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In contemporary organisational environments, the influence of beliefs, attitudes, and values on workplace behaviour has become increasingly significant. Within industries such as construction and property management, where operational pressures, client expectations, and team dynamics intersect, these internal factors play a critical role in shaping decision-making, leadership, and performance outcomes. Understanding how these elements operate is essential for both individual effectiveness and organisational success.

Beliefs, attitudes, and values form the foundation of how individuals interpret situations and respond to challenges. Beliefs represent perceptions of reality, attitudes reflect behavioural tendencies, and values determine what individuals consider important (Rokeach, 1973). These constructs are shaped by experience and environment and can evolve over time (Robbins & Judge, 2017). Critically, they influence not only decisions but also how problems are framed and resolved.

This report aims to critically analyse the impact of beliefs, attitudes, and values on workplace behaviour within RK Wales Property Management Ltd. It applies the Paul–Elder critical thinking framework to evaluate decision-making processes and integrates management theory to explore how different perspectives influence workplace interpretation. Through this analysis, the report demonstrates the importance of reflective practice and critical thinking in improving professional performance.

[bookmark: _2p2csry][bookmark: _Toc225101057]Section 1.0: Understanding Beliefs, Attitudes and Values

Beliefs, attitudes, and values are central components of individual behaviour within organisational contexts, influencing how people interpret situations, make decisions, and interact with others. These constructs are particularly significant in dynamic and high-pressure environments such as construction and property management, where effective decision-making and communication are essential for achieving organisational objectives.
Beliefs can be understood as an individual’s perception of what is true or real, shaped by personal experience, social influences, and cultural background (Robbins & Judge, 2017). These beliefs act as cognitive frameworks that guide how information is interpreted. However, beliefs are not always based on objective evidence and may include assumptions that remain untested. As a result, they can introduce bias into decision-making processes. Critical thinking therefore requires the ability to identify and challenge such assumptions, ensuring that conclusions are supported by valid and relevant evidence (Paul & Elder, 2001).
Attitudes refer to an individual’s predisposition to respond positively or negatively towards a particular situation, person, or task (Ajzen, 1991). They are closely linked to beliefs and are often reinforced through repeated experiences. Within workplace environments, attitudes play a significant role in shaping behaviour, particularly in areas such as teamwork, communication, and motivation. For example, a positive attitude towards collaboration can enhance team performance, whereas a negative attitude towards authority may lead to conflict or reduced engagement. Importantly, attitudes are not fixed and can evolve over time as individuals are exposed to new experiences and perspectives.
Values represent the deeper principles that guide behaviour and decision-making, reflecting what individuals consider important or desirable (Rokeach, 1973). They form the foundation upon which beliefs and attitudes are developed. In organisational settings, values such as accountability, integrity, efficiency, and quality are particularly influential, as they shape priorities and actions. These values are critical in industries where decisions have financial, operational, and safety implications. Furthermore, values influence leadership behaviour, determining how individuals approach responsibility, manage teams, and respond to challenges.
The relationship between beliefs, attitudes, and values is interconnected and dynamic. Values influence the formation of beliefs, which in turn shape attitudes and guide behaviour. For example, an individual who places a strong value on achievement may develop beliefs centred around performance and success, leading to a results-driven attitude. While this can enhance productivity and efficiency, it may also create potential challenges, such as increased pressure on team members or a reduced willingness to consider alternative viewpoints.
From a critical perspective, it is important to recognise that these constructs can lead to cognitive bias, where individuals interpret information in ways that align with their existing beliefs and values (Kahneman, 2011). This can limit objectivity and reduce the effectiveness of decision-making. In workplace contexts, such bias may result in overlooking relevant evidence, misinterpreting situations, or failing to consider alternative solutions. Therefore, the ability to critically evaluate one’s own thinking and remain open to different perspectives is essential for effective professional practice.
Additionally, beliefs, attitudes, and values are influenced by both internal and external factors. Personal experiences, education, and cultural background contribute to their development, while organisational culture and leadership practices can reinforce or challenge them over time (Schein, 2010). This highlights the importance of aligning individual values with organisational goals, as misalignment can lead to conflict, reduced motivation, and inefficiencies.
