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[bookmark: _Toc39069459]1. Introduction
As an outcome of different studies conducted by psychological scientists and researchers, the behaviour of individuals has been found to be connected with the actions or decisions they made in the workplace (Gore et al., 2018). As per their analysis, the belief and values that an individual has determined his attitude towards anything and thus it is reflected through his behaviour towards that object and therefore such behavioural aspects influence the thinking of the individual regarding that object as well. This particular report has been prepared to highlight the concept of belief, values and attitude and demonstrate their differences. Moreover, how the beliefs, values and attitudes affect the workplace will also be discussed. Apart from this, the impact of these behavioural attributes will be discussed in the light of the XY theory of management introduced by Douglas McGregor based on the organisational role of an HR assistance of Zara which is one of the leading retail shops which serves clothes to its customers. Zara operates with more than 2000 branches around the world and also delivers products to its perceived customers online. The company provides a wide range of clothing products to customers of all types including men, women and children. Apart from this, the impact of the XY theory of McGregor will also be the subject matter of the report. Lastly, the report will include how people with different beliefs, values and attitudes will interpret this management theory differently based on the difference of these behavioural attributes.

[bookmark: _Toc39069460]2. The concept of belief, attitudes and values within an organisation and differences between them.
Every human being has a different set of belief, attitude and values which have been developed throughout the course of their lives supported by their actions, experiences and learning (Maund, 2018). In accordance with Elliott and Turnbull (2015) “It is the belief, attitude, values and other personal factors including their perception, opinion etc. which forms the capacity and behaviour of the individual and further influence his future actions and decisions positively”. The relationship among belief, attitude and values in terms of forming individual capacity and behaviour can be understood by the following iceberg diagram. The following diagram demonstrates that these intrinsic characteristics of human being including his beliefs, attitudes, values, identity and convictions form the internal or unconscious identity of the individual which is further reflected on the external identity of a human being through their capacity and behaviour.

[bookmark: _Toc38933753]Figure 1: The Formation of Individual Behaviour System
Source: (Gore et al. , 2018)
The term ‘Belief’ has been defined by Maund (2018) as “Belief of an individual signifies the assumptions and convictions which are held to be true and not to be true regarding any concepts, people, events or things by an individual or a group of individuals. The belief of an individual is the core part of one’s behavioural system in accordance which the values and attitudes of an individual are further formed. On the other hand, while outlining the definition of ‘Values’, Cottrell (2011) has provided that “Values are the preferences of an individual in terms of appropriate courses of actions or the outcomes of the actions”. The values of a person are the guiding principles in which the sense of right or wrong is reflected as per the beliefs of that person. Lastly, individual attitude can be defined as the evaluation of an individual towards an object or a person which can be either positive or negative and the individual attitude is formed by the combination of individual beliefs and values.
[bookmark: _Toc39069461]2.1 Differences among belief, values and attitudes
Although individual beliefs, attitudes and values are connected in one string which forms the external behaviour and capacities of a person, these behavioural factors have some differences among them as well (Wright et al., 2018). The differences between individual beliefs, values and attitudes are demonstrated in the following table.
	
	Belief
	Value
	Attitude

	Definition
	Confidence of an individual in the truth or existence of something not immediately inclined to rigorous proof.
	Values are enduring beliefs about desirable goals.
	Individual attitudes denote to the psychological tendency of a person which is express by evaluating an object either positively or negatively.

	Semantic differentiation
	Where attitude of a person reflects the favourable or unfavourable evaluation of that person regarding any object or person, belief reflects the information which the individual has about that object or person.
	Individual values focus on abstract ideas. There are four major concepts which are connected to human values namely train, attitude, needs and norms. Values are more abstract than an attitude as it is not pointed on any particular object or person rather it forms a generalised perception within the individual regarding right or wrong; good or bad etc.
	Attitudes are applied to more concrete social objects e.g. individuals or events with which the person directly interacts. The attitude of an individual reflects the values of that individual in abstraction.

