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Workplace behaviour has become one of the key human resource management gaining a lot of attention globally. As companies seek to gain competency and competitive advantage to achieve their strategic goals, the need to maximize their human resources is very critical (Yang, 2017). In the 21st century, globalization has led to Workplace teams compassed of people from different cultural backgrounds. Due to the advancement in technology, people are able to seek job opportunities from different parts of the world.  Many projects are handled by people from different national and cultural backgrounds. This poses more challenges to managing workplace behaviour (Johnson, 2015).   Another concern is that there is a new generation of employees that is rising with a new perception and attitude towards work and employment.  Due to various social-economic changes, young workers have a different approach and attitude to work. These two issues indicate that work environment consists of individuals with different beliefs, attitudes and values. The individual beliefs, values and attitude affect employee’s commitment, engagement and collaboration which are key elements of workplace behaviour. 
Workplace behaviour refers to how employees conduct themselves in the organizational set up with respect to achieving the organizational goals. It includes decision making, response to issues at workplace, interaction with others, performing specific tasks, meeting deadlines, positivity among others. In an ideal organization, employees are expected to behave in a manner that leads to the achievement of the present goals (Jean, 2019).  While they possess the right skills, they must deliver and manifest them in a manner that helps the organizational goals.  The universally accepted Workplace behaviour includes upholding of organizational values, reasonable and professional conduct, communication, treating others with respect and dignity, respecting diversity, following the policies and procedures, collaborating with workgroups, having united vision for the organization and committing to excellence.  Achieving this would empower the company to reach and exceed its expectations (Tim, 2013). However, many companies strive to achieve this ideal Workplace behaviour because group behaviour is influenced by the different values, beliefs and attitudes adopted by individuals within the group. 
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Beliefs refer to things or concepts that people accept to be true with or without proofs.  Beliefs involve unshakeable faith and confidence in something.  Most beliefs are about decisions, choices and consequences, origin and purpose of existence among others.  Attitude refers to a settled way of thinking and feeling about something or someone (Samaya, 2016). It is about what certain people or things are associated with. Values, on the other hand, focus on principles and standards of conduct people attach importance to. The three concepts are interrelated and are embodied in culture. Beliefs, attitude and values are shaped by culture, experience, trends and family. 

Family
Though the family may be analysed in the context of culture which plays a key role in socializing children. During the process of socialization, the family introduces the child to the world and ‘paints the picture’ about different things including family members, education, government, money, work, leisure, food, business among others things.  According to Anadala (2017), at 10 years a child has developed a perception about work by observing his parents and close relatives. They relate their economic conditions with their parents’ employment. For example, children raised by struggling but employed parents are likely to believe that work does not solve financial needs. Those who go through struggles of being jobless believe that having a job is important and is a key to achieving financial goals. Children exposed to more entrepreneurs than employee prefer creating their own ventures rather than being employed. Work conditions and environment make children love or hate work (Berky, 2016).  One of the common attitudes about work is ‘working to live’ and ‘living to work. As the child interacts with the world, they rely on what they have learnt from the family to make decisions and behave. 
Experiences
Experiences affirm or change what people believe in. For example, if one is trained to be honest and is exposed to an environment with high levels of corruption and unfair dealing, they are likely to question honesty as a value they need for success. Coupled with other circumstances they are likely to change or retain the value.  If the employee feels that they do not receive fair pay for their efforts, they are likely to be less committed to excellence (Lampa, 2017). Though they believed in excellence, their perception is changed by what they go through at work and in life.  Experiences in the first job opportunity shape the employee’s future perception about work, colleagues and organizations. Response to experiences in life is also affected by other factors like religious beliefs, attachment to one’s role model as well as skills like objective criticism, flexibility among others. 
Trends
Change of practices and the normal pattern of doing things within a given field or industry leads to new trends that equally reshape what the individuals once thought about work. In the recent past, for example, there have been new trends in regards of employment which have the potential to change how employees view work. One of the key trends is the rise of non-standard work. According to Berky, (2016), work includes temporary, part-time and contract-based job opportunities.  Statistics show that in 2018, about 30% of the US working population were working on nonstandard jobs. There are more freelancers in the market than they were four years ago (Anthony and Beet, 2018). Young employees must then re-evaluate the meaning of job security and how to achieve it when they are working on contract jobs. They must review how work fits as a part the life’s big picture. More individuals are nurturing their skills and competence in specific fields and offering value to different companies rather than seeking permanent employment with these companies. All these and more trends create new pattern and direction of the work environment that in turn, cause employees to think of work and employment in a certain way. 
