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Executive Summary

The purpose of this report is to provide  a critical  analysis  and a deep view at the  influence of personal beliefs, values and attitude towards  organisational, how do each of these factors  affect  and is affected by each others.  Values and believe occupied a considered space of management theorists  effort.
The report concluded that  links between personal and  organisational values are clear to an observer and ultimate interaction happens , management should always provide strategies to keep these elements in  harmony. 
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Introduction
Beliefs defined as assumption,  individuals  possess as realities and truth, mostly without proves ,  emerging  from experience, culture   or education. Values  are   ideas, characteristics  or qualities guiding  individuals to behave in specific way.  There are different level of values: personal, group, organisational and social values.  Attitudes are evaluation individuals  react towards  ideas or  values .Individuals possess different beliefs about a subject, by blending these beliefs, an attitude will be formed towards that subject ,  through mediation stage  the attitude combines with evaluative response  (Leuchter,  2013 cited Fishbein, 1963).
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1.Main Findings
1.1 Personal and Organisational values Impact 

Individuals  hold different levels of importance of values and beliefs,  which might work in conscious conditions or even in unaware state ,some researchers suggested that  beliefs were transferred to workplace (Bauer et al .2004, p.289).  Values are in somehow responsible to individual state, leading to different felling, such as happiness, fulfilling or stressed, depending on the harmony  between  values whether conflicting or nonconflicting . Rydstedt  (2017)  found  that ”beliefs in importance of work serve as protective factors in the relationship between appraisal of positive interruption and improved general health and wellbeing”.
Values steering to what is right and wrong, guiding to decision  and directing attitudes , consisting a significant element of  organisation culture, Cirnu and Kuralt ( 2013) found that  personal values have an important role in employees perceptiveness  of sustainability. Durvasula ,Lysonski and Madhavi (2011) concluded that  personal values serve as  differentiating service  and director forces  conducting individuals’ lives. Organisations, by illustrating  values,   are also covered by  society protection (Briscoe,1998).   
Values and belief drive individuals to act in  specific way  by justifying  the manner. Collani and Grumm (2009 p.109) showed  that “there are characteristic and significant links between Big Five trait factors, in particular Openness to Experience, Agreeableness, Conscientiousness, and in part Extraversion, with various domains of human values”. The harmony between personal and organisational beliefs  has become the topic of  a lot of researchers which assumed a link between  values and beliefs  harmony from one side and   satisfaction and  commitment from other hand. (Byza et al., 2017) found  that this harmony is the vital point  for individuals’ outcome. 
[bookmark: _GoBack] According to Hudson (1991)  social scientists  have recognised many approaches to organisations values. 
· First : linked organisational values to social ideology,  by examining the positives and negatives of consequences of  social values  on organisation structure.
· Second: explored organisational values as information processing style,  where links  between organisational and individuals values were identified to solve tasks and problems.
· Third : deals with values as personal or group possession , where managers recommend strategies to reduce conflicts between these values. 
 Although a significant  advancement has been achieved to identify the   harmony  between  employees and managers  values ,  a lot of areas  are still open to be examined , such as the effects resulted from these values which are assumed always as firm   but also  have been reported as less strong in some occasions.   Pavett and Whitney (1998)  suggested that Mexican and  American  workers showed  few different responses results based on difference in  values and attitudes reflecting  culture variance. 
Various aspects caused by declining  attitudes might affect an organisation such as   individual turnover , poor customer service, strike,  slowdown in work   and disciplinary issues (Murthy ,2013), sharply leading to reduced rivalry.  On other hand attitudes play a positive rule in organisations and managers should always develop    and encourage a friendly human environment attitudes. Negative attitudes are resulted from poor social relationship ( Vakola and Nikolaou , 2005)
Attitude and values affect job from different sides:
· Job satisfaction: scholars distinguish between the actual satisfaction which employees express in work overall from cognitive satisfaction resulted from  specific element of  work as pay or bounces. for instance , Organisations recruit individual considering issues as location, healthy condition,  stress and fatigue and  compensation. Mallaiah(2008.p,43) found in his research that  satisfied employees were happier and  live healthier  life .
· Job Involvement :  As a resulted , from socialisation with work  during  a process of combining   values and beliefs about the excellence of work, involvement is   the level of which employees  identify  psychologically  with work .   “job involvement is believed to occur when the possession of certain needs, values, or personal characteristics predispose individuals to become more or less involved in their jobs” (Elloy, Everett and Flynn, 1995) 
· Job Awareness : the condition or ability to be  aware or feel  to events , targets or ideas. Davidson (2019) found  an  evidence that intrinsic performances is linked to personal values and type. 
· Organisational Commitment : connection to organisation anticipating or an attitude reflecting    the style of  relationship between individuals and organisation.  Vakola and Nikolaou  (2005) categorised commitment into three factors : “Firstly a strong acceptance of the organization's values and goals, secondly  a willingness to exert considerable effort on behalf of the organization,  third strong desire to maintain membership in the organization”.  
Organisations face various types of  workplace conflicts stemming from  differences in   daily human contact,  mixed up  designs, rivalry between individual, spending cuts, unemployment, job widening and international  competition. Diversity   and differences  in values  and beliefs do not necessarily  mean conflict as understanding , identifying  and developing a standard system  to clear up   any workplace conflicts via personal and managerial experience  serve effectively  “managers should understand where conflict usually flares up from and then influence by instigator causing to escalate to a larger scale of disagreement among employees if not manage properly“ (Xiong , 2019, P.40) .   Similarly,  Colon( 2005,p . 44)  assumed  individual with   problem- solving skills will  act  around a win-win solution to overcome  the conflict.  Nish (2011, p.29)  referred to organisational value boundaries , where  behaviours are tolerated as  long being within limits . Nish Also noted that small organisations tend to be more closed and values are  more secure and settled.  
Values  and belief have occupied a  notable space of researcher effort , most results  showed  the importance of  understanding and  establishing harmony between personal and organisational  culture .“Managers who are effective at developing and maintaining organizational environments that are characterized by spiritual values, such as openness, embracing diverse viewpoints and values, and a servant-orientation are more likely to enjoy more favourable worker attitudes” (  Kolodinsky, Giacalone and Jurkiewicz , 2008.p.476)  










