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Impact of Individuals Belief and Value on the Workplace Behaviour

[bookmark: _Toc77680937][bookmark: _Toc77684646]Introduction
The proposed assignment aims to demonstrate the impact of individuals belief and value on the workplace behaviour. The in-depth analysis of the individuals’ traditions and norms highly influence the environment of professional horizon where the concerns like gender discrimination, social inequalities encourage the aspect of domination and supremacy.  Values define what people consider essential in their everyday lives and help form their conduct in whatever scenario they are experiencing (Reis, 2018). Given that values frequently impact attitudes and behaviour significantly, they serve as a personal compass for employee behaviour. Ways of seeing people as individuals and interpreting the world in general are cornerstones for values, attitudes, actions and beliefs.

[bookmark: _Toc77680938][bookmark: _Toc77684647]Analysis on the Impact of Individuals Belief and Value on the Workplace Behaviour
Aligning beliefs and values helps to fulfil the primary mission of the company as a whole. If values are out of line, individuals are working towards various objectives, intents and results. This can impair labour relations, productivity, employment satisfaction and creative potential. Social inequality is a topic in sociology that concentrates on goods and burdens distribution in society (FIREZER, 2018). This is how the social background of a person, defined by the social or economic standing of its parents, impacts the possibilities of that person's life. This promotes the uneven treatment of persons based on gender, sexuality, height, weight, accent, or race at work which adversely impact on the teamwork management and operational activities of organisations as the diversity amongst people get highly damage and the aspect of domination navigate the workplace behaviour.
In the professions, where masculine dominance promotes women's exploitation in terms of inequality and domination, discrimination against sex is one of the major problems. Gender discrimination is an unjust sexual treatment that includes promotions, salary rises and even incidents of harassment (Harnois and Bastos, 2018). The discrimination against women, in particular in an organisation, eventually hinders their job performance because of oppression and injustice in some way. Organisations must face the phenomenon of gender discrimination and take prompt measures to dismiss gender discrimination procedures at work. 
The following problems can arise from gender discrimination in working conditions and have a negative effect on employee performance in a certain organisation, such as loss of productivity (employees dealing with sexual harassment can significantly reduce their attention to work), high turnover (employees are left overburdened and distracted by train replacement) (employees morale directly get affected and lead to widespread discontent throughout the organisation) (Mohammad et al., 2019). This indicates the typical workplace behaviour where discrimination and differences generation highly influence the professional development and create the phenomena of misconduct in workplace settings. 
The effect of workplace conduct, leading to the insufficient representation of women in leadership posts, has been substantial. Some beliefs and values diminish employee happiness, motivation, dedication, and excitement, which eventually raise stress and lead to health problems. It improves the disparities between men and women in their performance and output, which influence organisational management and represent the job situation (Van den Besselaar and Sandström, 2017). However, the professional horizon must discourage such tactics that ensures a fine line of social inequality in the practical career. As the alignment of workers equally and equitably ensures the developmental growth which prefers the organisational aim and goals. 
The existence of values and the influence may be demonstrated in many aspects, including the recruitment of discrimination, disparities in salaries and pay, differences in promotions and positions that eventually underline the inequalities of goods and facilities for another sex. Employees are the backbone of an organisation carrying out important activities for the organisation's existence. The productivity and performance of employees nonetheless have enormous impacts on working conditions (Mohammad et al., 2019). Therefore, research of the value and belief of individuals and their influence on the behaviour of the workplace may lead to a useful result in a better understanding of an improper activity inside organisations that eventually restricts growth and development.
The masculine domination reflects the pattern of preference towards their gender, when human resources managers confront many types of gender discrimination concerns and their impact on the performance of employees that impede the production of organisational productivity. Furthermore, the topic of presentable involvement and decision-making concerns in the organisations is raised (Thoroughgood, Sawyer and Webster, 2017).  The top management of organisations, which might determine their survival, ought to realise the detrimental impact of conservative opinions and beliefs and avoid their prevalence. The detailed examination of such conduct shows the events of organisations owing to the intervention in political, social and religious activities which has not been halted even after the application of equal laws. 