Culture 
Culture is the key dominant factor that influences people’s beliefs, attitudes and values. Despite the various definition of culture, it is generally agreed that culture refers to the people’s settled way of life. Culture coupled with experience and personal interest is the main concept evaluated in examining human behaviour.  Of the three, culture plays more influence and becomes the basis of response with respect to experience and personal interests. 
•    Levels of culture
Berkey (2016) argues that there are five different levels of culture. The highest level is the supranational level of culture which focuses on people’s way of life from a regional, ethnic, religious and linguistics. Under this level, one sociologist evaluates the cultural difference between various religious, racial and ethnic groups despite the location where they live. For example, Asians avoid directness in their communication, a team-oriented are time conscious irrespective of where they live.  Americans, on the other hand, place more emphasis on individual’s efforts, directness and flexibility in schedule and deadlines (Anadala, 2017). These differences are also noted between the various ethnic groups in the world.  
Each country in the world has its own culture depending on their history, colonial government, constituent ethnic groups among others. Hofstede observed that in some countries people emphasize on individual efforts and achievements while in others they place more emphasis on collaboration with family members and teams (Anadala, 2017). People from different countries may be open to risks while others are not. Some national cultures have distinct roles for women and men while in some countries, they overlap. 
The third level of culture is the professional culture which creates the distinction between loyalty to the employer versus the industry.  More focus is given to the professional values and policies acquired through membership to a certain profession.  Professional training and membership policy emphasize on certain values, code of behaviour that one must portray when working in the profession. Professions, therefore, create a subculture that influences how people perceive and handle their jobs (Anadala, 2017). 
Every organization has a unique set of values and principles it adopts to guide operations.  There are norms that are shared across the various departments and functional units that unite the organization as a single unit or system.  Employees interact with organizational culture as they fulfil their duties (Anadala, 2017). Group culture is the fifth and lowest level of culture. Within the organization, there are teams and groups that work to fulfil specific tasks and projects. Group culture, therefore, evaluates how social and normative perceptions are integrated in alignment with the organizational culture. 
Myles (2019) concludes that individual values, beliefs and attitudes are a product of the several levels of culture. To understand individual culture, one must evaluate their exposure and experiences with each of the five levels of culture. 


•    Dimensions of culture 
Cultural dimensions imply that members of different cultures portray certain attributes to a greater extent than others.  Hofstede provides five dimensions of culture which are uncertainty avoidance, power distance, individualism versus collectivism and masculinity vs feminism.  He observed these tendencies among the various cultural groups. Among the Latinos and Asians, there is attention to the hierarchy of power while Germans have low power distance index. In places like Guatemala, the index is 95 implying the essence of recognizing authority and leadership hierarchy while in Israel it's 13 (Anthony & Beet, 2018). In the US, there is a balance. In Japan, the role of men and women are distinct while in Chile they overlap. Belgians have a low tolerance to ambiguity while Danes are open to new opinions and alternatives. Chinese consider the future to be more important than the past and present while Africans consider the present and past more important than the future.  In America, the priority values are personal freedom, independence and self-reliance while Japanese seek to achieve belongingness, group harmony and collectiveness. The Arabs seek family security, family harmony and place parental guidance as an important value.  
Trompenaars developed a framework that consists of seven dimensions of culture.  They are universalism vs. particularism, individualism vs. communitarianism, specific vs. diffuse, neutral vs. affective, achievement vs. ascription, internal direction vs. external direction and sequential time vs. synchronous time. Canadians, Americans and Australian believe they are responsible for their own happiness and do not need to rely on others to achieve that. Japanese, Chinese and Latinos believe that life is better when they work as a team than individuals.  In the UK and the Netherlands, people avoid sharing or showing their emotions. Spaniards and Italians are comfortable with sharing their emotions (Silya, 2017).  Americans and citizens of UK separate work from life while Chinese and Indians consider work and life to overlap.  Germans believe that people earn status through skills and knowledgeWhen working with Americans and Germans, one must ensure a high level of punctuality and diligence while in Mexico and India plans and deadlines are flexible.  British and Americans believe they have control over productivity being more aggressive compared to Russians and Arabs who believe they must collaborate with their environment to achieve their goals. British and Americans are more rulers than friendship oriented while Russians and Koreans value friendship more than rules.
