Introduction
The purpose of this report is to analyse the impact of individual beliefs on workplace behaviour. Beliefs will be defined, and 5 beliefs will be chosen and analysed. This report will provide recommendations on how to reduce the negative impact of beliefs in the workplace and will end with a conclusion.

Beliefs
The term belief initiated in the sixth century B.C in the Greek World. Around this time was possible for an individual to start using his brain as we use it today. In fact, the author states that belief is not a natural ability for human beings, but more likely a cultural accomplishment which started happening after some historical events made it possible (Johnson, 1987). In today’s days, We "simply believe" some concepts and "more than believe we know" other concepts. Knowledge refers to concepts we "know more than believe," although beliefs refers to things we simply believe (Leatham, 2006). Abelson (1979), gives a slightly different definition of belief, but one that is important from an individual perspective: the believer is aware that others may hold alternative beliefs. For instance, a belief is a familiar concept based on personal experience (Pehkonen & Pietilä, 2003). Another good example of belief is, an internal sensation that something is real, even if it is unverified or unreasonable, is referred to as a belief (Anderson & De Silva, 2009). Beliefs and behaviour are related, in fact, an individual behaviour is driven by beliefs and values. Understanding the beliefs that drive our thinking is therefore crucial to understanding our performance at work (Tolle, 2021).


Religion beliefs
Religious beliefs and practices can have a substantial impact on human behaviour, but little is known about how they interact with work. Religion has the capacity to alter people's attitudes, beliefs, and behaviours (Regnerus & Smith, 2005), as well as work-related practices like stress management, career advancement, risk taking, and values (Vitell, 2009). Employees can benefit from religious devotion. The main religions promote moral frameworks that involve empathy for others. Various studies have revealed that the majority of business professionals believe that their religious values play an essential part in making ethical business decisions (Lewis & Hardin, 2002), and that these judgments should be founded on respect for customers, colleagues, and employees (Vitell, 2009). For instance, Buddhism and some Hindu faiths, emphasize the value of people working together harmoniously toward a mutual objective (Rich, 2007). Judaism is noted for its humanitarian precepts, as does Islam, where donations giving to those in need is one of the religion's 5 pillars (Dunn & Galloway, 2011). One of the most important commandments for Christians is to “do to others as you would have them do to you” (Bible, Luke 6:31). Christians and Muslims are expected to treat their employees fairly, knowing that God is watching all the time (Al-Qazwini 1999; Bible, Colossians 4:1). However, apart from this good example, Religion should be left at home when being at work. In a multicultural city, like Birmingham with every individual believing their religion is the absolute truth it shouldn’t be discussed at work as it may bring negative effects. 


Cultural beliefs
When a group of culturally varied workers is put together to work toward a common goal via mutual effort and collaboration, variations in viewpoint and other factors might obstruct the formation of unity. According to Harrison, et al. (1998), deep-level similarity has a beneficial effect on group unity, but deep-level dissimilarity has a negative effect. Workers may have motivations for arguing with one another that are unrelated to their jobs. A South African and an Indian employee, for example, might disagree about a cricket match that India lost to South Africa. A Japanese and an American employee, might argue about the Battle of Pearl Harbor. The reasons can range from major to insignificant. Whatever the source, interpersonal conflict leads to a loss of performance and the growth of unpleasant feelings between co-workers, both of which can be harmful to the company. Similarly, diversity in the workplace supports an organization's transition from a brick-and-mortar location to an online platform. Diversity contributes in the expanding of an organization's perspective, approach, and staging ground, as well as the introduction of a new product, the formulation of a marketing plan, the development of a new idea, the design of a new operation, and the evaluation of new trends (Adler, 2002). Earley (1993) studied 163 managers from China, Israel, and the United States to assess the effects of individualistic/collectivist cultural beliefs on work achievement. He discovered that the performance of individualists (those from the United States) was lower when working in a team than when working alone, whereas the performance of collectivists (those from China and Israel) was lower when working alone than when working in a team.


Educational beliefs
One of the most common beliefs in the Eastern Europe is, “if you don’t have a degree, you would not have a successful career”. Although holding a degree doesn’t guarantee a successful career, it still is very important. Higher education improves one's chances of finding work (Department for Business, Innovation, and Skills, 2015), joining upper social classes  (Bukodi & Goldthorpe, 2011), and earning higher wages (Blundell, et al., 2005). Higher education is required for thousands of people to succeed in the workplace. Higher education's major goal is to develop students into critical and logical reflecting individuals through improving their learning skills, attitude, and lifelong independence (Harvey, 2000). However, Higher education, does not appear to be the primary goal of students' employability. Furthermore, not everyone understood that a high education is a life preparation (John, et al., 2014) for the working world and that it should be personalised to employment circumstances. In general, every institution prepares students for the world of work with the main purpose of education (Warrick, et al., 2010). Institutions and the working world, on the other hand, have very different settings, and universities do not guarantee student employment. In addition to this, the university fees are high and not everyone can afford to attend a university. Another aspect is an individual meaning of “success”, for some being a doctor means having a successful career, while for others being a make up artist, a hairdresser or opening his own company means a successful career. That being said, this belief applies to those who see success in a work position which requires a degree.