1.2 Management Theories Development  
Over years, many approaches have been  introduced  to develop organisational management issues. Some  theorists focused on  a specific approach to achieve organisations objectives ,while others assumed that a combination of different theories might fulfil organisations goals seeking more  productivity and quality.
Theorist  have tried to  speculate the optimal type of management in workplace, the most traditional  theories are: Scientific by Taylor, Administrative by Fayol, Bureaucratic by Weber, Human Relationship by Mayo and X and Y Theory by McGregor . Managers translate all acknowledges and theories into actions through continuous process of interaction. Moreover   “management theory  is not an end in itself but should rather serve as a means of improving managerial efficiency”. (Olarewaju, 2014),  while Inyang (2008)  states :"Management theory provides the basis for management practice, and the practice in turn helps to reinforce the development of management theory”.
Basically, all managers are required to  act  alike, regardless the kind of the organisation. Management process requires involving  different resources  such as human , time , financial and material. However ,  some alleges were claiming that in some occasions  mangers  follow personal interest when structuring organisations  strategies (Donaldson ,2005, p.109) .
Management is associated with complex elements  including  planning, organising , motivating,  leading and combining to get the desire outcome. This complexity beside limitation and relevance of  each  theory,  appeal managers to  a vital understanding of each approach. There are constant changes in the concepts of management , especially in the last two decades, where an expansion in deferent  strategies and  shift in  tendencies happened.  Justifying the different level of  variation in  employee’s hierarchy structure  and checking the influence of different models of  employee’s structures  are the main argument points ( Negandhi , 1975, p,  337). Rodríguez, Gutiérrez and Pelayo (2018,p.87)  concluded that the  key element in  obtaining new  structures, administration style   and development practice , flexibility is a fundamental element.   Snaiderbaur (2012) argues that “Management can be effective only by beginning with the assumption that reality and truth are pluralistic and symphonic” .
Today organisations apply different styles depending on different theories.  Comparing and evaluating some practice might   provide obvious view on the effectiveness of  the current management development.

1.3 RED Critical Thinking Model 
  According to Li-fang (2003)  “The multi-dimensionality of the critical thinking disposition construct must be taken into account in the study of its relationships to other variables, including thinking styles”. RED Critical Thinking is  effective model to  enhance the critical thinking skills  of mangers.
RED model uses three steps to develop critical thinking skills by first, recognise assumption, then evaluate arguments , finally draw conclusions. This model enables managers to analyse information correctly and effectively. 