Cultural dimensions denote that different groups have different tendencies they portray when indicating with other people from their culture and other cultures. These dimensions’ influence on how they perceive other cultures. The Americans see French as arrogant, flamboyant, hierarchical and emotional while French view Americans as naive, aggressive, unprincipled and workaholics.  Americans view Chinese as competitive, inventive and hardworking (John, 2017. These perceptions shape how they interact with them in both formal and informal setups. Cultural dimension, therefore, helps interpret people’s tendencies and how they interact with other cultures.  
•    Organizational culture and diversity 
To understand Workplace behaviour, it is important to evaluate the organizational culture. Every organization has a unique culture because the culture is created through a predetermined selection of values, rituals, practices, rules and procedures among others.    Organizational culture specialist recognizes that different individuals bring in personal attitude, values and beliefs to the workplace.  They, therefore, design a culture that every employee should subscribe to so as to achieve organizational goals (Silya, 2017). The common elements of organizational culture are dress norms, formal rules and procedures, code of conduct, rituals and tasks.  Different organizations place different value to innovation, attention to details, focus on people, collaborative efforts among the employees, aggressiveness, following rules vs. flexibility and emphasis on outcome. Altogether this creates an independent cultural system that the employees interact with. 
While the organizational culture is viewed as an independent cultural system, within its cultural subsystems that every individual comes with leading to cultural diversity. As the subcultures interact with the main culture, there are possibilities of conflicts, dilemma, motivation, sense of belongingness that influences how individual employee interact with the organization, structures and colleagues.  According to Berkey (2016), behaviour is a response to how people perceive and feel about certain things, people and ideas. The employees will, therefore, behave based on the feelings and perception they have about every element of the organization. The greater the diversity, the more challenges an organization will experiences.  Companies, therefore, seek to create universally accepted norms that employees subscribe to and minimize the diversity caused by individual different cultures (Harry, 2017). 
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Lewin’s equation: (B= f (P, E)
Kurt Lewin was a German American psychologist, known as one of the modern pioneers of social, organizational, and applied psychology in the United States. Exiled from the land of his birth, Lewin made a new life for himself, in which he defined himself and his contributions within three lenses of analysis: applied research, action research, and group communication were his major offerings to the field of communication.
According to Kurt Lewin, the behaviour is a function of a person within the environment. Individuals have their unique personalities and interest that they are willing to commit to achieving. As they interact with the environment, their experience shapes their perception and attitude towards certain concepts and issues. For example, interaction with the environment provides a definition of success and individuals commit themselves to achieve success based on the definition they have acquired from the environment (Alexa, 2017). The definition determines the values and attitude one is to have towards various aspects of life. In the workplace, the organization provides the employee with an environment. The experiences shape the employee’s attitude towards the company and what it stands for. This is also evaluated with respect to one’s aspiration and what their belief will help them achieve these aspirations. Incongruence leads to internal conflict negatively affecting the employee's behaviour at work. The employees evaluate how the work environment supports personal values and aspirations and decides how to respond and handle issues at work. The individual culture is, therefore, a product of the interaction between personality and environment. 
Theory of Reasoned Action
Actions or behaviour are based on pre-existing values, beliefs and attitudes and behaviour intentions.  This implies that before an employee takes a certain action, they have weighed the difference between what they want, what they need to do and specific action with lead to the desired goals. The action is therefore pre-meditated. Most actions are voluntary and driven by basic motivations within individuals (Perks & Walls, 2016). Workplace behaviour can, therefore, be interpreted as premeditated actions by employees after evaluating their goals and how their actions lead to the achievement of their goals. Values, beliefs and attitude, therefore, plays a key role in the evaluation and deciding the action one takes at the workplace. 