Experience beliefs

A very common believe around the work industry is “If you lack on experience, you will not be hired in this sector.” Partially it is true, as depending on the job one is applying, in the description it always requires at least 1 year of experience in the sector. According to Levit (2019) the less an employer must train new employees, better for him. Companies require to know an individual performed well in a similar position and are able to cope with the duties. However, according to different experts, even if the years requested are not met, the individual can still apply for the position within good reason of course. Goodman (2016) advise that if a company require 5 years of experience and the individual only has 2, he is still a good fit for the position and his CV will be looked at. Another point of view, expressed by Salpenter (2012), is that if the candidate has skills that please the employer, which can be volunteer experience, it is possible that the company will oversee the experience years requested. Thottam (2021), states that experience is important but if the individual lacks on it he should take advantage of his transferable skills acquired via different experiences, have a good resume and highlight them. Another way to succeed in an individual’s job dream without experience, is to find an internship or apprenticeship. This will not be paid with a normal salary but will help the individual build the experience requested within the sector (Schooley, 2019).

Gender Beliefs
[bookmark: _GoBack]There are many beliefs about gender, but the most important one, is the different position held by women and men. This goes back centuries ago and affects the entire population, when it was believed that women should cook, take care of the children and clean the house, while men should provide food, do home repairs and jobs women were not strong enough to do. In general, modern stereotypes portray women as more communal, while men are more independent and instrumental (Eagly & Diekman, 2000). Gender beliefs have a hierarchical component of status inequality. Men are perceived to be more status worthy and competent in general, as well as more competent in the areas that “count the most”. Women are perceived to be less competent in general, but “nicer” and better at communal tasks, even though these tasks themselves are less valued (Fiske, et al., 2002). Although inequality continues, women's status in the public eye has improved significantly in recent years, there has been an improvement in the salary gap between men and women and women became more achievable reaching high-status jobs (Padovic & Reskin, 2002). As a result of these progresses, some believe that gender inequality in the employment and education sectors is mostly “over” or at the very least on a declining point (Petersen, et al., 2000). 
However, a study was conducted in 2016 to test whether employers avoided hiring women and were more willing to hire men. To asses this fact, false CVs were made for both men and women with similar education, work experience and with the parenthood status. Several sets of CVS have been sent to employers ranging from minimum to extra requirements for each position. The results indicated that employers avoided hiring women for two main factors. The first being the belief that women’s productivity was lower, and the second factor was based on the parenthood situation. A mother is less likely to be hired than a father with the same skills and experience thanks to the inequality between genders and the fact that mothers are associated more with placing the family first, while men are associated more with work and independence (Gonzalez, et al., 2019). 

Recommendations
One of the most important aspects of beliefs is being aware each individual has different beliefs and accept them. By accepting another individual beliefs doesn’t mean the other person belief is true, but this will easily make an work environment peaceful. Along the years, several discriminatory laws and training have been put in place regarding gender inequality, Religion beliefs and Cultural beliefs. Sometimes those laws are ineffective because some individuals are still not open minded. For fighting this situation psychological training is recommended at the workplace. Individuals should then become able to oversee the labels and easily accepting and including the diversity.
Regarding the experience and education beliefs, is more complicated because those are beliefs that form in individual’s way of thinking and the self-esteem. For those beliefs to be overcome, an individual should learn to think critically and analyse if those beliefs are really important for him. For helping individuals surpass those beliefs critical thinking training at work is a good recommendation.

Conclusion
In conclusion, beliefs are part of the human being and everyone should be aware that no one holds the absolute truth and each individual has the freedom to choose his own beliefs. As seen in the example, Religion beliefs can positively impact the workplace as each religion promote the empathy. Cultural beliefs may be negative or positive at the workplace, but overall are positive and can help a company grow up and be successful. Educational beliefs depend on one’s meaning of success, it may be necessary or not. Experience belief in most of the cases is a must, but there is always a rule exception. Gender Beliefs should be on the right track to be over with, however this is very complicated, and it will take a long time to the gender equality.
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