In conclusion, beliefs, attitudes, and values play a fundamental role in shaping workplace behaviour and decision-making. While they provide a consistent framework for action, they can also introduce bias if not critically examined. Developing awareness and the ability to evaluate these constructs is therefore essential for improving both individual performance and organisational effectiveness.
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Beliefs, attitudes, and values are central components of individual behaviour within organisational contexts, influencing how people interpret situations, make decisions, and interact with others. These constructs are particularly significant in dynamic and high-pressure environments such as construction and property management, where effective decision-making and communication are essential for achieving organisational objectives.
Beliefs can be understood as an individual’s perception of what is true or real, shaped by personal experience, social influences, and cultural background (Robbins & Judge, 2017). These beliefs act as cognitive frameworks that guide how information is interpreted. However, beliefs are not always based on objective evidence and may include assumptions that remain untested. As a result, they can introduce bias into decision-making processes. Critical thinking therefore requires the ability to identify and challenge such assumptions, ensuring that conclusions are supported by valid and relevant evidence (Paul & Elder, 2001).
Attitudes refer to an individual’s predisposition to respond positively or negatively towards a particular situation, person, or task (Ajzen, 1991). They are closely linked to beliefs and are often reinforced through repeated experiences. Within workplace environments, attitudes play a significant role in shaping behaviour, particularly in areas such as teamwork, communication, and motivation. For example, a positive attitude towards collaboration can enhance team performance, whereas a negative attitude towards authority may lead to conflict or reduced engagement. Importantly, attitudes are not fixed and can evolve over time as individuals are exposed to new experiences and perspectives.
Values represent the deeper principles that guide behaviour and decision-making, reflecting what individuals consider important or desirable (Rokeach, 1973). They form the foundation upon which beliefs and attitudes are developed. In organisational settings, values such as accountability, integrity, efficiency, and quality are particularly influential, as they shape priorities and actions. These values are critical in industries where decisions have financial, operational, and safety implications. Furthermore, values influence leadership behaviour, determining how individuals approach responsibility, manage teams, and respond to challenges.
The relationship between beliefs, attitudes, and values is interconnected and dynamic. Values influence the formation of beliefs, which in turn shape attitudes and guide behaviour. For example, an individual who places a strong value on achievement may develop beliefs centred around performance and success, leading to a results-driven attitude. While this can enhance productivity and efficiency, it may also create potential challenges, such as increased pressure on team members or a reduced willingness to consider alternative viewpoints.
From a critical perspective, it is important to recognise that these constructs can lead to cognitive bias, where individuals interpret information in ways that align with their existing beliefs and values (Kahneman, 2011). This can limit objectivity and reduce the effectiveness of decision-making. In workplace contexts, such bias may result in overlooking relevant evidence, misinterpreting situations, or failing to consider alternative solutions. Therefore, the ability to critically evaluate one’s own thinking and remain open to different perspectives is essential for effective professional practice.
Additionally, beliefs, attitudes, and values are influenced by both internal and external factors. Personal experiences, education, and cultural background contribute to their development, while organisational culture and leadership practices can reinforce or challenge them over time (Schein, 2010). This highlights the importance of aligning individual values with organisational goals, as misalignment can lead to conflict, reduced motivation, and inefficiencies.
In conclusion, beliefs, attitudes, and values play a fundamental role in shaping workplace behaviour and decision-making. While they provide a consistent framework for action, they can also introduce bias if not critically examined. Developing awareness and the ability to evaluate these constructs is therefore essential for improving both individual performance and organisational effectiveness.
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A critical self-assessment of workplace behaviour requires an evaluation of how personal beliefs, attitudes, and values influence decision-making, leadership, and interactions within a professional environment. Within the context of RK Wales Property Management Ltd, the author’s behaviour is strongly shaped by values such as achievement, responsibility, efficiency, and quality. While these values contribute to high performance and business success, they also introduce potential limitations that require critical evaluation.