People discrimination against women on the basis of creativity, invention and performance, which causes limitations (Hossain et al., 2019). The creation and implementation of legislation is not the immediate solution but the use of particular activities by social awareness and attitude organisations may nonetheless affect the mentalities of men who can reinforce the realisation of negativity which exists because of their social dominance (Sharma and Mann, 2018). This will support empowerment for women and help provide equitable opportunities for women in the working environment and increase the performance and portfolio of women. Such activity allows the considerable changes in workplace behaviours where people opt to mould their thinking as per the demand of modern era where the professional space need the efforts of each and every individual. Their effective practises allow the progress efficiency of the organisations and enables them to compete in their respective market that ultimately generate the strong position with reputable goodwill in the professional horizon (Hossain et al., 2019).  
An insightful study of such discrimination shows that these are interrelated factors, which include the lack of adequate training facilities for women, lack of executive involvement (top management decisions), backward social and cultural attitudes, poor experience of holding and controlling senior management positions, overcrowding or excessively high housing (FIREZER, 2018). The relevance of men and women must be recognised by organisations, as both are necessary in all areas. Even after so many changes to female social status, many characteristics of discrimination have implications for the performance and productivity of employees but ultimately have implications for mental peace, the quality of working life and professional connections. The cultural belief has an influence when a woman has no cultural rights to compete with a man. It suggests that men have importance with regard to women's rights in accordance with cultural norms and traditions (Triana et al., 2019). The cultural norms have enormously affected the working environment of organisms in which the main focus in the organisational system is on men and women rather than on women in terms of performance and production. 
Moreover, the discrimination based on gender has an impact on job satisfaction and job performance and shows the importance of the gender roles with respect to their organisational performance and output. Although there is much progress and an improved social position, there is still prejudice between women and men at the job. The significance of gender stereotypes in leadership has a major effect on people's leadership behaviour through socially-constructed notions, according to study by Dwivedi, Misangyi and Joshi (2021). Discrimination therefore poses a serious challenge to working women, since it hampers their career progress and performance, ultimately fostering a decline in their jobs and performance. The research reveals significant differences, which may be seen in the characteristics of both men and women leaders because women depend more on emotions, creativity, intellect, hard effort and honesty. 
On the other side, the men, their top hand in leadership, are determined and arrogant. Specific organisations' management and administration systems can be described by gender-based disparities, suggesting that gender and management are essential to the operational activities of the organisation (Edgar, Blaker and Everett, 2020). The research also reports that women's engagement in the workforce poses numerous obstacles in order to reconcile work and family commitments. Thus, because of the traditional household responsibilities of women and the impact of societal rules and values, it complicates their lives. The variation in women's performance and productivity is attributed to the gender balance, which emphasises women's lack of time and responsibility to create efficient work balance to provide effective productivity results in the organisational environment (Thoroughgood, Sawyer and Webster, 2017).
In companies, the unjust acts relating to the employment remuneration package, favouritism in job advancement and discrimination in pay and work are numerous methods of gender predicament and discrimination (Sharma and Mann, 2018). A certain group assumes that women have greater relevance and dominance in organisational environments, but the reality that male dominance in the professional horizon holds a large number of supports. The social and economic issues in which development and progress are thought to be contingent upon their practise dominate males in the organisational working environment. This is mainly encourages by the centric mentality and limited thinking of people who does not want expand their vision and allow the professional chances at a large extent. 
The equitable representation of women and men equally promotes social empowerment inside organisations, all genders must take part in decision-making and profit equally from opportunity via available resources (Edgar, Blaker and Everett, 2020). The recruitment process and selection process in the organisations often considers women a less potential employer and thereby reflects the low credibility of their employment and salary packages, which ultimately deprive them of their interest in practises in cases where negligence and disincentive lead to a continued reduction in their performance due to the conventional workplace behaviour of individuals that is usually motivated by certain belief and values.
Hence, the impact of individuals’ belief and values highly influence the workplace behaviour where discrimination within organisation occurs due to the inappropriate hiring and selection process. Recruitment requires some refining if the HR Panel realises that it is important that men and women are fairly appointed and represented. The recruiting authorities must be completely aware of the effects of discrimination against sex whilst taking into account the good and bad elements in general (Triana et al., 2019). The recruiting team must look for eligible employers from the applicants' pool regardless of whether male or female, and provide employment with a merit basis whilst analysing their potential and ability to execute appropriate roles. The appropriate candidates can achieve effective sustainability of performance and lead to the success and expansion of the company. This ultimately scales down the existence of discrimination or differences and boost employee performance and productivity output. 

