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Values are referred to as the standards, guidelines or qualities which are retained by individuals and organisations. Values help individuals to determine how they live their life and make important decisions. Similarly, belief is something that comes from experiences which are real (Maltby et al., 2010). Beliefs play a very crucial role in the identification of an individual. Belief can be religion, culture and moral. Attitude is our thinking about something, it refers to our personal belief, opinion and feelings toward the factors of our surroundings. The three are equally important for the human being because through them the identification, as well as our way of living life, is reflected (Orton, 2011). 
These factors largely influence both the organisation as well as employees working in the organisation.  However, values, belief and attitude have a great impact on the workforce behaviour of the employees, which has direct impacts on the effectiveness of the organisation. Every organisation’s workforce behaviour is affected by factors like values, attitude and belief (Grant, 2002).  Similarly, one of the leading companies called “Modality Partnership” which is known as an award-winning super partnership with General Practitioners operating nationally in England has been serving patients with quality and excellent service. However, workforce behaviour of the Modality partnership is greatly influenced by values, attitude and belief. 
In this report, modality Partnership Company has been chosen as a reference to explain the impact of values, belief and attitude on the workforce behaviour. Also, a management theory which will be relevant to the company and its impact on the belief, attitude and values has been identified and assessed in this report. 
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The organisational success depends on the values, belief and attitudes of the employee. Values, beliefs and attitudes are three development vehicles of an organisation which helps in developing individual needs. Value, belief and attitude have a different meaning. Values are the moral code through which the organisation operates. It controls the action and behaviour of every employee in the organisation. Values are the reflection of an organisation's goals for suitable workplace behaviour (Lee & Bruvold, 2003). It plays an important role in building a positive atmosphere of the organisation. Values in an organisation provide solid foundations for employment policies and reduce the risk of unsuitable behaviour in the organisation. Beliefs can be defined as the assumption, values, and the way employee workplace that contributes to the social and psychological situation of the organisation (Slattery et al., 2008). Attitudes are the way an individual view something and their behaviour indicating their moods or behaviour. The success of the organisation lies in the attitude and behaviour at the workplace. Attitudes are either positive or negative.
Values, beliefs and attitudes are integral components of individual behaviour. Thus, the only difference is that values are a persons’ moral attributes, attitudes are the viewpoints one has regarding various issues while beliefs are assumptions that we make about different things. These three aspects affect the employee in different ways. The employee who is satisfied with their job is less likely to leave their jobs when their value is dependable on the organisational values (Xiong & King, 2019). When an employee value crashes with the organisational values, an employee might have interpersonal conflicts or the organisational value conflict, which affects the job satisfaction of an employee. Attitudes are both positive and negative behaviour of individuals. It is a predisposition to respond to favourable and unfavourable manners of the employee. Beliefs, on the other hand, includes the spiritual, moral, social, political behaviour of an individual. Cultural beliefs also affect the job satisfaction of an individual. Organisational culture and values improve organisational performance by aligning core values, beliefs and attitudes of an employee. The organizational success depends on the organizational values, and the individual who believes and respect the values show it through their attitudes (Graves & Sarkis, 2018).
 Every organisation sets core values that directly or indirectly affect individual behaviour. When an organisation understands the difference between the individual values and organisational values, the organisation will generate value congruence (Brookfield, 2012). Therefore, to manage the individual more effectively, the organisation needs to have a value that will respect all the employees. Modality partnership must develop an effective organisational culture where the employee will be treated fairly and equally and this helps the organisation in better decision making.  
 Beliefs have a huge impact on organisational behaviour. Workers beliefs are one of the forces that affect any decision that the individual makes. Beliefs are gained through things that other persons say or things that we see or hear from news or any other external influences. A change in cultural beliefs of an organisation will affect the whole system as well as an individual employee. In the Modality partnership organisation, there will be different employees having their own cultural beliefs and ideas which must be appreciated. If the organisation develops a cultural belief that will adhere to employee needs and expectations, then the employee will feel comfortable in working with the patients and healthcare setting.
Attitudes can negatively or positively affect individual behaviour. If a person has a good attitude, he might get job satisfaction or a sense of commitment from the organisation. On the other hand, a bad attitude is likely to upsurge the employee to leave the job (Maltby et al., 2010). Attitude can make a situation negative or positive, depending on the situation. Attitudes in the workplace affect individual behaviour, as well as it affects the actions of the organisations. Being a part of a super-practice, Modality has operated across boundaries and continues to provide an excellent experience to the patients. To provide excellent service, the organisation must have positive attitudes towards their employee and client.