	Domain
	Individual
	Individual within social
	Individual

	Measurement implications
	Individual beliefs are reportable since an object is linked to some attribute in a general sense by one’s belief (Mitchell and Walinga, 2017). For instance, the belief that ‘Effective planning enhances efficiencies’ links the object ‘effective planning’ to the attribute ‘increases efficiency’.
	Individual values are concealed guides for evaluating other more observable objects from a generalised perspective where the individual value reflects similarly towards every such object.
	Human attitudes are also latent as values and associated with specific objects and not in a generalised manner as values and hence individual attitude changes with the change of context or object.



[bookmark: _Toc38933761]Table 1: Difference between individual belief, values and attitudes
Source: (Author)
Although beliefs, values and attitudes of an individual are highly connected and remain in harmony, there are certain distinctions among them in terms of their position in the behavioural system and nature (Tripathy, 2018). For instance, individual beliefs remain in the core of the behavioural system of an individual which determines what that individual thinks about the existence of an object and all the perception that the individual has about that object. Therefore, beliefs are highly generalised whilst the values of an individual are formed within the beliefs of the individual and it is worth noting that no individual can perceive a value out of his beliefs. Hence the values of an individual are made out of his beliefs regarding certain things which the individual follows as guiding principles to identify what is good and what is bad or what is right and what is wrong. Therefore, the values perceived by an individual is also generalised as the values are reflected in the same manner towards a common object. On the other hand, the attitude of an individual is pointed to specific or any particular objects and therefore, it does not apply as general as beliefs or values (Nair and Stamler, 2013).  It is worth noting that the individual attitudes are formed by the contribution of beliefs and values of that individual.
[bookmark: _Toc39069462]
3. The impact of beliefs, attitudes and value systems in the workplace
In an organisational setting, an individual employee, with regard to his certain role within the organisation, has to interact with different other individuals, actions and activities both undergone by him or any other person (Mitchell and Walinga, 2017). In this regard, the behaviour or attitude of the employees towards another object, person or actions are determined by the beliefs and values that the individual perceived regarding that person or object. Since every employee has different belief and value which makes their behavioural aspects unique from one another and therefore, the perception of the individuals regarding any operations, activities or decisions of the organisation will be different in respect to their beliefs and values. For instance, an employee will not have a positive attitude towards employee training and development unless he believes that training and development programs improve employee knowledge and skills and therefore contributes in improving organisational productivity and have a perceived value that providing training and development program is the right thing to do in terms of developing employee skills and knowledge (Nair and Stamler, 2013). As per (Wright et al., 2018) every actions and decision undertaken by an individual is influenced by his behaviour which is formed by his beliefs and attitudes on which how an individual respond to certain things depends.