A dominant value influencing behaviour is a strong focus on achievement and results. This is reflected in a consistent emphasis on completing projects to a high standard, meeting deadlines, and maintaining client satisfaction. Such a results-driven approach aligns with organisational expectations in the construction industry, where performance and delivery are critical. From a critical thinking perspective, this reflects a clear sense of purpose, which is a key element of reasoning within the Paul–Elder framework (Paul & Elder, 2001). However, an overemphasis on results may lead to narrow decision-making, where efficiency is prioritised over broader considerations such as team input or long-term development.
This behaviour can be linked to underlying assumptions, particularly the belief that faster delivery and strict control lead to better outcomes. While this assumption may be valid in certain situations, it is not universally applicable. Failure to question such assumptions can result in biased decision-making and reduced effectiveness. Critical thinking requires the evaluation of whether assumptions are supported by sufficient and relevant evidence (Paul & Elder, 2001). In this context, the author’s reliance on efficiency-driven decision-making may limit the exploration of alternative approaches or collaborative solutions.
Another key value shaping workplace behaviour is a strong sense of responsibility and accountability. This is demonstrated through a willingness to take ownership of projects, ensure quality standards, and maintain professional relationships with clients. This value supports effective leadership and contributes to trust and reliability within the organisation. However, this sense of responsibility may also lead to a tendency towards close supervision or micromanagement. From a critical perspective, this behaviour reflects a potential imbalance between control and trust, where the desire to ensure quality may restrict team autonomy and development.
Attitudes towards work and communication further influence workplace behaviour. A task-oriented and highly focused attitude supports productivity and efficiency, particularly in fast-paced environments. However, this approach may reduce emphasis on interpersonal communication and collaboration. According to organisational behaviour theory, effective teamwork requires both task focus and relationship management (Robbins & Judge, 2017). A limited focus on communication can lead to misunderstandings, reduced team engagement, and potential conflict.
The influence of cognitive bias is also evident in workplace behaviour. Individuals tend to interpret information in ways that align with their existing beliefs and values, often without recognising alternative perspectives (Kahneman, 2011). In practical terms, this may result in decisions being based on prior experience rather than a full evaluation of current evidence. For example, relying on established methods of problem-solving may limit innovation or adaptability. This highlights the importance of intellectual humility, a key trait within the Paul–Elder framework, which encourages openness to new information and alternative viewpoints.
Furthermore, workplace behaviour is shaped not only by internal values but also by external pressures such as client expectations, deadlines, and financial constraints. These pressures can reinforce certain behaviours, such as prioritising speed and efficiency, while reducing focus on collaboration or employee development. This creates a dynamic environment where competing priorities must be balanced effectively.
From a critical standpoint, the author demonstrates strong analytical and problem-solving abilities, particularly in relation to project delivery and decision-making. However, there are clear opportunities for development. These include improving openness to alternative perspectives, enhancing communication and collaboration, and reducing reliance on assumptions. Applying intellectual standards such as fairness and breadth can support more balanced and effective decision-making (Paul & Elder, 2001).
In conclusion, the critical self-assessment highlights that while the author’s beliefs, attitudes, and values support high performance and accountability, they also introduce potential biases and limitations. By adopting a more reflective and balanced approach, it is possible to enhance both individual effectiveness and team performance. This reinforces the importance of critical thinking in continuously evaluating and improving workplace behaviour.
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The Paul–Elder critical thinking framework provides a structured approach to analysing reasoning and improving decision-making within professional contexts. The model is based on elements of reasoning, including purpose, assumptions, evidence, and implications, alongside intellectual standards such as clarity, accuracy, relevance, depth, and fairness (Paul & Elder, 2001). Within the context of workplace behaviour, this framework is particularly valuable in evaluating how beliefs, attitudes, and values influence decision-making processes.
A key element of the framework is the identification of purpose, which defines the objective of thinking or decision-making. In the context of RK Wales Property Management Ltd, workplace decisions are typically driven by the goal of delivering projects efficiently, maintaining quality standards, and ensuring client satisfaction. This demonstrates a clear and consistent purpose, which supports effective decision-making. However, critical evaluation suggests that an overemphasis on efficiency may limit consideration of broader objectives, such as team development or long-term relationship management.