Integrative perspective 
This model argues that values and practices have different attached importance on different levels of culture 
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Values are more important in the higher levels of culture while practices or behaviour and norms are higher in the lower levels of culture.  This is because values are influenced by the supranational and national cultures while individual’s behaviour is influenced by professional, organizational and group cultures. Lower cultural levels have a greater impact on individual’s behaviour in the workplace than the higher cultural levels (Myles, 2019). The model also recognizes that individuals’ culture is determined by personality and all cultural levels. 
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As illustrated in the diagram, every level of culture makes a contribution to the individual’s culture. The model is then expanded to show how individual’s culture leads to individual’s behaviour. The model also provides a summary of how various levels of culture and personality end up shaping behaviour (Sibagu, 2013). The model indicates that culture determines the beliefs, values and practices which in turn influence an individual’s attitude and social norms. Social norms and attitude influence behavioural intentions and ultimately the behaviour. The integrative model provides a summary of how various elements of culture lead to individual beliefs, values and attitude which then influence the individual’s behaviour. This model is applied to understanding how Workplace behaviour is influenced by cultural factors. 
 [image: Related image]

Tesco
On the website and other company’s documents, Tesco proposes to have adopted teamwork, trust, support, shared knowledge and experience as well as an enjoyable work environment. The company believes in value addition to its customers and ensuring reputable employee relation. Over the years the company has grown to become third largest retail companies in the world operating within 14 countries in Asia, Europe and North America. While the company has faced different challenges like conflicts with workers’ union in America for failing to adopt a partnership.  The company has experienced resistance in achieving considerable market share in the US due to the cultural difference in how the customers are served. In 2014, the Tesco found itself in crises after admitting inflation of profits by $250 million. This led to a suspension of its four senior executives. 
While these issues may be evaluated from the managerial position, they are a manifestation of the real organizational culture rather than the ideal one described in company documents.  It’s the intangible aspect of the company’s culture which constituents of individual culture that leads to behaviour including decision making and responding to certain issues. The country’s management comprises of the employee from different races and ethnic background.  However, it appears there are employees who have more influence than others in decision making. From a cultural perspective, it’s important to evaluate tolerance levels towards risks. There are members of the decision-making team with little knowledge but great confidence and others who are highly informed but less confident. Equally, at the individual level, different members would react differently to a situation that affects the consensus in the decision making. Risks in the company exist in the various behaviours and daily habits of the individual employees who work at different operational levels.  Culture, therefore, includes intangible aspects that influence employee’s behaviour. The decision made within the company and the response to the crisis are to be influenced most by the individual’s beliefs, values and attitude of the decision-making team. This confirms that work behaviour is a product of the interaction between the organizational culture and the beliefs, values and attitudes adopted by individual employees working at different levels within the hierarchical structure. While Tesco may have ideal habits and behaviour desired from all employees, individual's beliefs, values and attitude influence what extent the company achieves in terms of work culture and behaviour.
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Individual’s culture impacts Workplace behaviour by influencing their engagement in the organization. Research has shown that employees either develop or fair to develop a sense of belongingness to the organization they work for (Anthony & Beet, 2018). Values, beliefs and attitudes play a key role in determining the extent to which employees feel and consider themselves part of the organization. For example, if the company supports their beliefs about excellence and value addition, positive competition, employees are likely to feel more attached to the company than when the company focuses on following rules and avoiding risks.  Employee engagement is demonstrated by specific behaviour. Employees with high levels of engagement are proud of working for the organization and show it by how they communicate about the company, they are energetic (Wiliams, 2015). They are committed to the tasks given and are more committed to ensuring that the company achieves its goals. They consider themselves part of the system and thus are keen to effectively play their roles. They perceive others to be members of the team with whom they must collaborate to achieve team success.  They are proactive and less reactive. They are motivated to handle difficult tasks and challenges at work (Anadala, 2017). They are flexible to accommodate new views and understanding of issues in the workplace. This is because there is harmony between their values, beliefs and attitudes and those of the company. Low engagement level implies employees experience internal conflict between the organizational values, beliefs and attitudes. They are therefore less engaged, less enthusiastic and less energetic at work. Individual’s attitude, values and beliefs lead to either high or low levels of engagement. Their behaviour towards duties, colleagues and the company will vary depending on the difference between their expectations shaped by personal values, attitude and beliefs and what they receive from the company. 