In the role of HR trainee officer, an employee is responsible for assisting the HR manager in different HR functions (Kuhn, 2016). In the regard, the particular employee deals with different HR functions including designing employee recruitment and selection programs, motivating employees, resolving problems of the employees, establishing effective communication with the employees, dealing with the employment contracts with the employees and so on (Peaks, 2018). With regard to performing such organisational role, the HR assistant’s behaviours or other aspects of his behaviours such as beliefs, values and attitudes have potential impacts on his operations and activities (Tracy and Kemp, 2010). Since the employee has to assist in different managerial functions of HR managers which includes planning activities, decision-making activities and activities associated with processing information within the organisation (Rear, 2020). With regard to performing the organisational responsibilities, the preference of the employee regarding making plans and decisions relies highly on the individual behaviour of the employee (Tripathy, 2018). For instance, an employee who has a strong belief that organisational success relies on effective decision making by the higher authority will prefer a democratic organisational culture where decisions are made by the top management rather than active participation of the employees in the decision-making process (Tracy and Kemp, 2010). In this regard, Chatfield (2017) has provided that “Since each perception or opinion that an individual has or each action or decision made by an individual is influenced by his behavioural aspects, the effectiveness of the performance of an individual employee within an organisation relies on the level of critical thinking of the employee where the behavioural aspects have a huge impact (Kuhn, 2016). For instance, if an individual employee has a positive attitude towards the best practices which can enable the individual to attain specific goals perceived by the organisation, only then the individual employee will consider undertaking those actions or decisions.
Again, another major factor which has a significant role in organisational effectiveness is employee relationship which influences different success factors of an organisation including effective communication, reduced employee turnover and increased employee retention and so on (Peaks, 2018). In terms of an employee relationship, the individual behaviour of employees plays a significant role where the relations between employees and employer or among the employee highly relies on the individual behavioural aspects of both the parties (Tripathy, 2018). Therefore, it can be said that each action and decisions made by the employees in different organisational level have certain impacts of individual behaviour of the employee which is formed by their beliefs, values and attitudes.
[bookmark: _Toc39069463]4. Management Theory Relevant to the Organisational Role
[bookmark: _Toc39069464]4.1 McGregor’s XY Theory of Motivation
Since the inception of modern management, there has been several theories and concepts developed by scholars and researchers (Nor et al., 2013). Among these theories or models associated with management, McGregor’s XY Theory of Motivation is one of the most significant theories to management which after a long time of its inception has high significance to the managers (Gannon and Boguszak, 2013). In accordance with Greenberg (2010) In this book, ‘The Human Side of Enterprise’ Douglas McGregor pointed out that there exist two different approaches to management which an individual may perceive while managing people in an organisation and these approaches are regarded as theory ‘X’ and Theory ‘Y’ in his study. The X theory is centralised to the management of an organisation where the leaders and managers of the organisation follows an authoritarian leadership style and posses a tight control on the employees. Therefore, researchers have found that due to the repressive style there is no development in the organisational employees which results in limited production and a depressed organisational culture. On the other hand, the Y theory of the model denotes to a decentralised power system in the organisation where the leaders and managers undertake a democratic or participative leadership style which is considered liberating and developmental (Nor et al., 2013). The Y theory focuses on impowering the employees and giving them responsibilities which further leads the organisation to increased organisational achievemen and continuous improvement.

