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Executive Summary
The purpose of this report is to critically evaluate how values, beliefs and attitudes affect individuals at their respective workplaces. The organization is also featured together with management theories that expound on the need to align the firm’s beliefs and those of individuals within. Various models that can be employed by management in meaningfully engaging their employees have been presented to draw a clear picture of how a successful organization looks like. The main aim is to identify organizations deemed high performing and use them as ladders upon which other entities can use to realize their full potentials. The report extensively delves into the complex issues of values, beliefs and attitudes and use the management theories to foster the understanding employees and managers on the same.
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Introduction

The uniqueness of any organization is largely determined by the beliefs, attitudes and values held by the employees and other stakeholders within and outside. Both big and small organizations are well identified by the way they respond to issues and challenges within their operating environments and the impact this has on their performance. This report will critically analyze the impact of values, beliefs and attitudes at the workplace. The use of management theories will help better understand the impact of an individual’s own beliefs and the impact on their values and attitudes. Steven Covey & Max Webber’s management theories will help further the understanding behind values, beliefs and attitudes and how they relate to organizations. This is in line with making employees perform to their best level with values well entrenched in their minds to produce desired results. In the end, an evaluation of the discussion will culminate into a conclusion that will give way to further engagements into the issues revolving around value, beliefs and attitudes in organizations.


















Main Findings

Impact of Values, Beliefs and Attitudes in the Work Place
The workplace environment is highly dynamic and can play a crucial role in influencing the behaviours of those attached to it, especially employees.  Values, beliefs and attitudes have a big impact on an individual and can affect the way they react to different circumstances at the workplace (Ramnarain and Hlatswayo, 2018). They also determine the level of commitment in a job hence, affect the productivity of an individual and the organization at large. The main driving factor is for the organization to develop a mechanism that will embrace the differences among its people as they largely contribute to their overall personalities. It is through personalities that people are associated with certain behaviours and approaches to different situations in their lives, hence the need to embrace each individual’s differences, especially in a work environment.
Values describe the most important things in a person’s life in accordance to the way they live. They help individuals get the meaning of life and find a reason for some of the happening in their lives. They lay the foundation for a person to believe and act according to what they think is right or wrong and largely influence their decision making. Qin, Ren, Zhang and Johnson, (2018) unanimously agreed with Pillemer and Rothbard, (2018) that values have the potential to affect a person’s approach to problems and can leverage them to get solutions, since they make decisions based on what they believe to be right or wrong, true or false. Values include such aspects as openness, optimism, creativity, respect, perseverance and independence of thought and opinion, all of which are crucial to a person. Organizations need to understand that every person has a different set of values all of which possibly affect the way they respond to different circumstances.
Values, beliefs and attitudes can easily propel one to become more productive by supporting and forging a positive mindset to their work. According to Park and Park, (2018), every work has expectations all of which drive towards a common objective of achieving organizational success. When the beliefs of a person are well aligned to their work or any formal business engagement, they become more energized to produce desired results. When the values of a person are well aligned to the expectations of their workplaces, they gain the synergy and the mindset to achieve every set of objectives laid before them (Ott-Holland, Shepherd, and Ryan, 2019). If individuals trust themselves and gain the trust of others, they will find the reason to work and be the best versions of their own abilities. This works well in an organization that values its employees, and which is on the verge of becoming a model in the industry.
Values also have the potential of influencing a person’s work relationships, which can either create or destroy organizations. Workplace relationships are the building blocks of a successful or failed organization as they contain individual with motives of either improving or failing their firms (Bamel, Paul and Bamel, 2018). Organizations need to be wary of the types of relationships within their structures so as to instigate measures that can either encourage or discourage certain forms of employee relations (Krishna, Kim, and Shim, 2018). Individuals with common values, beliefs and attitudes tend to be comfortable in their own companies and can either produce or fail to produce based on what their workgroups belief in. Employees tend to behave in particular manners based on what they believe in and how their peers respond under different circumstance (Kraaykamp, Cemalcilar and Tosun, 2019). Productivity can then be assessed based on such measures and a firm gauging its potentiality within the industry as a result of the relationships existing within its structure.
Leadership roles within an organization are also influenced by the values, beliefs and attitudes held by individuals within. Positions of influence are largely taken over by people who exude confidence and have abilities to drive for the firm’s agenda, besides being problem solvers. These all depend on the values embedded within an individual. Therefore, firms with positive minded people have a higher chance of producing quality results in the industry as they will have leaders ready to influence others to work harder and tow towards the same direction (Eppler-Hattab, Meshoulam and Doron, 2019). Good leaders have a positive attitude, have positive values engraved on the mission and vision of their organization and strong attitudes to support each other towards their direction.
However, in extreme cases, a person’s values, beliefs and attitudes can largely contribute to the stress they encounter at their workplaces. Positive stress is healthy and can make an individual more productive when operating under pressure (Hoekstra and Pederson, 2018). It influences their approach towards problems and makes them more open-minded to absorb as many ideas as possible, hence becoming better leaders. However, an individual’s prone to negative stress may easily become less productive and a long term burden to the organization. The need for constant training on the essence of developing positive stress, as well as creating environments where positive stress is common is required for high performing entities and those committed to developing their workforce. 
Generally, values, beliefs and attitude tend to affect a person’s perception of others and the environment at their workplaces. They have the potential to affect an individual’s interaction with others and their overall performance at the work (Mulder, ter Braak, Chen and ten Cate, 2019). This is reflected in the way the organization performs when assessed with others in the same industry. The way an entity performs will largely depend on the way individuals within its structure relate with each other and their approach to issues, challenges and responsibilities. 
Value-led entities tend to be more successful than those which fail to entrench values, beliefs and positive mindsets in the employees. The success or failure of an organization is largely determined by that which the employees believe to be true or false, right or wrong and can relate them well at their respective workplace. Resources, especially financial, are required to keep and maintain a positive work environment for firms which endeavour to build positive values, beliefs and attitudes in their employees, who in the long term become more of assets than liabilities (Khari and Sinha, 2018). At their personal levels, employees also need to develop positivity in everything they do and circumstances they find themselves, so as to continuously learn and become better versions of themselves. Value, beliefs and attitudes can break or build an organization depending on the measures put in place to handle individuals and their behaviours.
Management Theories
Various management theories have been forwarded to explain the need for developing personal values, beliefs and attitudes, all of which determine the direction of both an individual and their organizations. Max Webber, regarded in management circles as the father of bureaucracy, forwarded a theory that can be linked to organizational performance when viewed from an individual values perspective (Oliveira and Cardoso, 2018). Stephen Covey is also a management scholar whose ideas have transformed the management styles and structures in organizations. These two theorists will be discussed in detail and how their thoughts have transformed the entire workplace in modern organizations. 