[bookmark: _Toc77680939][bookmark: _Toc77684648]Critical Reflection with Gibb’s Model 
Reflection is an essential component of the process of learning which allows me to expand my knowledge in critical thinking to improve professional insight (Nold, 2017). This reflects on the effect of individual belief and value in the behaviour of my own work experience, in which I analyse my potential and lack of personal and professional growth comfortably. The whole reflection paradigm uses the analysis that allows critical reflection to be shared where an efficient analysis is shown with the use of the Gibbs (1988) model of reflection, which may lead to a systematic process of thought on an experience which enables an effective action plan to be developed to emphasise improvements. The Gibb reflecting cycle includes many phases such as event description, feeling assessment, event analysis, and conclusion to the appropriate action plan for improvement in the near future.

[bookmark: _Toc77680940][bookmark: _Toc77684649]Describe the Event
As a new professional learner, I have a chance to learn about the impact of the beliefs and values of people on working conditions that increase my knowledge and skills, to prepare a good part as a learner which benefits my profession development as a professional practitioner. It allows the growth and application of information in professional practises that enhance my critical thinking skill and empathetic behaviour. It also promotes professional growth as a leader who meets many tasks and allows me a broad variety of abilities to exhibit (Reiche et al., 2017) whilst at the same time exposed the environment in which people operate and identify problems which need to be improved. 
The practical examination of professional careers shows the lack of conduct, which eventually affect the management of the workplace and prevents advancement and development (Grant et al., 2017). I believe that the constructive feedback received by the expert instructors highlighted good practise and highlighted the gaps in skills needed to improve the professional growth of the person, whilst at the same time rejecting discrimination and differences between workers as they ultimately lead to a successful growth and development within the professional placement.

[bookmark: _Toc77680941][bookmark: _Toc77684650]Explore the Feelings
The practical learning experience offers amazing views in terms of improving critical thinking, in which the emphasis is on personal and professional growth for the effective output that may be an efficient practitioner in the near future. The actions to enhance the potential, talent and the capacity to increase personal growth and expand vision and mind are a matter of personal development. The aim of personal development develops from learning to training for successful results (Howard et al., 2019). 
Multiple interventions provide advice for improved advancement in the process of personal development. The development of professional skills and knowledge is nevertheless concerned to improve the management of company activities. Professional development comprises the organisation, planning and analysis of commercial transactions for actual work experience. The primary competency is addressed in professional development. It is officially organised according to the interventions to have a successful influence on business formation (Borg et al., 2018). I am extremely inspired by this analysis because I can see the realities of the professional horizon that allow my critical thinking skill with respect to the professional horizon to be greatly improved and ultimately the professional progress encouraged through it.

[bookmark: _Toc77680942][bookmark: _Toc77684651]Evaluate the Event
Comprehensive learning from this analysis provides multiple opportunities in personal development, with innumerable benefits as professional practise expands the spectrum of personal growth, with a view to improving tolerance, managing time, building confidence, enhancing communication skills and enriching development and building an enthusiastic level of productivity (Ibrahim et al., 2017). It incorporated the component of empathy where studying professional affairs produces the optimism and teamwork which enables me to help others and successfully carry out the task within work field. Effective communication and effective coordination between workers whilst keeping the discriminatory and differentiating factor apart show an appropriate teamwork where my critical thinking strikes that quick learning and adoption are able to contribute in many different ways to making operational progress and fast growth of the organisations (Grant et al., 2017).

[bookmark: _Toc77680943][bookmark: _Toc77684652]Analysis of the Event
Expert training with comprehensive practical experience enhances the individual's professional specification. Thus, an examination of the learning let me realise the significance of collaboration in order to get good results through effective concepts and rapid learning practises (Ibrahim et al., 2017). This fosters collaborative activities within the industry which contribute to the high quality of production in professional dynamics, which eventually assures the reduction of social disparities and the element of workplace domination which is mainly encouraged by the impact of individuals’ belief and value. 
The positive empathy and academic knowledge are the key component of individual and organisational growth and development (Al-Asadi et al., 2019). Its use in professional environments shows the necessity for practitioners who can fulfil their tasks and oversee the operating system. This improves professional capabilities and improves organisational management. The work shows that the support of team members gives huge benefits and reduces disputes, which eventually improve the overall level of performance and demotivate the phenomena of domination and supremacy (Borg et al., 2018). As per my critical thinking the professional workspaces must therefore focus on the working environment, where effective response to the task makes the situation convenient enough.

[bookmark: _Toc77680944][bookmark: _Toc77684653]Conclusion of the Event
The experience therefore offers a significant chance to develop my professional abilities which eventually boosts self-confidence in the environment of work field. Furthermore, my efficient personal skills with fast learning enhanced my empathy and academic knowledge, which leads to an efficient execution of the professional behaviour. However, when I get an opportunity to serve in my professional life, I will remember the brutal competitive truths and dedicate myself to working on my own competences whilst effectively managing professionalism in order to get superior results, which make me a valued professional.

[bookmark: _Toc77680945][bookmark: _Toc77684655]Conclusion
Outlining the conclusion of an assignment, the study demonstrates a comprehensive analysis on the impact of individuals’ belief and value on the workplace behaviour where the significant factors like gender discrimination and social inequalities highlight the aspect of domination and supremacy. The study elaborates the adverse influence of certain believes and values which ultimately obstruct the progress and growth of the organisations. In addition, the critical reflection with Gibb’s Model enables to analyse the development of critical thinking skill that encouragingly improve my professional insight whilst presenting the brutal competitive truths and working competences which enables to be a valued professional.
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