In accordance with Nor et al. (2013) in the theory XY, McGregor reflected six major ideas among which the first one is that people make certain assumptions about the behaviour of others within an organisation regardless of the awareness of the individual doing so. The second assumption of McGregor is based on different assumptions of managers where he pointed out that human being may have two sets of assumptions and they are an optimistic view or assumption regarded as theory Y in the study of McGregor and a pessimistic view which is regarded as theory X (Gannon and Boguszak, 2013). In his third assumption, McGregor pointed out three distinct dimensions associated with the assumptions where he outlined that (a) people are inherently lazy or hardworking; (b) people have individual has either a limited or extensive capacity to contribute in the organisation; and (c) people are either untrustworthy and irresponsible or responsible and trustworthy (Armson and Whiteley, 2010). In these dimensions, the positive assumptions about human being signify that the manager follows theory Y and the negative assumption about people denotes that the organisational manager follows theory X. The fourth assumption of McGregor provided that the differences of assumptions among the managers result in correspondent differences in the behaviours of the managers towards the employees (Wright et al., 2018). While outlining the impact of this theory on the workforce, Morse and Lorsch (2020) have outlined that all the decision making and behavioural approach of the managers towards his employees rely on the basic assumption that the manager perceives about his employees and hence influences the managerial activities including his leadership style, motivation and so on and this was pointed out in the fifth assumption of the theory XY. Lastly, the sixth assumption of the theory upholds that “Since the managers are usually unconscious regarding the self-fulfilling nature of their assumptions, there is often a misperception of cause and effect” (Prottas et al., 2016). A manager who believes as per theory X and thinks that the employees are lazy, irresponsible and untrustworthy will think that motivating employees and fulfilling their needs will not improve their performance and hence will be unable to engage the employees more to the operation of the company and has an increased level of employee performance whilst a manager following theory Y will think otherwise and hence will receive the above positive outcomes. In accordance with Armson and Whiteley (2010) organisational leaders and managers should be following the Y theory of management in order to engage the employees in the operation of the company with equal participation. Such practice increases the responsibility of the employees and make them concentrate on improving their personal and professional skills and knowledge to achieve more by their operation. On the other hand, some researchers have outlined that organisations should undertake a contingent approach towards motivating the employees where the decisions regarding motivating or directing employee will be taken based on the situation (Gannon and Boguszak, 2013). Therefore, the managers and leaders of the organisation will be required to follow both x-theory and y-theory of management based on the existing situation of the company. For instance, at the time of crisis, the managers may be strict with the employees in order to deal with the organisational crisis.
[bookmark: _Toc39069465]4.2 Working under an X-theory employer
Under the XY theory of motivation, Douglas McGregor has identified the managers or employers who perceive a negative perception about the employee to be the X-theory employer or manager and in accordance with Prottas et al. (2016) working under such employer or manager is very difficult and complex. But there are certain behaviours of an X-theory manager which can further highlight the expectations of such managers and how an employee can satisfy such managers and convert his assumption about him into positive assumptions.
The x-theory managers in Zara are highly goal-oriented and they only focus on the achievement or outcome rather considering the effort or performance which the employee has conveyed on an operation. Therefore, one is required to concentrate on the results or the operation while dealing with him even when they are having a conversation. Hence, the employees of Zara is also required to deliver the commitment and promises which he has made to the managers of the organisations regarding the operations assigned to him. Since the x-theory managers are usually authoritarian, they believe that average employees do not like to work and hence they must be threatened or punished in order to get the job done (Wesson et al., 2016). Therefore, while working under an x-theory manager, the employees of Zara will encounter more punishments on failing to accomplish tasks than rewards on accomplishing certain tasks. This is how the assumptions or belief of the x-theory managers affects their behaviour towards the employees.
[bookmark: _Toc39069466]4.3 Working for a Y-theory employer
In accordance with Prottas et al. (2016), “Working under a y-theory manager is highly convenient and fruitful for an employee since such managers are highly optimistic and employees get a lot of opportunities from such managers in terms of developing their employment knowledge and skills and have better career opportunity as well. As outlined by Douglas McGregor that the y-theory managers are more optimistic than that of the y-theory managers and they assume that the employees are rather hardworking and committed and hence the performance level of the employees can be increased by motivating the employees and providing them with appropriate rewards and compensation (Nor et al., 2013). Again, the y-theory managers of Zara follow the participative leadership style and therefore considers the opinion of the employees as well. So, the responsibility in Zara regarding operating the functions of the company or making decisions is more decentralised which engages the employees more to the organisation and its objectives. In this regard, Morse and Lorsch (2020) have outlined that the managers following the y-theory can accomplish more by their employees by motivating them. Since the employees of Zara under a y-theory manager receive more opportunities to develop their skills and knowledge and also have better career opportunities by applying their intrinsic capabilities in the operation, the employee retention in the company is high and the employee turnover cost is very low which facilitates the organisation to reduce its overhead costs and hence it increases the organisational productivity and profitability as well.