Max Webber Bureaucratic Theory
The 19th-century German scholar believed that it is through the bureaucracy that organizations can realize their full potential. Bureaucracy was the meticulous approach with which organizations standardized their operations and increased the level of interactions between and among employees and their managers. This was effective in large scale organizations characterized by a large number of employees, complex operational structures and diverse management styles (Li, Liu, and Ali, 2018). They had the capacity to influence the attitudes of their employees by setting rules and regulations that controlled the way employees interact with each other. The higher the level of interaction, the higher the chances of employees being more productive and the lower the stress levels developed. The vice-versa was the effect. 
Bureaucracy was seen as the solution to the many challenges facing organizations and their employees, especially when issues of workplace relationships emerged. Individuals with positive mindsets and approach to issues were seen to be more productive, a factor that was present in bureaucratic organizations (Kim, Kim, Holland and Han, 2018). Weber proposed the need to be more proactive in solving issues relating to individuals especially those with undesired characters. Unhealthy work relationships were seen to affect the progress made by the majority and would likely trickle down to every member within, hence affecting the entire organization.
Webber emphasized on the need to build positive attitudes towards work and everyone involved. Task specialization was one of the main ingredients positively impacting on an organization. This was seen in the way managers related to one another and the effect this has on lower level managers and employees (Dechawatanapaisal, 2018). Rules and requirements were the building blocks to the successful integration of individual beliefs and attitudes with the values held by their organizations. Additionally, Webber emphasized personal growth and career orientation to be engraved within an organization as they helped changed the personalities of individuals. When a person underwent training on their job, they would easily change their characters and slowly develop a positive mindset which contributed to their overall productivity (Grice, Alcock and Scior, 2018). As an individual, there is need to embrace change as part of development as it is only through it that one can fully realize their full potential and align the beliefs, attitudes and values with those of their organizations. 
Stephen Covey Management Theory
The scholar was largely interested in how management-centred leadership can help organizations develop values and principles that align with those of their employees. He observed that human beings have intrinsic values, all of which should be respected by their organizations. Management should endeavour to build and enhance lasting relations between employees to enhance a common mentality within which to solve problems (Kraaykamp, Cemalcilar and Tosun, 2019). Proactive leaders need to think about how to realize win-win situations in environments where conflicts between personal value and those of the organization arise. Managers are required to build on their employee to make them more adaptable to change and encourage the spirit of collective responsibility, which may or may not form part of their values, beliefs and attitudes. 
Covey was at the forefront of developing proactive leaders with an open mind to understand every aspect of their employees and appreciate the existing differences between them. He noted that both the individual and organizational value were largely interdependent and the need to merge the two extremes was absolutely necessary for high performing managers and their organizations. According to Cucina et al. (2018), management of organizations was required to initiate measures that would keep a check and balance on the excesses of their employees especially when matters personal values, beliefs and attitudes conflicted with those of their firms. The synergy with which to solve problems at both personal, interpersonal, group and organizational levels was largely the determinant factor in distinguishing between competent and non-competent firms. Covey advised individuals to always align their values with those of their organizations so as to minimize conflicts that can prove costly to the gains made in their organizations.
The RED Model and the Toulmin Model
When discussing the Weberian Bureaucracy and the Covey management theories, it is imperative to tie them with both the Red Model and the Toulmin Model. The Toulmin model largely deals with conflict resolution and how arguments are built, engaged and finally resolved. This model is in line with the bureaucracy theory forwarded by Max Webber the effect of which heightened tensions within organizations. Arguments were rife in organizations based on the principles of bureaucracy where employees felt the high-handedness of their managers in the latter’s quest to achieve goals and objectives (Hicks, 2018). Grounds for claims were laid and procedures followed to prove the claim. Assumptions were required to so as to make either parties level and commuted to reaching a consensus. Employees felt they were denied various rights such as association and expression, and their freedoms were largely curtailed under the Weberian school of thought. The model helped solve problems and make the work environment more accommodative of varying views and opinions, and different personalities, values, beliefs and attitudes.