Another essential element is the recognition and evaluation of assumptions. Assumptions are often implicit and can significantly influence how situations are interpreted. For example, the belief that strict control over tasks ensures better outcomes may lead to increased supervision and reduced delegation. While this assumption may be valid in certain scenarios, it is important to critically assess whether it is supported by evidence in all situations. Failure to challenge assumptions can result in biased reasoning and reduced effectiveness. The framework therefore emphasises the need to question underlying beliefs and ensure that decisions are based on accurate and relevant information.
The evaluation of evidence and information is also central to the framework. Effective decision-making requires the use of reliable data and relevant evidence rather than reliance on intuition or prior experience alone. In workplace settings, evidence may include site observations, technical specifications, client requirements, and team feedback. While the author demonstrates strong practical knowledge and experience, there is a risk that reliance on past experience may limit the consideration of alternative solutions. Critical thinking requires balancing experiential knowledge with analytical evaluation to ensure that decisions are well-informed and contextually appropriate.
The concept of point of view highlights the importance of considering multiple perspectives in decision-making. In organisational environments, different stakeholders—such as clients, employees, and subcontractors—may have differing priorities and expectations. For instance, a focus on efficiency from a managerial perspective may conflict with employees’ need for support and autonomy or clients’ expectations of quality and communication. The ability to recognise and evaluate these differing viewpoints is essential for effective leadership and conflict management.
The intellectual standards within the Paul–Elder framework provide criteria for assessing the quality of reasoning. Clarity ensures that communication is precise and easily understood, reducing the likelihood of misinterpretation. Accuracy requires that information used in decision-making is correct and reliable, which is particularly important in technical and regulatory contexts. Relevance ensures that decisions focus on key issues rather than being influenced by unrelated factors.
Depth and breadth are critical in complex situations, requiring consideration of both detailed technical aspects and broader contextual factors. While the author demonstrates strong depth in technical knowledge, there may be limitations in breadth, particularly in considering alternative viewpoints or approaches. The intellectual standard of fairness is also essential, as it requires objective evaluation of all perspectives without bias. This is particularly important in situations involving conflict or differing expectations.
The framework also emphasises the importance of evaluating implications and consequences. Decisions made within the workplace often have both immediate and long-term effects, influencing project outcomes, team dynamics, and client relationships. For example, prioritising efficiency may lead to faster project completion but could also increase pressure on team members or reduce opportunities for collaboration. Considering these implications supports more balanced and sustainable decision-making.
Furthermore, the development of intellectual traits such as open-mindedness and intellectual humility is essential for effective application of the framework. These traits encourage individuals to recognise the limitations of their own thinking and remain open to new information and perspectives. In the context of workplace behaviour, this can enhance adaptability, improve communication, and support continuous improvement.
In conclusion, the application of the Paul–Elder critical thinking framework provides valuable insight into how workplace decisions are formed and evaluated. It highlights both strengths and areas for development in the author’s approach, particularly in relation to challenging assumptions, evaluating evidence, and considering multiple perspectives. By applying this framework consistently, it is possible to improve decision-making quality and achieve more effective and balanced workplace outcomes.
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To further understand how beliefs, attitudes, and values influence workplace behaviour, it is essential to apply relevant management theory. Classical management theory, particularly the contributions of Taylor (1911), Fayol (1916), and Weber (1947), provides a useful framework for analysing organisational structure, efficiency, and leadership approaches. These theories emphasise control, standardisation, and clear organisational hierarchy, which are highly relevant in structured environments such as construction and property management. 
The application of beliefs, attitudes, and values within the workplace is most evident in practical situations involving decision-making, leadership, and conflict management. Within RK Wales Property Management Ltd, these internal factors significantly influence how projects are delivered and how challenges are addressed, particularly in high-pressure environments where deadlines, client expectations, and operational demands must be balanced.
