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The following report has been prepared to critically analyse the impact of beliefs, attitudes and values on workplace behaviour.  Belief is an internal feeling that is believed to be true and comes from culture, experiences, background or education.  However, values are the guiding principles of life that contribute to the all-round development of an individual; our values are often reflected in the way we live our lives and having strong values in an organisation can have a positive impact to the workplace culture.  Some important values for a great workplace culture include learning and growth.  Attitude is the way a person expresses or applies their beliefs and values and is expressed through words and behaviour.  This argument will be presented with examples of personal experiences in the workplace drawn from the company - Barclays Bank PLC using Toulmins model (Toulmin, 2019).  The report starts by addressing the relationships between beliefs, values and attitudes and it then continues with management theories which have been generally addressed on all three factors to support the context.  The relation between these factors are essential in every organisation in order to maintain efficiency of a business enterprise, (Rahman & Kodikal, 2017).  Similarly, Long (1979) explored how employee ownership was related to job attitudes, job behaviour, and organisational performance.  Together, the research indicates how the broadness and stability of beliefs and values affect an organisation and what the personal beliefs and values play in shaping the behaviour of individuals in a work setting.
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The uses of Toulmin method in an argument is that solid evidence and reasoning is provided behind an argument (Toulmin, 2019).  The Toulmin framework has been created by a British philosopher Stephen Toulmin (The Toulmin Model of Argument, 2006) and the image below shows the six different steps in order to fully analyse and support all areas of an argument.  

The elements which are included in the Toulmin Method (published in his 1958 book, The Uses of Argument) are as follows:


[image: /var/folders/hc/rynvxn9d3bs3s2045z4vr4b80000gn/T/com.microsoft.Word/WebArchiveCopyPasteTempFiles/toulmin_method_icon_2-768x768.jpg]
Image: Toulmin, et al. (1979).

By using this detailed analysis an argument is broken up in to various parts which helps one look in to the strengths and weaknesses of a particular argument to identify the claim.  
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Both values and attitudes are the beliefs (views) of a person (George, A 2018).  Attitudes have a powerful influence over behaviour.  The diagram below illustrates the personal belief that comes from experiences and culture which then influences on us the result in our behaviour (Maiti, 2017)


 [image: ]
Image: Maiti, S (2017) 

The description first outlines the sources of our beliefs. It then shows the relationship between the beliefs and values to our attitudes and our resulting behaviour.  Attitudes and beliefs work together, if you have a positive attitude towards something or someone you are more likely to believe good things about it and vice versa.  


[bookmark: _Toc15641789]What is Belief
Belief are powerful feelings that people accept to be true.  It is the power of belief which causes things to happen in our lives.  Hume’s philosophy tells us that belief is a feeling or sentiment and is the key concept of an idea that has a great influence on the mind (Gorman, 1993).  Similarly, according to Immigration adviser’s authority (2019) belief can come from different sources, one of which includes a person’s own experiences as well as what other people say (e.g. mentoring and education).  
[bookmark: _Toc15641790]The Impact of Belief on Workplace Behaviour 
In today’s business industry, there are a variety of employees with a multi-cultural and religious background.  Religion and faith are often central aspects of an individual’s self-concept and they expect to be allowed time off work to accommodate their religious needs.  Barclays Bank Operations have expanded in to new markets since they were first launched in 1896 - over 122 years ago (Barclays history, 2019) which operates in 50 countries across Europe, Asia, Africa, the Middle East and America.  Barclays embrace a multicultural workforce however from experience; requesting time off work for occasions such as Eid and Ramadan (religious festivals) was tough; as there were many people trying to book holidays at the same time. Statistics show over 49,000 people work for Barclays group in the UK as of 2018. (Statista, 2019).  According to Fisher (2010) employees strongly desire to remain part of an organization if their membership and commitment is valued by the organisation.  Work related happiness largely creates positive beliefs and pleasure about affective commitment and the experience of effective emotions while working.  Therefore, employers should consider accommodating these requests (leave of absence for religion or belief reasons) by clearly assessing the effect on other employees and the operation of the business.  In order to reach a balanced and reasonable conclusion an employer may consider the disadvantage to the affected employee if the request is refused.  According to Dai et al, (2007) in Chin-Wen et al, (2012), only with the dedication of employees can a company survive and thrive.
Similarly, according to Casemine (2011); an employee who worked at a restaurant had been unfairly dismissed and discriminated against her religious belief as well as race and gender.  She claimed that there were other workers who could cover the shift while she did her religious obligations on a Sunday, but she was told by her employers to accept or to reduce her working hours.  In certain circumstances employers should allow workers to opt out of part of their jobs to accommodate religion or belief objections. This may be where other employees can cover for the person making the request, so it does not affect the effectiveness of the organisation or the provision of the service to the public. 
The Equality Act 2010 states that it is against the law to discriminate someone because of their religion or belief (Legislation.gov.uk, 2019).  Whilst the freedom of religion and belief is well established as a fundamental right within Europe, yet they are still avoided in some workplace organizations.  However, most employers accept the manifestation of belief which covers appearance, such as having a beard, and clothing such as wearing turbans, head scarves and modest dress, as well as jewellery; wearing a cross, crucifix, kara (a Sikh steel bracelet) (Equality and human rights commission, 2013).  
Business Banking (2019) states that some countries embrace a hierarchical style of operating a business rather than believing in the egalitarian approach and the individual mindset in business.  This is particularly due to cultural differences which has a major influence on how the business operates.  Similarly, according to the classical management theory Henri Fayol (1841-1925) was the first person to give a definition of management to instruct, to co-ordinate, to categorise, and to control'. Which is generally familiar with today’s management 'forecast and plan’ (Enock 2006 & Beynon 2017).  

