided. Moreover, job satisfaction is the key factor of belief to gain excellence. The sources from where belief can be sharpened are faith, culture and experience.
Values are nothing but a part of our life which we choose to give more importance. Values enhance our concept or ideas to differentiate between wrong or right, worth and sacrifice. Although to work efficiently in the organisation the values of an individual should be to work and follow the culture of the work environment. Value of an individual should be to deliver the work as required and never to alter the required details to do any kind of fraud. In my opinion, the values of an employee should be based on strong ethics, dependability and responsibility towards organisations. The employee should be self-motivated to work in any situation and under any circumstances. In an organisation, an employer wants that the employee must be honest towards its organisation and work as good relations are formed on the basis of trust. 
The employees should carry professional behaviour in his attitude as it enables the employee to every aspect of the job and allows him to complete the work successfully. However, values are not obtained from anyone’s experience or work values. It is developed from career success, happiness, wealth and family. The values differ from person to person. Therefore, the priority should be given to alter the stress level at work by empowering it with strong belief and values. In the workplace, the life of co-workers is highly affected by the core values and ethics prevailing. As the employees nowadays are not getting job satisfaction hence, they are failing to fulfil their commitments towards their job and the organisation.
[bookmark: _Toc15723462]Impact of values, beliefs and attitudes on own workplace
The life of an employee is based on the values they follow. The concern where I will work, my values will be to follow strong work ethics that will enhance my willingness to work hard. I will enable myself to find out efficient and effective ways to complete the task on time without missing the required time. Moreover, I will carry a positive attitude in the workplace so that I can create an enthusiastic environment in the organisation which will enable every other employee to increase the goodwill of the firm. Furthermore, positive attitude is valued by both co-workers and superiors in the concern. As an employee, I will opt for an organisation where the chance of career development is positive and increases over time. I need to develop myself to learn new methods, skills and techniques of doing work that will help me improve myself professionally.
The belief will develop into values soon as I start believing it to be true and start working on the commitments. In an organisation, employers always look for enthusiastic employees who are self-motivated and self-esteem to develop their own ideas and methods to work under unfavourable situations. I will try to adapt myself in the organisational environment to maintain flexibility so that I can enable myself open to any opportunity to complete the job enthusiastically as it will add as an extra benefit to my values and beliefs. The attitude carried in the environment is the result of the values we follow and the beliefs that is sustainable. Moreover, the attitude must be always positive as it is a factor that helps to motivate other employees also. I will improve myself to carry professional behaviour as it helps to deliver high quality of work. The appearance and behaviour in the organisation should be a reflection of the attitude carried. In accordance with the professional behaviour, I will always be honest towards my firm and the job that will be preceded by me. In accordance with my value, I will try to develop a relationship with the goals of the organisation so that the objectives are achieved on time and new skills will be developed within me accordingly.
[bookmark: _Toc15723463]Group activity
	Values
	Sources
	Effect on the behaviour of individuals

	Secure work ethics
	Desire to work hard
	In an environment where work ethics are strong, employee desire to work hard without an excuse or hesitation. The employee learns to complete the task timely and in a smart and efficient method. They get a chance to showcase their talents in front of the management. Moreover, they value their organisation more when the chance of job security increases in a secure environment.

	Self-motivated
	Self-directive and esteem
	It is seen that the employers in an organisation always look for employees who are self-motivated. When the employees are self-motivated, less supervision is required to direct them while completing the work professionally. Accordingly, the employee gets to work in a supportive environment and a better sense of self-esteem and accomplishment is obtained.


Table 1: Group activity



[bookmark: _Toc15723464]Task 2
[bookmark: _Toc15723465]Frederick Herzberg and his background
Frederick Herzberg is the chosen theorists who is a renowned writer of motivational and management theories. His approaches focus on motivational factors that are affecting behaviour of employees in the workplace. He was the most influential management consultant post world war. As suggested by Ogunnaike et al. (2017), Herzberg focused on consistency of employees and its relationship with their job satisfaction. He was a psychologist based in America and was focused on determining concept of mental health and performance of workers in an organisation. He started his research on workplace performance and employee motivation when he was a professor at the Case Western Reserve University of USA. 