A key example is project delivery and quality control. A strong value placed on achievement and efficiency drives a focus on completing work within deadlines while maintaining acceptable standards. This supports productivity and client satisfaction; however, from a critical perspective, it may also lead to an overemphasis on speed at the expense of broader considerations such as team input or long-term development. This reflects underlying assumptions that efficiency always leads to better outcomes. The Paul–Elder framework highlights the importance of questioning such assumptions and ensuring that decisions are based on sufficient and relevant evidence (Paul & Elder, 2001).
Leadership behaviour further demonstrates the influence of values. A strong sense of responsibility encourages accountability and control over projects, which supports consistency and reliability. However, this may also result in limited delegation and reduced team autonomy. While control can minimise risk, it may restrict creativity and engagement among team members. A more balanced approach that incorporates team perspectives could enhance both problem-solving and performance.
Conflict management provides another important area of application. In construction environments, disagreements may arise due to differing expectations around cost, time, and quality. A value-driven focus on professionalism and results supports efficient resolution of issues. This aligns with collaborative conflict styles, which aim to meet the needs of all parties (Thomas & Kilmann, 1974). However, under pressure, there may be a tendency to adopt a more directive approach, particularly when deadlines or financial implications are significant. While effective in the short term, this may negatively impact relationships. The Interest-Based Relational approach emphasises communication, mutual respect, and focusing on underlying interests to achieve sustainable outcomes (Fisher & Ury, 1981).
Attitudes towards communication also influence workplace behaviour. A task-oriented mindset supports efficiency but may reduce emphasis on relationship-building and open dialogue. This can lead to misunderstandings and reduced team cohesion. Organisational behaviour research suggests that effective leadership requires balancing task and interpersonal focus (Robbins & Judge, 2017).
Finally, cognitive bias plays a role in decision-making. Reliance on past experience may limit adaptability and reduce consideration of alternative solutions (Kahneman, 2011). Recognising this bias is essential for improving decision-making and encouraging innovation.
In conclusion, while beliefs, attitudes, and values support effective performance, they can also introduce limitations. Applying critical thinking and adopting a more balanced approach can enhance both individual effectiveness and organisational outcomes.
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To further understand how beliefs, attitudes, and values influence workplace behaviour, it is essential to apply relevant management theory. Classical management theory, particularly the contributions of Taylor (1911), Fayol (1916), and Weber (1947), provides a useful framework for analysing organisational structure, efficiency, and leadership approaches. These theories emphasise control, standardisation, and hierarchy, making them highly relevant in structured environments such as construction and property management.
Taylor’s (1911) theory of scientific management focuses on improving efficiency through standardised processes and task optimisation. Within RK Wales Property Management Ltd, this is reflected in a strong emphasis on productivity, clear task allocation, and meeting deadlines. This aligns with values such as efficiency and achievement, supporting consistent project delivery. However, from a critical perspective, this approach may overlook human factors, including motivation and well-being. Over-reliance on efficiency can increase pressure on workers and reduce flexibility in problem-solving, potentially limiting long-term effectiveness.
Fayol’s (1916) administrative theory introduces key managerial functions, including planning, organising, and controlling. These principles are evident in structured project management and leadership practices. The author’s focus on responsibility and accountability reflects Fayol’s emphasis on managerial control. However, this may also reinforce hierarchical decision-making, limiting employee involvement and reducing opportunities for collaboration. This highlights the need to balance control with empowerment to improve team performance.
Weber’s (1947) bureaucratic theory further emphasises the importance of rules, procedures, and formal authority in ensuring consistency and fairness. In construction environments, adherence to regulations is essential for safety and quality assurance. Nevertheless, excessive reliance on bureaucracy may reduce flexibility and slow decision-making, particularly in dynamic situations that require rapid responses.
While classical management theories provide a strong foundation for efficiency, they are often criticised for their limited focus on human behaviour. Contemporary perspectives emphasise emotional intelligence and interpersonal skills as key components of effective leadership (Goleman, 1995). The ability to manage emotions and communicate effectively can enhance teamwork and reduce conflict, particularly in high-pressure environments.