Managers of the 20th century have learned how to interact with their employees in a productive way by using Henri Fayols principles which have had a significant influence on modern management theory.  Although in some organisations where the principles are not widely used, they can still offer guidance for managers (Eyre, 2010).  In supporting this, Taylors motivation theory (2019) states that his (1856 – 1915) scientific management view of a business was to identify the most efficient way to do a job; one of which was to monitor a process and secondly to cooperate with employees so that they are exactly following the most efficient way to do their job.  He also believed in the hierarchy, where he separated the managers from workers and the reason why he wanted to do this was that he wanted the managers to design the work process and enforced how the work was performed.  As a result, the employers were the thinkers and the employees would just follow directions.

The following diagram summarizes Taylor’s Scientific Management process:



TAYLOR’S SCIENTIFIC MANAGEMENT 
[image: ]
Image: Taylors motivation theory (2019)
According to Taylors motivation theory (2019) while employees worked Taylor watched and timed everything, every job was broken up in to tasks; each task timed with an eye to efficiency.  Taylor determined the coal shovel was the most efficient lifting and he designed the perfect most efficient shovel and scheduled how many lifts each worker should do every minute each hour.  He deprived workers of control over the workplace over their tools and over the use of their bodies.  Taylor thought merely that more productivity will lead to happier workers who were better paid. (Taylor, 1910)
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Value is defined as a usefulness or worth of something/someone which have major influence on a person's behaviour and attitude.  Similarly, value plays a vital role to create a strong bonding and guiding organisations (Rokeach, 2008; Bourne & Jenkins, 2013; Suddaby, Elsbach, Greenwood, Meyer, & Zilber, 2010).  The biggest driver in the workplaces are Values which can either enhance a performance and build in greater team work or it can decrease the cost of enforcement.   

[bookmark: _Toc15641792]The impact of Value within the workplace behaviour 

From previous experience at Barclays; there were many opportunities to grow while working with a diverse group of people.  The company are very supportive towards career development as well as a rewarding and educational place to begin a career (Barclays Development, 2019).  Having strong values in an organisation can impact the workplace culture.  Learning and growth are some important values for a great workplace culture.  The organisation (Barclays) provides training across different departments and there are many opportunities to learn through development programmes which are delivered by professional mentors.  In supporting this context, Max Webers (1864-1920) bureaucratic theory on management principles states that employees of a bureaucratic organisation are selected on the basis of their expertise which allows them to specialise themselves further, so that they may become experts in their roles and significantly improve their performance.  This helps the right people to be in the right roles (Mulder, P, 2017).  

Barclays sees HR strategy as a means of helping boost profitability to the organisation by maximising employee engagement in the business (Professional Pensions, 2019).  One of the core values of Barclays is customer focus (Barclays Purpose and Values, 2019) where employees are provided with a competitive salary, generous pension/retirement contributions, annual bonus, medical care and paid sick leave.  As part of the benefits package a good annual leave entitlement of 25 days is available with the ability to carry 5 days forward to the following year.  Employees can also take advantage of a wide choice of voluntary benefits, with discounts at major stores as well as many other benefits (Barclays Rewards, 2019).  Given that, values have a great impact on individuals at all levels of life and at the workplace.   Plato, who was a student of philosopher Socrates described that;
[bookmark: OLE_LINK1][bookmark: OLE_LINK2]“The ideal society would be where everyone lived without the fear of material possession or violence but lived harmoniously: (Araiza, 2013).  
Similarly, in supporting this theory a second interpretation suggested by the views of Takala (1998) who stated;
Plato was the first thinker to arrange the life in an ideal state, where he presented a systematic political and administrative model. The purpose of this kind of state is to educate people to become "good".  Thus, the State has mainly a moral function in people’s life. According to Plato, the State is like a human body where parts complement each other and act in harmony. Stating this, Plato represents himself as an early pre-modern functionalist, interpreted in the terms of organisational theory”.
From this theory it is understood that the behaviour of an individual who takes personal responsibility (ownership of work) and interacts with each other (a group of people) to perform the activities intended towards the accomplishment of a common goal, will bring moral values to the company.  An organisation creates its image and its branding through its employees; for example, trust is a value that Barclays showcase to their consumers of their products and services.  However, if the employee does not showcase trust as a value that they value highly then there will be a gap in the message that they are sending across to customers.  Barclays creates teams which embraces these values which leads the organisation towards success; as a result, a person will lead a more fulfilling life and career.  According to Zeeman (2017) Senge’s learning organisation (diagram below) describes how success is managed and the development of an organization.