On the other hand, the RED (Recognize, Evaluate, Draw) Model revolves around critical and independent thought when approaching challenges in any organization. Chuang and Wang, (2018) observed that critical thinking requires individuals to recognize the available assumptions in the arguments, evaluate the authenticity of the information they rely on and draw formidable conclusions that satisfy all those involved in the argument. When discussing personal values, beliefs and attitude, it is important to ensure all facets are in line with an individual’s line of thought and that each person is subject to their individual thoughts (Allen and Marquart-Pyatt, 2018). This approach to organizational conflicts is essential in fostering lasting relationships between managers and their employees, and also, making sure that the entire organization is operating within its abilities. 
In essence, the two models can be used to develop an understanding of an individual in terms of what they believe in, their attitudes and values. It is upon this understanding that conflicts pitting individuals and their organizations can be adequately solved in the long term (Rayner and Morgan, 2018). Additionally, when the two models are evaluated, they show close affiliation with Webber’s Bureaucracy theory and Covey’s management-centred leadership. They should be well understood by managers in their quest to align the values of their organizations with those of the individuals within. Through this, organizations can be entrenched on positivity with every member working towards a common objective of achieving higher individual and organization performance. 
Effectiveness of the Theories
Both Weber and Covey developed theories with the organization effectiveness at the back of their minds; as well as how to make individuals better versions of themselves. The theories largely dwell on individual behaviour and how it can be used to better themselves and their organizations. Firms which endeavour to produce high results should develop a better understanding of their employees, who also need to be well versed with the values, attitudes and beliefs held by their respective entities (Tezel and Giritli 2019). It is through this that high performing organizations (HPOs) came into existence as such firms effectively tie their values with those held by individual employees (Roberson, 2019). They are made to perform to their highest standards failure of which they are likely to face repercussions, and this is the foundations upon which the bureaucracy and the management-centred theories are built.
Organizations the world over are assessed based on their annual performance and the proactive approach of their managers and their employees in dealing with common problems. According to Thompson and Bolino, (2018), when an organization lacks the zeal and charisma to deal with challenges, they are regarded as incompetent and can be swept out of their industries by external forces such as competition (Valentine and Fleischman, 2018). Effective organizations are those which adequately merge their values, principles and attitudes with those of their employees. Through this, a consensus will be found where each party’s needs will be adequately addressed, and in case of conflicts, both the RED model and the Toulmin model will be employed as the case may apply. Organizations should always endeavour to be proactive in the way they deal with challenges, merge their values with those of their employees, and employ the rightful approaches in solving their problems.
Managers who employ the theory of bureaucracy are seen to perform much better compared to those who employ other management theories such as Theory X and Y, Scientific management and classical and contingency management. According to Warmerdam et al. (2018), bureaucracy allows for active engagement between employees and their managers so that when laws are passed by the latter, they are in harmony with every member of the organization. The active engagements ensure that both employees and their managers fully understand each other and what the organization expects from them. This leads to the formulation of laws and regulations which align with what each member believes in, for the benefit of self and the entire organization (Kraaykamp, Cemalcilar. and Tosun, 2019). The long term effect this will have on the organization will be felt when wrangles drop to a significant level and each member is left to work on their own with full knowledge of their expectations.
Throughout this discussion, the emphasis was given on individual values, beliefs and attitude and how they can help build or break both self and their organizations. The need for firms to embrace the existing differences among their employees is critical in realizing HPOs (Yuriev, Boiral, Francoeur and Paille, 2018). This is in line with what organizations have set aside as values and beliefs they hold towards realizing their long term success. They are also required to build on the positive values shown by their individual employees to be in a better position to maximize their performance (Webster et al. 2018). Individual performance is largely affected by the values they ascribe and so, the need to develop a positive mindset is essential for overall organizational success.





Conclusion 
The impact values have to the organization is tremendous. An individual’s values, beliefs and attitudes can define their leadership qualities, increase or decrease their productivity through stress, inform their workgroup relationships and ultimate productivity. These are essential in directing a person and making them reactive to conditions they find themselves within in or out of their respective organizations. There is a need for organizations to enshrine their values with those of the individuals within so as to minimize conflicts and build strong working relationships that can propel the organization to new heights.
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