The influence of beliefs, attitudes, and values becomes more apparent when considering alternative perspectives within the workplace. From a managerial viewpoint, prioritising efficiency and control may be seen as necessary for achieving project objectives. In contrast, employees may perceive this approach as restrictive, particularly if it limits autonomy or increases workload pressure. Similarly, clients may prioritise quality and communication over speed, leading to differing expectations.
Festinger’s (1957) theory of cognitive dissonance explains how individuals respond to conflicting values or expectations. Employees may adjust their attitudes to align with organisational demands, even when these conflict with personal beliefs. Mintzberg (1973) further highlights the complexity of managerial roles, emphasising the need to balance technical, interpersonal, and decision-making responsibilities.
In conclusion, while classical management theories support structure and efficiency, they must be complemented by more flexible, human-centred approaches. Effective workplace behaviour requires the ability to consider multiple perspectives, adapt leadership style, and balance organisational objectives with individual needs.
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The Belbin Team Role Self-Perception Questionnaire provides valuable insight into individual behavioural tendencies within team environments, identifying both strengths and areas for development . The results indicate that the author’s highest scoring role is Shaper (18 points), followed by Coordinator (14 points) and Resource Investigator (10 points). In contrast, the lowest scoring roles are Plant (0 points) and Completer Finisher (0 points), with Specialist also relatively low (3 points).
The high score in the Shaper role suggests a strong drive to achieve results, maintain momentum, and overcome challenges. Individuals with this profile are typically action-oriented, decisive, and focused on progress. This aligns with a results-driven approach to work, particularly in environments where deadlines and performance are critical. Similarly, the Coordinator score reflects an ability to organise tasks, delegate effectively, and guide team members towards shared objectives. This indicates a leadership style that is structured and goal-focused. The Resource Investigator role further suggests strength in identifying opportunities and engaging with external contacts, supporting adaptability and problem-solving.
However, the absence of the Plant role highlights a potential limitation in generating creative or innovative ideas. This suggests that while the author is effective in implementing and driving projects forward, there may be less focus on developing new concepts or exploring unconventional solutions. Similarly, a low score in the Completer Finisher role indicates a potential gap in attention to detail and final-stage quality control. This may lead to a reliance on others to ensure that tasks are completed with precision and accuracy.
The low Specialist score suggests that while broad knowledge and practical skills are present, there may be limited emphasis on developing deep expertise in a specific area. From a critical perspective, this highlights an opportunity to enhance technical knowledge or specialised skills to strengthen overall professional capability.
In reflection, the results suggest a strong leadership and execution-focused profile, with opportunities for development in creativity, detail orientation, and specialised knowledge. Addressing these areas through collaboration, continuous learning, and increased attention to detail could enhance overall team effectiveness and individual performance.
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This report has critically examined the impact of beliefs, attitudes, and values on workplace behaviour within the context of RK Wales Property Management Ltd. It has demonstrated that these internal factors play a significant role in shaping decision-making, leadership style, and interactions with others. While beliefs, attitudes, and values provide a consistent framework for behaviour, they can also introduce bias and limit effectiveness if not critically evaluated.
The application of the Paul–Elder critical thinking framework has highlighted the importance of analysing assumptions, evaluating evidence, and considering multiple perspectives in workplace decision-making (Paul & Elder, 2001). This has enabled a deeper understanding of how values such as efficiency, achievement, and responsibility influence behaviour. Although these values support performance and accountability, they may also restrict collaboration, flexibility, and openness to alternative viewpoints.
The integration of management theory further emphasised the need to balance structured, efficiency-driven approaches with a greater awareness of human behaviour and interpersonal dynamics. Different stakeholders interpret workplace practices differently, and effective leadership requires the ability to adapt to these varying perspectives.
Overall, the report highlights the importance of continuous self-reflection and development. By challenging assumptions, improving communication, and adopting a more balanced leadership approach, it is possible to enhance both individual effectiveness and organisational performance. This demonstrates that critical thinking is essential not only for analysing workplace behaviour but also for supporting ongoing professional growth.
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Belbin’s Team Roles - a Self-perception Questionnaire