1.4  Administrative Theory 
Fayol is the developer  of Admirative Management Theory which has been examined by many management  scientists such as  ( Spatig,2009)  ,(Breeze and Miner ,1980), (Rodrigues, 2001) and (Wren, 1995). Administration Industrielle et Generale  was published in 1916, which was translated to English. Fayol  reflected  personal managerial  practices and experiences  in Administration. According to Breeze and Miner (1980, p110), Fayol believed that management is a combination of six activities :
· Technical: the process of producing products.
·  Commercial: raw materials and selling goods.
·  Financial: the usage of capital to maximise it.
·  Security: safety of employees and premises .
· Accounting: including profits, salaries,  liabilities….
·  Administrative: controlling and organising.
Fayol also recognised five elements of management( Mildred and Taneja, 2010  :
· Planning :  plans for future and achieving goals , 
· Organizing  arranging resource due to the plans. 
· Coordination: the harmony between al elements. 
· Command: directing individual to get the  optimal performance. 
· Control)
Fayol Theory is applicable in current organisations  due to the effectiveness and advantages, contributing to management practice  by identifying fourteen principles ,according to (Rodrigues, 2001):
· Division of work:  Assigning work to employees due to skills and specialisation to do better , Godwin et al (2017)  evaluated this principal according to practicing specialisation. For instance,  car manufacturers apply this principle by delegating specific task  to each member of the team.
· Authority and responsibility: only few people should have the right to give orders, head department is responsible to in  Big organisation 
· Discipline: penalty for negative actions , most companies use this principle issuing warnings , deduction of salary or suspension. 
· Unity of command : employees should get orders or  report from on boos,  
· Unity of direction: each team  seeking one goal should  have on plan
· Subordination of individual interests to the common good: employees should sacrifice personal interest for organisation goods( Godwin et al ,2017)
· Remuneration of personnel: the best reward for effort , seventy five percent of US have  some form of incentive scheme (Rodrigues, 2001).
· Centralization and  Decentralization: choosing the best decision-making method due to  each organisation .ALDI as a big store has a store manager to deal with customers, complain, designed sales. 
· Scaler chain: communication done in organisation in clear and vertical hierarchy .although it uses a lot of tome, Godwin et al (2017),  which might not be enough effective in emergency cases.
· Order: to avoid chaos , material and work   should be in order mostly recorded  in a place. 
· Equity: kindness , fairness and avoiding any discrimination, although  harshness and  power  are used to achieve 
· Stability of personnel tenure: controlling the fatigue of employees. 
· Initiative: managers require to possess the ability to design  and apply new ideas. 
· Esprit de corps: teamwork a spirit.







1.5  Evaluating Personal  and organisational  values at Workplace 
Assessing  personal values  with  ALDI`s values :
Organisations apply some principles more intensively than others (Rodrigues, 2001,p.886). Personal values are an immediate backdrop for behaviour(Bhattacharyya, 2014),   personal values  influence personal attitudes  at workplace .
“Diversity increased due to the increase in women and minorities in the mainstream of management (Joyce and Harvey, 2006 ),   ALDI   “values diversity and offer fair and equal opportunities for all colleagues and job applicants, regardless of any factor” (Aldi.co.uk, 2019)  . Diversity is one of the personal  values which  any employ  might look for in the workplace ,bringing so many benefits  “diversity have an impact on the Workplace Performance Factors such as Meticulous Factors, Growth Oriented Factors , Workplace Dynamism Factors and Pessimism Factors”. (Sundari, 2018).
 One of the weakness of  Fayol  Theory was linking the  tight control  process with the typical organisational pattern (Smith and Boyns, 2005), also Fayol was labelled as Authoritarian  due to the Centralisation element which is not  favourable in many other organisations or by an employee. Control  as one of Fayol principles, is applied by ALDI ,  but  to gain that reward is a traditional tool by paying fair rate and other bounces. Taking initiative through appropriate training  was identified by both Taylor and Fayol  “Training needed to be a part of the corporation's responsibility to its employees, yet Taylor felt the best teacher for managers was experience  (Joyce and Harvey, 2006 )citied  (Taylor, 1911). Aldi today maintains  personal development assistance  scheme , mentorship programme  to support any employee wishing to  be recruited.  
ALDI apply Openness and  feedback model which matches Scalar Chain principle of Fayol , moreover, looking after best working condition as Stability of personnel tenure principle.  Therefore , safety and freedom are  ALDI `s values  aligning with employees’ interests.  According to Quinn and Rohrbaugh (1983) some companies “apply strong controls in a certain function, e.g. finance, and at the same time apply looser controls in another, e.g. marketing” , so flexibility  is  regular performance appraisals as well as giving rewards, bonuses and promotion opportunities  to motivate employees. 
Understanding personal values will assist to  match organisational  needs regarding interaction and performance as individual  behaviour is the consequences of  intention to act a certain  behaviour and that intention is affected by attitude toward the behaviour  and organisational culture .  it is recommended that Managers should always  attempt to provide a positive  environment   preventing any possible conflict  and flourishing values such collaborate respect, compassionate ,excellence, professional, creative.




2.  Conclusion 

Personal  values are expressed in organisational activity  and developing personal values undoubtedly will reflect positively  into the outcome of the organisation , at the words most frequently used to express values were:collaborate respect, compassionate ,excellence, professional, creative .
Godwin et al (2017,p.84) state : “All organizations tend to have something similar amongst themselves in some way, which is management practice”, this is why values own significant influence in organisational activity. “Management theories and development began to focus on improving the productivity of those human assets.” (Joyce and Harvey, 2006 ).
 Abbott, White,  and Charles ( 2005)  concluded The relationship between personal and organisational  values in companies  that  follow prosocial values, such as vision, self-direction, and humanity may enhance affective and normative , and thus performance,:

companies may be able to increase affective and normative OC through promoting humanity, vision, self-direction, and universalism. If higher-order values were more prominent in company value priorities, it would be encouraging news for (1) employees, through improved work environments and opportunities, (2) for companies, through better performance, and (3) possibly for society generally through a resultant improvement in corporate ethics.
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