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Introduction
The aim of this report is to critically evaluate how individual’s beliefs, attitude and values impact workplace behaviour. 
The report has been split into 5 sections:
Section 1 – Critical evaluation of my own principles and values, and how they influence my professional behaviour
Section 2 – A thorough study of the effect of core values and corporate principles on employee behaviour at Barclays Bank PLC 
Section 3 – Examination of Max Weber’s management theory
Section 4- Using specific critical thinking methods, determine the management theory's current importance and limitations
Section 5- Using an appropriate critical thinking model, create a case for / against the notion that resident businesses are influenced by a nation's economic climate.










Critical examination of my own beliefs and values and how they influence my professional character

Critical Thinking:

Scriven & Paul (2007) states critical thinking aptitudes usually involves trying to think as impartially as possible about a situation. It involves putting aside your own desires and inclinations, attempting to recognise the applicable realities and being fair. Critical thinking ties in with who you are, what you have experienced and what you feel (Brookfield (1987). The theory behind critical thinking is to understand yourself better and practise strategies that help you with understanding different circumstances from various angles, what’s around you as efficiently and carefully as possible. Thus, critical thinking can be applied to every aspect of life. In this report, I apply critical thinking approaches to understand how beliefs, values and attitudes shape individuals and workplace behaviours.

Understanding beliefs, values and attitudes, including how they intersect and influence actions is an important part of ongoing personal growth. A belief is an inner perception that something is true even though that belief may not be true or irrational, for example; I believe that walking under a ladder brings bad luck, or I believe that there is life after death (Anderson & De Silva, 2009). A value, on the other hand is a measure of the importance or significance that an individual attach to something; our values are often expressed in the way we live our lives, for example: I worth freedom of speech or my family morality (Anderson & De Silva, 2009). From the above definitions, it can be seen that beliefs and values are linked - beliefs shape the individual values. Going further, (beliefs and values) shape the individual’s attitudes, i.e., the manner in which a person communicates or applies his beliefs and values is then conveyed by words and actions e.g.: I get really angry when I hear about animal cruelty (Olson and Zanna, 1993).

My personal beliefs reflect who I am, it drives my decisions and activities in my life and helps shape attitudes to various issues through self-awareness.  Some are important to me because they reflect who I am. Kelman, 2017 expresses attitudes change in context from time to time depending on one’s needs, and this has been the case for me. In this regard, I appreciate determination during my day-to-day professional activities; I respect dedication as I see it as a clear predictor of self -discipline, endurance and perseverance. I admire people who are engaged and tend to do things outside of their comfort zone. For me, this thought process works as I overcome challenges to fulfil my obligations. When I’m engaged, I find decisions and choices are clearer and know what needs to be done to achieve my goal. I always believe in honesty and integrity as it relates to being truthful firstly to myself and also others, and my professional character is founded on ensuring that I treat others with dignity and fairness without prejudice. Similarly (Murphy,1993) believes honesty helps one to consider what is around and observe things with clarity. 

How values affect me: 

Life can be made much simpler and much easier if one is aware of its significance (Finegan, 1994). This is a simple philosophy that I apply in my life for myself. In particular, I aim to ensure that my actions and decisions are in line with my principles, so that I can develop as a person.

In addition, a clear understanding of my own values will motivate me to see if I’m on the right track or not, it’ll help me control my own values, goals it’ll also help me choose which career I should be searching for. Furthermore, my belief and value system play a significant role in helping me build relationships in the workplace with all stakeholders. By not defining what my values are, it can have a negative impact on how I succeed as a person or at work, so therefore I should try to understand what I want in life so I can be in a position to strive to peruse my career and future objectives, aspire more precisely to achieve future goals to become successful. I believe it is important to work in an organisation with colleagues with the same mission and shared principles to maximise flexibility and encourage cooperation and teamwork. Sharing common principles and ideals ensures that everyone inside the organisation is going in the same direction to achieve the company's target which should boost efficiency and results.
Clear study of the effect of fundamental principles and corporate traditions on employee behaviour at Barclays Bank PLC
Organisational principles are a guide to how the organization will work and are usually outlined in the business plan of the company (Henderson and Thompson, 2003). Furthermore, associations should try to build up their team’s self-confidence rather than just concentrating on certain individuals or individuals in authority. This way, everyone within the organisation would feel valued and motivated rather than neglected.
Effective organisations have certain beliefs and values to help its members achieve their goals as well as the companies. Organisational beliefs and core values are put in place to represent the identity of the organisation and to increase the purpose behinds its presence (Rousseau 1990; Schein 1990; Zammuto and Krakower 1991). 
Similarly, the Barclays Code of Conduct (CoC) outlines the principles which govern their method of working globally. This provides a reference point to cover all issues such as co-workers, clients, governments and regulators and staff, business partners, suppliers, competitors. The goal of Barclays is to define how they think, how they work and how they act, and also to ensure that they collaborate in order to create opportunities to grow, succeed (Home. Barclays, 2020). 
The Barclays Principles and Mission Statement are outlined as follows on the Barclays Website