Instructions

* Below are 7 sections each with 9 statements.

* Circle the 2 or 3 statements from each section which are most relevant
and appropriate to you/your personality.

* Your task is to allocate a total of 10 points to the statement(s) you have
chosen. The most relevant statement will receive a higher weighting out of
10. You are able to give the full 10 points to 1 statement.

Section 1

“What | believe | can contribute to a team...”
(a) | can quickly see and take advantage of new opportunities
(b) | can work well with a very wide range of people
(c) Producing ideas is one of my natural assets

(d) | can draw people out whenever | detect they have something
of value to contribute to group objectives

(f) My technical knowledge and experience is usually my major
asset

(g) | am always ready to be blunt and outspoken in the cause of
making the right things happen

(h) | can usually tell whether a plan or idea will fit a particular
situation
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D (e) | can be relied on to finish any task | undertake
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Section 2
“Possible shortcomings | may have in teamwork..”

(@) |am not at ease unless meetings are well structured and
controlled and generally well conducted

(b) - 1 am inclined to be too generous towards others who have a
valid viewpoint that has not been given a proper airing

(c) |am reluctant to contribute unless the subject deals with a field
| know well

(d) | have atendency to talk a lot once the group gets on to a new
topic

(e) My objective outlook makes it difficult for me to join in readily
and enthusiastically with my colleagues

(f) | am sometimes seen as forceful and authoritarian when
dealing with important issues

(g) |find it difficult to lead from the front, perhaps because | am
over-responsive to group atmosphere

(h) |am apt to get too caught up in ideas that occur to me and lose
track of what is happening
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Section 3

“When involved in a project with other people..”

l:] (a) | have an aptitude for influencing people without pressurising
them
[j (b) | can help prevent careless mistakes or omissions from
spoiling the success of an operation
(c) |like to press for action to make sure that the meeting does not
waste time or lose sight of the main objective
[:] (d) | can be counted on to contribute something original
%] (e) * | am always ready to back a good suggestion in the common
interest
[ (f) 1am quick to see the possibilities in new ideas and
developments
[] (g !trytomaintain my sense of professionalism
(h) | believe my capacity for judgement can help to bring about the
right decision
IE (i) |can be relied upon to see that all essential work is organised
STt

£ }} ‘ Fr (@)

R maralrnd @ g D) W GRNGT eCge..”
mmmhammmmt OIORZIRNG

(0) | can baly piorend can mes ielales: oF oM’ ) fram
opoing Vi wann?z N OPETHION

(t.) mnwmmmhmbmmm«mwws (2
e

ot fova gt & B train

Ui bo vouwned an fo contribuis somstind otk . T




image6.jpeg
B NCLI el e et e [

Section 4

“My characteristic approach to team work is that...”