The level of commitment is dependent on individuals’ values, beliefs and attitudes.  There is a set of behaviour that indicates whether an employee is committed or not. While engagement denotes a sense of belongingness, commitment denotes loyalty to the company visions and willingness to give one’s best for the best interest of the company. For example, employees who show no sense of responsibility for the tasks given are less committed. They do not deliver their work on time. They are reluctant and complain about many issues in the workplace. They show less enthusiasm about the roles assigned to them (Anona, et al., 2016). Their level of loyalty is low. Low commitment and loyalty in the workplace are highly associated with lack of congruence between one’s belief, values and attitude and those adopted by the organization. This could also be as a result of poor implementation or low enforcement of the organizational values, beliefs and attitude. Employee apply for a job because they believe they can deliver and gain financial stability. They consider employment a mutual relationship. However, the level of commitment and loyalty depends on the non-financial elements of the job. For example, individuals who consider job title very important may be less motivated when the title does not match their self-assumed status (Berky, 2016). The work environment that does not support teamwork and praises individuals instead of the team can be discouraging for people who believe that teamwork leads to success. Committed employees, on the other hand, are punctual, observe the work ethics, respectful to the company’s properties, rules and policies anticipate the company’s needs and does not easily give up.  They put customers first and are committed to ensuring the company achieves its strategic goals. The motivation for increased commitment is determined by the congruence between individuals and organizational culture. Workplace behaviour that denotes commitment is consequently influenced by an individual’s beliefs, attitude and values. 
Individuals’ values, beliefs and attitudes impact their level of collaboration at work. They respect communication channels and are careful about the message they send using verbal and non-verbal cues. They show respect for human dignity. They are proactive in conflict management and resolutions (Deab, 2018). They prefer settling differences very fast and in a manner that fosters mutual trust. They place group interest above personal interest. They tolerate different opinion and perspective and are patient with their colleagues. They recognize the strength in others and offer support to them. They like sharing knowledge and meet deadlines set by workgroups. They seek to achieve consensus and mutual trust among team members. Different employees show different levels of collaboration depending on the values, beliefs and attitude they have about teamwork and commitment to teamwork. Employees who believe that they are responsible for their own success are likely to invest much effort in working alone than in groups. An employee with ascribed status would demean others who do not belong to the same social class (Adams, 2017). Collaborative behaviour in the workplace is therefore determined by the individual’s values, attitude and beliefs about general and specific elements of the workplace. The extent to which the employees lean towards teamwork is dependent on the value they attach to the results of teamwork as well as meeting their personal interest.  The higher the value attached to the reward of collaborative behaviour the more collaborative the employee is likely to be.
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 	Individuals’ behaviour affects workplace behaviour by determining the levels of engagement, commitment and collaboration. Employees’ culture is shaped by different factors and sets the standards of expectation and code of conduct. When they join the workplace, the existing organizational culture is either congruent or incongruent with the individuals’ cultures.  This, therefore, determines the engagement, commitment and collaboration behaviour at work.  Higher levels of congruence lead to positive behaviour while low levels of congruence lead to negative behaviour. This is because congruence affects the level of motivation among the employees which consequently determined issues to focus their attention to and the amount of energy to be dedicated to a certain issue. Individual’s beliefs, attitudes and values impact workplace behaviour by influencing the level of motivation for engagement, commitment and collaboration. Highly motivated employees have positive behaviour. 
While cultural diversity is real at the workplace, it is important for organizations to devise strategies that would help them minimize the negative effects of diversity and capitalize on the benefits of diversity. This can be achieved by adopting organizational culture that incorporates the universal values of the individual employees and ensures organizational productivity. A lot of research has been conducted to determine these universal values, beliefs and attitudes that should be used in formulating the organizational culture. Since the employer cannot fully change the values, beliefs and attitudes that employees come to work with, they spend most of their time and resources empowering the employees to be open-minded and to tolerate other people’s opinions and perspectives that differ from theirs. This is because they recognize how influential individual culture is to workplace behaviour. Companies who fail to invest in addressing the diversity in individuals’ beliefs, attitude and values are exposed to Workplace behaviour that sabotages growth and productivity. 
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