Respect:

(Burchell 2011) said, “Talented pioneers respect their daily activities and give its importance, they display positive attitudes and behaviours towards customers and hold them at the heart of what they do.

As for Barclays this means that value plays an important role in our company as it stresses the importance of loyalty, recognition and also aims to create a positive working culture. So therefore, staff and managers should act with integrity because if they do so, the company will find the workplace a more positive place to work for which will then lead to improvement in employee satisfaction, customer satisfaction scores.  

Integrity:

According to Locke (1997), Integrity in the work environment exists in various structures, but above all it is due to upstanding character traits and work ethics. Integrity operates on values like trust, reliability, hard-working behaviour, including good judgement, which leads to improved self-esteem and the desire to be successful. Therefore, it is in Barclays best interest in selecting the right candidate for their company. 

Service:

Service is an important corporate strategy, there is no obvious explanation of service, but concepts were discussed around the needs and requirements of customers. For example, Lewis and Booms (1983) agrees that the quality of service is a proportion of how well the level of service delivered meets the requirements of the customer. 

Consequently, Barclays goal is to meet customer expectations by providing a better service than the customer anticipated. Maintaining a high level of customer service and providing the right options for short- and long- term strategies is how Barclays works, as this can boost customer loyalty and satisfaction ratings, leading to long- term success. 

Excellence:

Schneider and Brown (1995; Wright et al, 1997) claimed that service quality has a direct impact on the performance of the company. To be effective, service excellence must be incorporated within an organisation. Customer loyalty, corporate development, and rewards all form part of service quality, and are responsible for the success of a business. 

Barclays can be truly exceptional, beginning with a clear and positive vision, Barclays stand out from the rest alongside clear objectives for achieving it. Ongoing communication and training are critical for those individuals who are willing to accomplish the organisations vision, training will enable individuals to perform well, ensuring that they have the right resources and support which will allow them to surpass our client’s expectations. 

Stewardship:

Block (1993) states stewardship is the system of standard practises capable of implementing 
changes that will be beneficial to the organisation. Stewardship provides ways to create a clear sense of ownership and accountability at all levels. Components generate the commodity we are searching for, which then allows us to get closer to the employees and the competition. 

Although the above shows a clear understanding of what the bank values are, there is evidence to suggest that it does not always fulfil the concepts it has set out for. For instance, the Libor scandal of 2012 is a grim reminder of the need to remain vigilant about financial markets, possible excesses and their negative impact on the wider community. Miller (2007) noted, the scandal involved Barclays banks fraudulent manipulation on the London interbank Offered Rate (Libor), the benchmark rate reflecting the interest rate that leading banks expect they would have to pay if they borrow from other banks on the London interbank market. This clearly suggests that Barclays may not be living up to the specific values defined by them, such as stewardship and integrity. Accordingly, it highlights that management and staff need to do more in terms of creating consistency between organisational values and behaviours.