[bookmark: _Toc15723466]Management theory: Herzberg’s motivation theory
[image: ]
Figure 6: Herzberg’s theory
(Source: Ogunnaike et al. 2017)
Motivation theory of Herzberg is based on two factors such as satisfiers or motivators and dissatisfiers or hygiene factors. Job satisfaction is thoroughly influenced by motivation factors which are recognition, achievements, personal growth, responsibility and advancement in performance (Li, 2018). As opined by Alston (2017), dissatisfaction among employees depends on hygiene factors which are rules and policies, wages, the relationship among colleagues and working environment of that organisation. According to Herzberg, high hygiene along with high motivation among the employees is the ideal condition to achieve success in business. Better policies, work environment and good relationship among the colleagues enhance level of satisfaction among the employees. Professional growth opportunities enhance the performance of employees and thus, their satisfaction level is improved.According to Herzberg, employee satisfaction helps to enhance their performance and thus, productivity of the entire organisation can be improved.
Motivational theory of Herzberg is based on dissatisfaction and satisfaction of employees in an organisation. From the viewpoint of Ramadanty and Martinus (2016), performance of employees depends on both of these factors and high motivation along with high hygiene is preferable for improving employee performance. However, if hygiene is low but motivation is high, then the employees’ complaints against challenging jobs and bad working environment. In case, the employees have a low level of motivation but high hygiene, then they are not actually motivated to perform well and they just perform just to get their payment. Finally, the worst situation is when both, as well as hygiene, is low. In this situation, the employee’s complaints a lot and their performance hampered.
[bookmark: _Toc15723467]Critiques and views of this theory
Herzberg divided safety, social and physiological factors and hygiene factors and these are basic needs of individuals in the iron workplace. On the other hand, motivation factors help to enhance the performance of the employees in the workplace by mitigating issues in the hygiene factors. However, job factors that may because of dissatisfaction and satisfaction of the employees were not considered by Herzberg in his study. According to Johnson et al. (2018), Herzberg suggested that growth of the workers depend on a good relationship with colleagues, policies, better working environment, security, wages and achievements. However, challenging job on a continuous basis may also hamper the performance of workers in their workplace. Their dissatisfaction is increased because of these challenging jobs on a regular basis and thus, their motivation for performance is also dropped. Dissatisfaction and satisfaction of employees were focused on Herzberg's theory but he did not provide management principles as given by Henry Fayol.  
Needs of different human being is different and their performance depends on their felt need (Chumg et al. 2016). According to Herzberg's study, satisfaction of employees is increased when they are provided with a better working environment. Professional growth opportunities also enhance employee satisfaction and thus, improve their performance.  The theory does not consider different physiological and psychological needs of individuals as in Maslow's theory. Maslow hierarchical needs to consider the different needs of individuals but Herzberg failed to determine the different aspects of individual values which may hamper the performance of the workers. Thus, this factor is not considered in the motivational or hygiene factors of Herzberg's theory. This theory focuses on the satisfaction of employees and unlike the bureaucratic theory of Max Weber, power of management is not considered. Thus, labour divisions and hierarchical division are not considered in this theory and only employee performance along with the factors affecting their performance is considered. 
As suggested by Montano and Kasprzyk (2015), the behaviour of one individual is different from that of another individual and this affects the determination of factors that have an impact on employee satisfaction. The study of Herzberg was limited among accountants and engineers. The workers with challenging job were not considered in his study which limits the result of his study and in such cases application of Weber's bureaucratic theory is important. The theory mostly emphasized on enrichment of jobs and interpersonal relationships were not getting much of the attention.
[bookmark: _Toc15723468]Usefulness of the theory in the workplace
Herzberg’s theory helps the managers of an organisation to determine the satisfaction and dissatisfaction of employees who are working under them. As per the viewpoint of Ruepert et al. (2017), employee satisfaction and performance depend on the perception of the employees and interrelationship of the employees in the workplace. This theory enables the managers to determine the perception of employees and determine the motivation factors that can be used to enhance the satisfaction level of employees. For example, M&S, the leading retailer in the UK uses this motivation theory to motivate the employees. The company rewards loyalty towards the organisation and promote the employees to retain their most talented workers (M&S, 2019). The managers may tackle required steps to eliminate dissatisfaction of the employees. Poor company policies are one of the main reasons behind dissatisfaction of employees in the organisation. The managers can change policies in the organisation to satisfy the employees. Moreover, according to this theory, job security and competitive wages can be offered to the employees to lower dissatisfaction of employees.[Refer to Appendix 1]
As suggested by Alston (2017), ideal work situation motivates employees to perform well and job-satisfaction is improved. Herzberg’s theory is important to enhance employee satisfaction level in the workplace as managers can provide better working conditions to their employees. On the other hand, the employees can be provided with opportunities for personal along with professional development. Management of an organisation can use this Herzberg's theory to determine the motivator or hygiene factor on which employee satisfaction depends. Companies can focus problem faced by the employees in the workplace instead of focusing on their wages. Relationship among employees and their attitude can be behind satisfaction or dissatisfaction of employees (Montano and Kasprzyk, 2015). Herzberg's theory treats money as the secondary factor and considers promotion, recognition and employee relationship as the primary factors of job satisfaction. Thus, the management of organisation can focus on these factors to improve satisfaction of the employees.