Different attributes of values are arranged by the organisation based on norms and attitudes to differentiate the firm from another firm. Organisational values and beliefs provide a framework for behaviours of the employee in the workplace. Organisational culture has both positive and negative effect on employee performance. Positive organisational values ensure that employees are satisfied with their jobs and will remain loyal to the organisation. Employees are interested in staying with organisations that encourage flexibility and support and assist them in developing their work-life balance (King et al., 2017). Modality partnership should establish a healthy organisational culture to manage a good relationship between co-workers. Organisational values and beliefs affect the employee in different ways some of them are;
· Effect on employee’s performance: The organisation culture has a great impact on the enthusiasm and performance of the workers.
· Impact on workers happiness: If the employee is not happy with the organisational culture, they cannot perform their tasks.
· Influence on employee engagement: Ineffective communication with the employee can lead to less participation and reduce creativity and innovation (He et al., 2019).
Modality partnership must create values and beliefs that will suit their principles in providing excellent health care to the patients. The organisation must know that strong, positive company culture is one of the most important assets to achieve their goals. Good company culture will attract a lot of people and inspire their employees to be more creative and innovative. 










[bookmark: _Hlk15604497][bookmark: _Toc15605725]Beliefs, attitudes and value systems and their impact on workplace behaviour

Values, belief and attitude have been regarded as the most important drivers of an organisation’s development. Organisations are often established with the major aim of surviving longer in the market. With this regard, the organisation makes an expensive effort to search for employees who can lead the business positively. It is believed, when recruiting employees for organisational positions they should fulfil the expectations and desires of the organisation (Dochy et al., 2011). 
Organisational values are also regarded as the guidelines which are important for determining the way work is to be done. Most importantly, values help the organisation to make the relevant decisions and choices. There are many examples which determine the value of an organisation. Values of the company are reflected through the difference they make to their competitors thereby focusing on the quality of the services. Companies with values make promises and fulfil them being completely honest. Some of the other examples that reflect the core values of the company are; their reliability, positive attitude, achieving deadlines, being the best team member to work with, respecting the rules and policy etc. When an organisation successfully retains these core values, the organisation automatically moves toward the path of development (Pallisera et al., 2013).
Organisational values are equally important to employees. Understanding and believing in the values of the company can help employees to recognise their role clearly. If the objective of the company is understood clearly by the employee, it will assist them in ways to contribute to the organisation. Lastly, the values of the company help to lead the action of the employees either in new or complex condition (Rappel, 2017). Modality Partnership has been established with the core values of commitment, accountability, respect and excellence. These values of the Modality Partnership have contributed to a larger extent in the development and growth of the organisation. Commitment, accountability, respect and excellence in the service of the Modality partnership has led to the increased satisfaction of the patients. The values have benefited employees of Modality partnership in another way. The core value of Modality has assisted staff to recognise their roles, which ultimately helps to contribute to achievement in their health care service. Values, in a way, have directly influenced staff of Modality partnership to be productive, thereby focusing on the quality of healthcare services provided to their patients. The staff of Modality partnership can derive best patient satisfaction through their quality of service. This determination has been developed in the staff through the core values of the modality partnership. 
Similarly, belief is another driver of the organisation towards development. The belief of the company is regarded as the strongest when the core values are determined. Coordination among employees is achieved. Since the common belief is followed, effective communication is achieved among employees, which ultimately adds value to the organisation (Parandeh et al., 2014). When there is a common belief among the employees, they certainly work with mutual agreement. This helps to reduce conflict. However, organisational belief helps in conflict resolution.
Similarly, organisational belief is beneficial to the employee. Belief helps the employee to improve their productivity and skills to tackle problems. It helps the employee to enhance their credibility. More importantly, it helps the employee to control tier guilt, anger and frustration. Belief also helps the employee to build their sense of humour and make them realise a sense of responsibility.
The enhancement of a sense of humour helps the employee to generate innovate ideas and ways of contribution.  Belief has a great role in the enhancement of the organisation as well as employees. For example; in the context of Modality Partnership, strong belief from the day of its initiation has helped it to grow significantly among the health care services of the UK. Modality Partnership, through its belief in providing, has encouraged employees to concentrate their effort on giving excellent care to patients. This belief of Modality partnership has helped to grow beneficially and is recognised for its quality service as well as helped employees to improve their skills by working in the team. Moreover, Modality partnership believes in fulfilling the increasing want and expectation of the patients without lacking quality in care.  For quality service Modality partnership believes in adopting an innovative solution, which ultimately helps staff in their knowledge and understanding about the technology used for innovation. 