Examination on Max Webbers Management Theory Bureaucracy
In this section we will take a look in depth at the definition of bureaucratic management theory to get a better understanding of the theory. Max Weber, a German philosopher, believed that the most efficient way of establishing an organisation effectively and efficiently is to apply standardised rules and procedures (Weber, 1980) 
Bureaucratic management theory can be classified as the official method of established hierarchical levels and roles in organisations. Max Weber developed strategic management theory with his bureaucratic management theory that focuses primarily on separating organisations into hierarchies, creating strict lines of authority and control. Weber suggested introducing detailed operating processes would help with the organization's daily activities. Hegel (1952) concluded that bureaucracy is the most effective and reasonable way of organising human activity, and that hierarchical processes and structured hierarchies are crucial for maintaining order and enhancing efficiency, and also eliminating favouritism. In addition, the bureaucratic process of Max Weber consisted of six main principles as per below.
Job specialization is the first feature of bureaucratic management theory. It is where jobs are divided into clear steps, routine activities well specified. The concept of job specialization gives the company some benefit, because it creates productive and repetitive jobs that some individuals feel comfortable with (Armstrong, 1998). Nevertheless, work specialization has some negative impacts on individuals and the organisations as a whole. It prevents workers from using skill and knowledge to identify and take care of issues that are not in their domain. It prevents turnover for the organisation, increases versatile staff and efficiency it also affects overall profitability.
Authority hierarchy is another feature of bureaucracy (Griffin,2002). For example, in the army and police, hierarchy of command is generally a continuous applicable standard where each level is subject to rules and regulations by the above level. Almost any position within the hierarchy operates as such the individuals have no rights to a specific role. Duties are specifically defined within each level, and each level has its own skills field. Robbins (2010) suggests that the authority hierarchy's positive effect is to clarify who is in power, and what needs to be followed. Nonetheless, the negative effect of the hierarchy on employees is that it prohibits individuals from contributing to the organization's decisions, to the organisation as a whole, it allows mistakes to be covered and it takes time to implement a transition.
Recruitment based on abilities and qualification this theory determines that a manager is hired equally on the basis of the expertise and professional capacity to handle the staff and the job. There is no favouritism when it comes to selecting the right candidate for the job. This enhances organisational functional competence and increases operational efficiency (George and Jones, 2011). 
The hallmark of bureaucracy is a structured, written record (Teal,2011). According to Armstrong (1998) he suggests that formal written documents are used to capture all laws, legislation, processes, and actions that the company and its members have made to ensure transparency and continuity. A strong example of standardised documents is a manual policy and procedure. The benefit of structured documents is that they have an organisational history that is not based on individual knowledge; however, the downside is that record keeping activity impede flexibility, adaptability and irresponsibility. This can therefore be said that bureaucracy is still important in modern-day organisations, even though it has some negative effects.
Money (1988) indicates that among the features of bureaucracy are rules and procedures too. This theory applies to most, if not all, modern organisations because, without rules and procedures, an organisation cannot function properly because they are not going to be structured. Robbins etal (2010) notes that rules and regulations are governed by a set of standard operating procedures which promote consistency in both organisational and management practises.
[bookmark: _GoBack]The final aspect of the theory of bureaucratic administration is impersonality. The final element of the theory of bureaucratic administration is impersonality. Hellriegel etal, (1988) mines managers have an impersonal relationship with employees in order to encourage fair and equal treatment of all employees in order to make impartial decisions.
Though Weber was largely positive about bureaucracy, many scholars criticised various aspects of this type of organisation. Some of the significant critiques of bureaucracy will now be addressed in order to understand why the word ' bureaucracy ' has come to gain a negative connotation in society today.
According to Merton (1976) the ability to encourage target displacement was a fundamental bureaucracy failure. A desire to encourage ' target diversion ' was a fundamental failure of bureaucracy. Excessive compliance to rules and regulations led to laws becoming ends of themselves, and sometimes discouraged companies from achieving their real goals. In additional, organisational leaders in bureaucracies also attempted. Burns and Stalker (1961) shed a different light on the limitations of Weber’s theory. These authors found that companies with high bureaucracy were resistant to change. A pervasive culture of dominance, power, efficacy and predictability meant that members of the organisation preferred self-continuity and felt threatened with change. Therefore, these companies were bad at innovating or embracing new ideas. In other words, the main argument here is that bureaucracy as argued by Weber, does not necessarily leads to best management and outcomes for the business firm. Authors such as Blau (1956) has highlighted the power implications in relation to bureaucracy, arguing that people who knew how to play by the rules in the hierarchical structure slowly became more powerful. While authority appeared to move from those individuals who didn’t necessarily know how to play by the rules, to those who did. For instance, the Libor scandal that took place in 2012 at Barclays Bank where people high up in the hierarchy took advantage of their authority to fraudulently amend the Libor rates. Therefore, costing the bank millions in fine and in addition costing the Bank bad press and reputation and loss of customers globally. 
Apart from these major, general criticisms of bureaucracy, a significant number of studies have also found that bureaucracy works well in certain contexts (Mashaw,1983) and the bureaucracy theory has been used in a variety of circumstances to examine and understand management and structure (Eisenstadt,1968).  This was used, for example to describe the deterioration of the ancient Roman army (Gent, 1984) and also to assess the production of British pottery during the Industrial Revolution. This is justified by (Redding,1990) as he claims the bureaucratic theory still applies in today's institutions which can be found in organisations such as Barclays, National Foods, Police Services and Olivine.
Using an appropriate critical thinking model, develop an argument for/ against the notion that the economic environment of a nation affects resident businesses.
In this section, I use systems thinking to argue for and against the notion that the economic environment of a nation affects resident businesses. According to systems thinking all connected systems impact one another and business will be affected from any point of view. The business can be seen as a system within a broader economic system, systems thinking gives us the true response of how business is affected. 
Firstly, the claim is true that the economic environment of a nation affects resident business. Coronavirus infection, for instance, has affected the country as a whole. The globalisation has left companies worldwide with costs to count. The economic effect is so far, for some it has a positive impact, but for others it has a negative impact. For example, revenue and profits for supermarkets would have gone up due to fear, bulk buying. However, the travel industry was severely damaged, however, with airlines slashing flights and travellers cancelling business and holiday trips. In addition, fear of the virus and the government's recommendation to stay at home also has a detrimental effect on hotels and restaurants as they were forced to close (Wuhan, 2020). Therefore, business in any country will be affected by components of its wider environment. However, the notion needs to be looked at critically to understand the effect that the economic environment may affect businesses in the same way in other countries. 
Ghemawat is an international strategy expert who built the CAGE system to provide companies with a way to assess the gap between countries. Distance is generally defined to include not only the physical geographical distance between countries but also the cultural, administrative (currencies, trade agreements) and economic differences between countries. The CAGE context (cultural, political, geographical and economic) offers a wider view of the distance and offers a better way of thinking about the position and the benefits and related risks of global arbitration (Ghemawat,2003).