[bookmark: _Toc15723469]Practical example of motivation theory
Jaguar motivates its employees so that the company can enhance its overall performance. The management of the company uses Herzberg's theory to determine the motivational factors that can enhance the job satisfaction of the employees. The management of this company believes that job satisfaction of employees is the main positive point behind successful venture of the company (Jaguar, 2019). The managers consider performance of each employee so that they can enhance satisfaction level of workforce. This company aims to involve 6% of its workforce and improve job satisfaction of those employees (Jaguar, 2019).  The company recognises the achievements of individual employee in workforce and provides them with job promotions as per their performance. The theory considered by the management has a positive effect on the performance of employees and the overall organisation.
M&S believes the relationship among the employees is the key element behind successful venture of an organisation. The management of this company considers Herzberg's theory to motivate employees as job satisfaction helps to improve performance of employees. The company offers comfortable working environment for the employees. Their values, perception and feelings are respected by the management of this company. One of the hygiene factors that affect the satisfaction of employees is remuneration and M&S increased the remuneration of its employees by 2.9% in 2018 (M&S, 2019a). Thus, the job satisfaction of the employees was enhanced and the company recorded a 14% return on capital investment of 2018 (M&S, 2019a). The company acknowledges loyalty of its employees and offers job promotion to the employees. The management of the company considers the factors that are affecting job satisfaction of each of its employees and thus, has changed the organisational policies. In previous years, the management did not consider the imagination of the employees. However, for the last two years, the company is inspiring the employees to give their point of view regarding a new product launch. Thus, the company has become able to enhance the job satisfaction of the employees.[Refer to Appendix 2]
[bookmark: _Toc15723470]Reflection
Herzberg’s theory to motivate employees is helpful to the management of an organisation as per my understanding. The management of an organisation can decide the reward techniques for the employees and the way this technique affect the performance of employees. Intangible rewards such as appreciation, praise and recognition enhance satisfaction of employees as compared to tangible rewards such as wage hike, gift cards or bonuses. Poor management, bad policy and work environment of an organisation can be changed with the help of this theory (Johnson et al. 2018). I think improvement in working environment is expected by each employee in a company and a good working environment satisfies the employees. Improvement in policy is another important strategy that a company can consider to improve satisfaction of the employees. The needs of employees can be determined with the help of this theory. In my viewpoint evaluation of compensation system is important to enhance the performance of employees. Both M&S and Jaguar uses this theory of Herzberg to review compensation system and they made changes in their system. The employee performance of this organisation was improved after employing this theory of motivation.
[bookmark: _Toc15723471]Conclusion
It can be concluded that with the medium of this report the values of an employee is determined including its belief and attitude in the work environment. Moreover, after evaluating the concept of all the attributes it was observed that they are interrelated as they affect each other both in a positive and negative way. Concepts have been illustrated giving instances that have enhanced its usefulness in the work environment. Although, in accordance with its own values and beliefs are illustrated. Accordingly, the relation is also drawn to visualise the impact of one attribute on to the other. At the end of the report, group activity is done to illustrate the impact of all the attributes on the life of an employee in an organisation.
A brief description of management theory is given in second task. Frederick Herzberg is one of the most renowned management theorist post world war 2. He was a psychologist based in America and he focused on the behavioural changes of employees in an organisation. Herzberg's theory is based on two motivational factors, hygiene factors and motivators. Satisfaction and dissatisfaction of employees depend on these factors. In addition, it does not emphasize rules like bureaucratic theory of Weber and it does not provide management principles as given by Henry Fayol. This theory is helpful for management of an organisation to determine motivators to enhance satisfaction of employees.
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(Source: M&S, 2019a)
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(Source: M&S, 2019a)
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