[bookmark: _Toc39069467]4.4. Impact of McGregor’s XY theory in the workplace
In Zara, there are different types of employees working in different organisational roles who have different behavioural aspects based on their individual belief, values, attitude and other attributes (Armson and Whiteley, 2010). The employees of Zara have to accomplish different operations of the company in terms of attaining the set outcome. In accordance with Tracy and Kemp (2010), every action and decision made by the managers who accomplishes the decision-making tasks which are to be followed by the employees and these decisions or perceived actions of the managers are further influenced by their assumptions. In Zara, the HR manager under whom I was appointed, was highly positive towards the employees and developing their skills and knowledge in order to improve their performance on different organisational operations. In this regard, we the HR managerial team design several training and development programs including different types of training sessions, organisational workplace, encouraging research activities and so on for the development of employee skills. Under the XY theory of McGregor, such behaviour of the HR management team in Zara is considered as y-theory leadership or management. Such practices undertaken by HR of Zara lead the employees to a developed set of skills and organisational knowledge which further enabled them to improve the outcome of their operation in the company with better performance. Apart from this, the management of Zara also provides rewards and compensation based on the performance level and achievements made by individual employees which are provided in the form of bonus, promotions etc. Apart from this, Armson and Whiteley (2010) outlined that the y-theory managers support the democratic leadership style and hence consider reviewing the opinion of the employees prior to making decisions or active participation of the employees in the decision-making process. In Zara, while making decisions the opinion of the employees are considered by the managerial body. Such practice motivates the employees of Zara by triggering their perception as they think themselves as a part of the organisation as their opinion are valued in the organisation. Therefore, the employees of Zara get more engaged in the operation of the organisation as people feel more responsible towards which he has planned or decided to do. Moreover, participative ad democratic leadership styles by decentralising the power and engaging the employees of Zara in the decision-making process make the employees of the company more responsible towards the operation of the company which influences the employees to give their best in the organisational operation and achieve the maximum outcome. On the other hand, there are some employees in Zara who perceive the x-theory assumption follows the autocratic leadership style where the employees consider that the employees of the company should not be participating in the decision-making process of the company. Therefore, they do not have a positive attitude towards such a participative policy of the company. This further demotivates those employees of Zara and decreases their engagement towards the operation of the company. In such practice, the opinion of the employees is not considered and hence the employees feel less engaged with the organisation which further reduces the performance level of the employees (Gannon and Boguszak, 2013). Moreover, a huge difference in the opinion and attitude towards other employees have been observed on the employee following x-theory of management and y-theory of management.
[bookmark: _Toc39069468]4.5 How someone with different beliefs, attitudes and values might interpret the theory differently.
It has been mentioned earlier that the behaviour of an employee is formed by different key behavioural aspects including the belief, value and attitude of the employees and the behaviour of the employees are reflected in their actions in the workplace. Based on the assumptions of employees of Zara, the opinion regarding any action or decision will be different which is also upheld in the XY theory of Douglas McGregor (Davis et al., 2008). For instance, a pessimistic such the HR manager of Zara following the x-theory, on the failure of an employee to achieve a certain task will punish the employee whilst an optimistic manager who follows the y-theory of motivation will consider such failure as lack of skills of the employee and therefore encourage the employees of the company to develop their skills to improve their future performance. Again, the employee of Zara who has a belief that skill and knowledge development of an employee will lead to better organisational performance will arrange appropriate training and development programs for the employee as per their development need. On the other hand, an employee of Zara who doesn’t have positive attitude based on his belief towards training and development program will look for more skilled employees which will further increase the employee turnover (Gannon and Boguszak, 2013). Above all, someone with the belief that employees will not work unless they are made to do so will prefer theory-x over theory-y and people who believe that employee with high motivation can perform better will prefer the y-theory over the x-theory (Greenberg, 2010). The difference that one’s belief, values and attitude can make in McGregor’s XY theory is that based on their assumptions regarding the employee they will choose or act according to either theory-x or theory-y.


[bookmark: _Toc39069469]5. Conclusion
Based on the above discussion it can be concluded that the beliefs, values and attitude of an individual affect the behaviour and capacity of the individual which is further reflected by the actions and decisions of that person. What an individual thinks about an action or decision within the organisation relies on his behavioural attributes and inherent assumptions. Due to the differences of behaviours of the employees, there is disagreement among the managers or employees regarding any action or decision as they support what they perceive which is determined by different behavioural attributes such as belief, values and attitudes. Therefore, managers are highly required to understand the behavioural aspects of a different individual in order to ensure managing employees effectively.
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