 The attitude of the employees plays a very vital role in the organisation for development (Ravangard et al., 2014). Employees with a positive attitude are always satisfied with their job. When employees have a positive attitude then that working actively is worth of self-development. So, attitude helps with job involvement. Employees that have a positive attitude accumulate encouragement in being committed towards their role within an organisation. Employees wish to maintain their membership with the company for a long term. However, to derive a positive attitude in the employee, it is very necessary for the organisation to have a positive attitude toward its staff. For example, Modality Partnership is an award-winning GP super-partnership; it largely focuses on the attitude of its employees. Modality partnership believes the staff is the most important contributor to the success of any health care service. It is the staff who entirely run health care services like Modality partnership. It is the belief of the Modality partnership that if employees are positive, very well organised and are confident enough with a flexible ‘can do’ attitude for the work inbound with their focus  on quality service delivery; then this role or attitude of the individual helps staff to be competent which directly helps the organisation to achieve success. In the context of Modality partnership, optimistic attitude of the staff has affected their performance positively. The positive attitude of the employees and leadership has helped the staff to deal with a highly stressful sector in a healthcare setting, creating innovative solutions to problems as well as managing the cordial relationship with co-staff (Grover & Furnham, 2016). Modality partnership has been helping staff to grow through training programs and the pay for job roles is satisfying. 
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Henri Fayol’s Administrative Theory also known as Fayolism is a management theory which believes in the idea of departmentalisation. Unlike other theories, it focuses on the management of the organisational structure, thereby managing the individuals better. Ultimately, management theory of Henri Fayol has been intended to improve the behaviour of the workforce. To improve the structure of the organisation and the behaviour of the workforce, Henri Fayol has given 14 principles of management. 
The first and second principle of management consist of; division of work and authority of responsibility. Employees working in an organisation are specialised in different sectors. So, the theory states that work should be divided into compact tasks and should be assigned to individuals according to their specialisation. It is believed that when employees are happy with the way the organisation assigns tasks according to capability, it helps to derive job satisfaction among the employees (Sartori et al., 2018). And, this ultimately generates productive workforce behaviour. Authority means passing orders while responsibility means taking ownership of your actions. Hence, passing authority and assigning responsibility helps to develop responsible behaviour among the workforce and enhance their efficiency. In the context of modality partnership, excellence in work has been achieved through the division of work among staff effectively and accordingly and staff are given appropriate authority along with responsibility to carry out their roles.   
The third and fourth principles consist of; management is discipline and unity of command. Discipline here means obedience. Discipline is regarded as one of the lubricants for moving the organisation smoothly toward development (Cottrell, 2008). The behaviour of the individual e.g. obedience and respect determines discipline. Discipline is one important factor in determining a productive workforce. Organisations can entail more than one supervisor this in some cases can create issues as instructions/commands could differ and cause conflict. Creation of the conflict always violates the environment of work where employees become unsatisfied with their working condition (Slattery et al., 2008). Hence, to derive productive workforce behaviour, there should be unity of command in an organisation. Staff at the modality partnership is well disciplined and only work within the boundary of their authority. There is also only one supervisor, thereby removing any conflicts.
The fifth and sixth principles consist of; in the unity of direction and subordination of individual interest. Every individual who is performing a different task should be directed toward the same objective of the company. When unity of direction is achieved, unity of command and unity of coordination is ultimately achieved. Personal interest of an individual should not be given priority than the common interest. To create a productive workforce in an organisation, it is very important to discard the personal interest of an individual and maintain the general interest of an organisation (Lee & Bruvold, 2003). If not, there is a greater chance of conflict. Every staff of modality partnership is directed at providing excellent healthcare service to the patient. This unity of the direction of the modality partnership is the reason behind its success and all staff are aimed at working with a superior interest in delivering excellent quality service to the patients. 
The seventh principle of management is the remuneration of personnel. Motivation and productivity have a direct relationship with each other. Remuneration given to the employees should be enough to make the employees productive, thereby making them motivated. Remuneration is of two types: Monetary and non-monetary remuneration. Monetary remuneration includes bonus, compensation, and another monetary reward. Non-monetary remuneration includes; a compliment, credits and other responsibilities. Giving this remuneration to the employees gives the employees a sense of motivation (Xiong & King, 2019). And, motivates them to work to get more remuneration in future. Hence, this directly helps to derive positive workforce behaviour. Staff for their superior performance at Modality are rewarded either with monetary remuneration or non-monetary remuneration. 
The eighth principle of management is the degree of centralisation. The authority of decision making should be centralised within the top-level management. Management and authority for making the decision should be accurately balanced. Centralisation helps in developing a clear chain of command, focus on vision, and improve work quality. However, centralisation of authority helps to gain control over the employee’s work, which also impacts the workforce behaviour (Graves & Sarkis, 2018). In Modality, only one person has the authority to make decisions and command subordinates. This principle has helped the company to control and develop a clear chain of command, thereby reducing unnecessary conflict. 