(a)
(b)
(c)

(d)

(e)

®

()]
(h)
(i)

(d)

I have a quiet interest in getting to know colleagues better
| contribute where | know what | am talking about

| am not reluctant to challenge the views of others or to hold a
minority view myself

| can usually find a line of argument to refute unsound
propositions

| think | have a talent for making things work once a plan has to
be put into operation

| prefer to avoid the obvious and to open up lines that have not
been explored

| bring a touch of perfectionism to any job | undertake
| like to be the one to make contacts outside the group

While | am interested in all views | have no hesitation in
making up my mind once a decision has to be made
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Section 5

“I gain satisfaction in a job because..”

(a)

(b)
()
(d)
(e)
(U]

(9)
(h)
(0}

| enjoy analysing situations and weighing up all the possible
choices

| am interested in finding practical solutions to problems

| like to feel | am fosleﬁng good working relations

| can have a strong influence on decisions

| have a chance of meeting new people with different ideas
| can get people to agree on priorities

| feel in my element where | can give a task my full attention

| like to find a field that stretches my imagination

| feel | am using my special qualifications and training to
advantage





image8.jpeg
M O 0O 0O OO0

¥

& [

Section 6

“When | am suddenly given a task with limited time and
unfamiliar people..”

(a) |like to read up as much as | conveniently can on the subject

(b) | would feel like devising a solution on my own and then trying
to sell it to the group

(c) | would be ready to work with the person who showed the
most positive approach

(d) | would find some way of reducing the size of the task by
establishing how different individuals might best contribute

() My natural sense of urgency would ensure that we did not fall
behind schedule

(f) | believe | would keep cool and maintain my capacity to think
straight

(@) In spite of conflicting pressures, | would press ahead with
whatever needed to be done

(h) 1would tend to assert myself if | felt the group was making no
progress

(i) | would open discussion with a view to stimulating new
thoughts and getting something moving
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Section 7

“When | am part of a team which is working on a problem..”
(@) 1am apt to over-react when people hold up progress

(b) | sometimes find my sense of objectivity has a demotivating
effect on theirs

(c) My desire to check that we get the details right is not always
welcome

(d) Itend to show boredom unless | am actively engaged with
stimulating people

(e) |find it difficult to get started unless the goals are clear

() | am sometimes poor at putting across complex points that
occur to me

(g) |am conscious of demanding from others the things | cannot
do myself

(h) lam inclined to feel | am wasting time and would do better on
my own

(i) I hesitate to express my personal views when difficult or
powerful people are around me
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A Self-perception Questionnaire Analysis sheet

* Using the answers to your questionnaire, fill in the table below.

e For ea<.:h of the Sections, look for the statement(s) you have chosen (a— i)
and write in the points you awarded, then add up the totals for each
column.

« Whichever role has the highest weighting (points), is your preferred team
role and is an indication of how effectively you work as part of a team.

» The next highest weighting is your backup or secondary team role.

« The lowestscore role willindicate an aréa that you may want to
improve/develop. R TR
w4 g ¥ ¥ Lol A

4!

iaW

Lantss |





image1.png
PRIFYSGOL CYMRU ———
S Y Drindod Dewi Sant
UNIVERSITY OF WALES

Trinity Saint David





image2.jpeg
2oREC] Wk O

Belbin's Questionnaire

What sort of team member are you? Are you the one who likes to come up with

new ideas, or are you the sort of person who likes to make sure the I's are dotted
and the T's crossed?

Work carried out by the occupational psychologist Dr Meredith Belbin, suggests
that everyone who is a member of a team tends to adopt one or more styles of
behaviour within that team, that is, they tend to fill certain roles.

This questionnaire is designed to help you discover your preferred role in your
team at work. Please complete the questionnaire as instructed and then fill in the
score sheet at the end.

Don't think too long about the questions — your instinctive response is probably
the most appropriate. There are no ‘right’ or 'wrong' answers.

Unfortunately, whatever role you play and however well you play it, we won't be
awarding Oscars however there will be a prize for the winning team!