Furthermore, The Cage framework can also be used to define structural discrepancies through the system. Institutional variations include political and financial-market gaps. The bigger the gap, the more difficult it will be to operate in that region (Khanna,2010). Emerging markets, in particular, may have greater differences since many of the skilled agents that make institutions such as financial markets work lack in some countries. If there is an institutional deficiency in an organisation whereby, they lack professional intermediaries in finance, managerial expertise then an institutional void is applied which refers which refers to absence of key specialists (Krishna,2005).
Therefore, Ghemawat,2001 states various countries economic systems vary in different ways depending on what economic structures are put in place. Geographically, Ghemawat notes countries that are closer to each other tend to share the same or similar ideas, and culturally the closer countries are business likewise in run in simmer ways. Economic factors that have an effect on the economic environment may include aspects such as unemployment, labour supply, salaries, worker preferences, government regulations, inflation, interest rates, tax levels etc. Each of these variables have various consequences for resident companies. It is essential to ensure positive growth that the economic environment is conducive and related positively to the business in which it trades in. 
Similarly, Atkinson and Hamilton, 2003 claims companies typically make major losses and face losses in revenue and earnings through these economic factors and to minimise their expenses, most of them typically resort to reductions in staffing, downsizing, cutting capital expenditures, advertisement budgets, research and development activities, etc. This certainly affects businesses and organisations of all sizes irrespective of the economic environment in which they are situated.
Conclusion:
Belief and value system play an important role in defining employee and employer characteristics. It is important for companies to have workers who share the principles and values of the company in the current business climate. It is important to hire people with principles and values that match with the organisation order to achieve high efficiency. Management theories have proven to promote performance by helping to increase employee engagement in an organisation. While the management theory can have some downfalls, overall the theory is set-up to organise a company irrespective of how big or small it is. 
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