FIVE DISCIPLINES BY PETER SENGE
[image: ]
Image: Senge (2014) retrieved from Zeeman (2017) 

Rather than a set of management practices Senge offers a way to view, understand and manage the influences and interactions in organisations.  It addresses the question how today’s organizations can experience continuous growth to perform better than its competitors.  Every action and consequence are correlated with another. Instead of visualizing a traditional hierarchy, today’s companies can survive when it succeeds in creating a learning organization. An organization where people continually expand their capacity to create the results they truly desire; where new and expansive patterns of thinking are nurtured, where collective aspiration is set free and where people are continually learning how to learn together.  This makes his message widely applicable and still very relevant.  The fifth discipline describes how organisations that are competitive, are those that know how to learn, and a learning organisation understands how everything is interconnected: people, the ideas, the context, history and goals.  A change in one area will cause ripples of change and reaction elsewhere. 
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Attitude is a way people express themselves through, words and actions.  An individual represents his/her like or dislike for any behaviour through their attitude (Mowday, Porter, & Steers 1982 in Ahmad et al, 2010).  One of the key factors of an employee’s job performance is their approach towards work in order to compete with the global market.  The working environment consists of different aspects of behaviour and is a way a person expresses their values and beliefs.
[bookmark: _Toc15641794]The impact of Attitudes within the workplace behaviour

Knowing how to communicate affectively has become a critical aspect of success in the business world.  What an individual says or how it’s been said can make or break an image in the workplace.  From past experience at Barclays, the management created an environment where it felt comfortable expressing personal views, which established good working relationships.  Team meetings were scheduled each morning to give the team a clear view of what to expect throughout the day and delegate tasks to each participant.  This also put pressure on the employees to handle each activity within an agreed time scale.  During these short meetings the managers also provided important information, feedback and decisions.  The employees were able to work alongside the manager in a constructive manner, and the best way to achieve this objective was to communicate effectively.  In addition to providing weekly status reports on projects, the managers would have quarterly meetings to discuss broader issues such as opportunities for improvement and growth.  The employees tailored their communication style with that of their manager therefore they met their respective goals.  

However, In the past, companies and organizations saw their workplace from a functional perspective where they would look to see how effective the service is working for them or how they can grow by bringing in new employees.  Companies rarely considered how the employees’ engagement and performance in the working environment effected an organization (Interserve, 2019).  Likewise, the well-known and motivational theorist; Taylor’s (1856-1917) focus was to master how manufacturing can be organised in the most efficient and productive manner.  His obsession was on management of manufacturing operations to maximise efficiency and lower the unit cost of production.  Taylors scientific management was about understanding how things were done well and the designing management processes around the best ways of doing things to produce the right quality at the lowest unit cost.  He used the approach using measurement, monitoring the workers and controlling them (Maarten, 2014; Baumgart & Neuhauser 2009).  

However, time has changed and so has the workplace.

Given that, in (1907) Frank and Lillian Gilbreth became disciples of the Taylor system and played an ambivalent role in relation to Taylorism who adopted, promoted and expanded on Taylor’s work.  They would break the tasks into discrete elements and movements, as well as record the time it took to complete one element.  While Taylor and the Gilbreth’s were frequent collaborators, they were also competitors, and had disagreements over issues ranging from methodology to billing practices.  While Taylor’s work tended to focus on the time elements of efficiency, Frank and Lillian Gilbreth are best known for their pioneering work in the field of motion study.  The work of Frank and Lillian Gilbreth has been influential across multiple industries, the methodology for analysing motion to improve efficiency has been applied at military units’ hospitals and commercial offices.  The Gilbreths methods of increasing efficiency will continue to have influence in all of our organisations for many years to come.  They incorporated new ideas to improve worker satisfaction that would further improve the overall job performance and worker efficiency. (Baumgart & Neuhauser, 2009)

As a result, organizations should value their experienced personnel and devise effective retention policy by giving competitive salary, experienced base pay and experienced based promotion which will increase the overall performance of the organization as well as the individual.  When negative attitudes infiltrate the workplace, employees become disengaged and less productive which means less productivity for the business.  Similarly, according to Boyatzis and Skelly (1991) in Chin-Wen, et al, (2012) the willingness of individuals to work diligently can be affected as work values have an influence on hiring and retention rates.  The values held by employees of an organization determine the development of an organization and bring a positive successful change, which according to Simmerly (1987) is the most powerful internal force affecting any organization.
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To conclude, the research identifies that all of the three elements (beliefs, value and attitude) are different, yet they are closely related and have an influence on each other.  Since all the three factors are linked; and when a situation arises of an individual where they are unable to get what they want in belief; then their attitude will be negative and the value of the work they produce in the workplace will have reduced quality, thus poor customer engagement will be established (Maiti, 2017).  The research found that, in order to prepare individuals to meet the organisations objectives, employers must regularly discuss career development opportunities and provide a career coaching programme which can lead to better productivity.  
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