The ninth principle is a scalar chain. To achieve unity of direction and command, there should be an appropriate hierarchy of authority (King et al., 2017). There should be a clear line through which the responsibility is assigned, and authority is passed. And, the necessary information should be passed only through the directed scalar chain. If not, conflict may take place, which ultimately hinders workforce behaviour. The success behind the Modality Partnership for its excellent service is its accurate line of authority. The direction for command and authority flow is clear, which ultimately helps to make staff clear about their responsibilities.  
The tenth principle is order. An individual should be positioned in a role that is right for their capability. This ultimately helps an individual to complete the assigned task efficiently. In the end, the organisation achieves good workforce behaviour through this principle. Within Modality, every staff is placed according to their ability. Since in healthcare service placement of staff in the right place plays a vital role. It should be done with a depth study. 
The eleventh principle is equity. It is the most important principle which states that every individual working in an organisation should treated equally (Orton, 2011). All the employees should be given the same respect and justice. With this principle organisations ultimately achieve employee satisfaction. Employees are motivated to work with full dedication; hence, this principle has a direct impact on workforce behaviour. Employee satisfaction is a major asset of the Modality Partnership. Employees of the modality partnership are treated equally with respect no matter what position the staff holds. 
The twelfth principle of management is the stability of tenure personality. This principle states that retaining existing employees rather than new recruits is beneficial. So, the organisation should focus on retaining the employees, thereby ensuring job security and progression in career. Perceptibly, this strategy of secure tenure directly impacts workforce behaviour. Jobs at the Modality Partnership are secured, and staff have opportunities to enhance their career. This could be a reason for staff to commit to their jobs. 
The thirteenth principle of management is initiative. Employees should be given a chance to express their ideas and perspectives. Encouraging employees to show their interest helps to create the value of an organisation. This principle largely contributes to workforce behaviour. Employees become motivated and satisfied because of the opportunity of involvement provided to them to show their interest (Parandeh et al., 2014). Staff are highly encouraged to get involved in different events organised at Modality Partnership. This, in a way, creates a sense of citizenship amongst employees. 
The last principle of management is esprit de corps. Co-operation among the team members is important, and secondly, the manager should make an effort in creating an environment of harmony among the employees. Both activities have been directed toward managing the behaviour of the workforce. When the working environment is cooperative and harmonious, it directly helps to achieve the positive behaviour of the workforce (Ravangard et al., 2014). The environment at the Modality Partnership is cooperative as well as harmonious.  
Generally, throughout different kind of roles in an organisation, values, belief and attitude get communicated with others. It is in a human’s nature to lean towards individuals who share common values, attitude and belief. When the value system is harmonised, it helps to make personal as well as professional relationships successful (Elwyn & Hocking, 2000). To be an effective or productive manager, one must be a good thinker. One becomes a good thinker when he can think critically and creatively. Henry Fayols theory is important for making employees more productive. Moreover, this management theory not only helps to motivate staff to be efficient but also guide the manager to be a good leader. Similarly, this management theory can be significantly linked with the Modality Partnership for knowing the appropriate structure of an organisation, dealing with the issues of management and maintaining consistent and productive behaviour of the workforce. 
It is seen that Henry Fayols management theory gave clear recognition of workforce behaviours at the Modality Partnership. It is further cleared that the best companies stem from focusing on the values, belief, and attitude of employees and their involvement.
Although Fayols theory depicts some good points there are some limitations. The theory focuses on the needs of the organisation instead of looking at the needs of its customers. The theory was created at a very different time and the command and control is less likely to work in some contemporary workforces. In the growing economy and the knowledge of workers it doesn’t encourage creativity/innovative or problem solving. These factors are vital in the modern working environment. 
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In a nutshell, organisations are driven toward development through different infrastructure. Among various factors of the organisation, three important factors are Values, Belief and Attitude. 
Similarly, the modality partnership believes that employee’s productivity and commitment help the organisation to achieve its goal and this would not be the case if values, beliefs and attitudes are not considered. So, it is believed when encouraging employees, supporting them and making the workplace safer entails great success. This belief of the modality partnership has greatly helped to move toward development. Attitudes are another developmental factor of the organisation. It is the positive attitude of the organisation, which helps to achieve a positive attitude from the employees as well. The reason behind the success of Modality partnership is its positive attitude toward the employees. Modality partnership always believes pleased staff are key in achieving goals thus, always aims to satisfy employee’s needs. Values, beliefs and attitudes are the major reason for the development of the Modality partnership as well as enhanced staff. Evidently the three factors have a direct impact on the behaviour of the workforce. Organisations will achieve a positive and productive workforce if colleagues share the same values, beliefs and attitudes. In cases where these may differ from other organisations should aim to cater to these employees to make them feel comfortable. Different management theory helps organisation to attain positive workforce thereby influencing the belief, value and attitude of manager. In this report, Henry Fayol has been taken as the relevant management theory and its impact has been assessed on personal belief, value and attitudes. 
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