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[bookmark: _Toc522967184]Executive Summary
The aim of the report is to develop critical approach to workplace thinking based on established theoretical models. The report covers the following aspects of developing workplace thinking: basic principles of logic, use of logic to establish casual relationships, skills in presenting rational arguments and debating points of view, definitions of attitudes, emotions, beliefs, inductive and deductive reasoning, theories of management such as Human Relations, Scientific Management, Contingency Theory, Systems Theory, Bureaucratic Management and techniques for comparing and evaluating alternative propositions. 

[bookmark: _Toc522967185]1 Introduction
[bookmark: _Toc522967186]1.1 Basic Principles of Logic
Logic might be characterised as the science of thinking and reasoning. In any case, this isn't to propose that logic is an exact trial or observational science like material science, physics, or psychology. Or maybe, logic is a non-exact science like arithmetic. Additionally, in saying that logic is the exploration of reasoning, one cannot imply that it is worried about the real mental or physical process utilised by a reasoning substance when it is reasoning. The investigation of the exact reasoning process falls more properly within the region of psychology, neurophysiology, or cybernetics. Regardless of whether these observational controls were extensively further developed than, the most they could reveal is the correct procedure that goes ahead in a being's head when he or she (or it) is reasoning. Even confirming, or make it believe whether the being is reasoning accurately or incorrectly seemed uneven. Identifying right reasoning with respect to incorrect thinking is the fundamental work of logic. Therefore, reasoning refers to a unique mental action also known as deducing, which can likewise be called performing or making deductions (Bell, 2010). 


[bookmark: _Toc522967187]2 Development of Workplace Thinking: Theoretical Model Part One
[bookmark: _Toc522967188]2.1 Deductive and Inductive Reasoning 
Inductive and deductive reasoning are two strategies for logic used to come to a conclusion based on data thought to be valid. Both are utilized as a part of research to set up theories. Deductive reasoning touches base at a particular conclusion in light of speculations. Inductive reasoning takes occasions and makes speculations. Deductive reasoning is the reasoning that includes a chain of importance of articulations or facts. Beginning with a set of straightforward proclamations or presumptions, more perplexing articulations can be developed from the more fundamental ones. For instance, one might have likely concentrated deductive geometry in arithmetic; in it begins with a couple of standards and demonstrate different recommendations utilising those standards. To demonstrate more muddled recommendations, one may utilise suggestions that have been officially demonstrated in addition to the original standards. In terms of formal logic terms, the concept of deductive reasoning implies reasoning process from expressed premises to draw conclusions formally or essentially inferred by such premises (Maltby & Macaskill, 2010).
Inductive reasoning is basically the inverse of deductive reasoning. It includes attempting to make general standards by beginning with numerous specific instances. For instance, in inductive geometry you may quantify the inside edges of a group of randomly drawn triangles. When you find that the total of the three angles is 180° regardless of the triangle, you would be enticed to make a speculation about the whole of the inside points of a triangle. Presenting all these different certainties gives prove keeping in mind the end goal to help bolster your general articulation about the inside points. This is the sort of reasoning utilized in the event that you have continuously developed a comprehension of how something functions. As opposed to beginning with laws and principles and making conclusions, a great many people gather pertinent experience and attempt to build standards from it. Again, the refinement between the two sorts of thinking isn't generally sharp. In science it is critical to know which sort of formal framework you are utilizing and to stick to it. Inductive confirmations are not permitted in a deductive framework. Inductive thinking advances from perceptions of individual cases to the improvement of an all-inclusive statement. (Inductive reasoning, or acceptance, is frequently mistaken for deductive reasoning; in the last mentioned, general principles or conditions are connected to particular occasions or circumstances.) If a kid puts his or her hand into a bag of sweets and pulls back three pieces, which are all red, he or she may infer that all the candy is red. Inductive reasoning, or acceptance, is the procedure by which a general conclusion is come to from assessing particular perceptions or circumstances (Maltby & Macaskill, 2010). Numerous individuals recognize two essential sorts of contention: inductive and deductive. Induction is normally portrayed as moving from the specific to the general, while reasoning starts with the general and finishes with the particular; contentions in light of involvement or perception are best communicated inductively, while contentions in view of laws, rules, or other broadly acknowledged principles are best communicated deductively.
[bookmark: _Toc522967189]2.2 Human relations theory
A management theory known as human relations theory started during 1920's when industrial revolution was taking place. During that period, the main focus for business was productivity. A renowned Professor named Elton Mayo started his experiments called the Hawthorne Studies in order to testify the need of people rather than machines for productivity (Mayo, 2014). As per human relations theory of management people want to become a part of management team which is supportive and facilitates growth and development. Hence as per the theory, if individual employees experience special attention as well as are allowed to participate with consent, they consider their work as bearing some significance and in that way they feel motivated to become more productive, thereby resulting into highly effectiveness and quality work (Mayo, 2014).
Prior to development of human relations theory, Elton Mayo undertook an experiment known as the Hawthorne experiment in Hawthorne Steel Plant in 1924. The discontent and displeasure among 30,000 individual workers across the Hawthorne steel plants situated in Chicago led Elton Mayo to opt for the experiment (Mulder, 2017).
Finally, from the Hawthorne experiment, Elton Mayo concluded that providing attention to individual employees could result into improved performances (Mayo, 2014). He also acknowledged that the requirement of workers sometimes relied on sentiment which could even lead towards conflicts with upper executives or managers, whose main focus mostly dwell in aspects such as efficiency and cost reduction. Thus, through his experience Elton Mayo concluded that providing personal attention to workers and encouraging them to be participative can lead towards better productivity and efficiency, which is what the basis of his human relations theory (Mulder, 2017).
My company Larchwood care value is compassion, respect, dignity and choice which are the essential foundation stones to their approach to customers. As a senior carer to residential customers at Larchwood care, I have found human relations theory to be suitable with my role as the theory describes the importance of paying attention to co-workers in order to get them motivated.                                                                                                                                                                                                                                   

[bookmark: _Toc522967190]2.3 Values
Values are the representation of the basic beliefs that “a certain method of conduct or end-state of existence is individually or generally preferred to an opposite or reverse method of conduct or end-state of existence (Lussier, 1993).” They encompass a component related to judgement in that the ideas of the individuals are carried as in what has the rightness, goodness and desirability. The values comprise of the content and intensity factors (Lussier, 1993). The content factor states that the approach of conduct or end-state of existence is significant and the intensity factor specify how significant it is. The value of an individual is ranked in the intensity term and then the value system of that individual is obtained. All individual possesses a hierarchical value which is the formation of the value system, and thus individual behaviour and attitude is influenced by it. Values are inclined to be steady and enduring. Majority of the values are shaped in the initial years with the inputs from parents, teachers, friends, and others (Bassett, 1994). In childhood, the desirability or undesirability of the specific outcomes and behaviours are communicated. The aspect of the absolute or “black-or-white” learning of values results in the stability and endurance of the values. Values have a great significance in the study of workplace behaviour because the basic foundation of understanding the motivations and attitude is laid down by them and individual’s perceptions are influenced. While entering into the organization individual possess few preconceived concepts like what “should” and what “should not” to be. Obviously, these concepts are also not free from the values. On the other hand, they encompass explanations of rightness and wrongness. Moreover, it is also implied that specific behaviours or attitudes are chosen over others. Thus, the fairness and rationale are clouded by values (Bassett, 1994).                     
[bookmark: _Toc522967191]2.4 Attitudes 
Attitudes are also considered as the evaluation of the statements (favourable or unfavourable) which are concerned with the objects, individuals or events. They are the reflection of the feelings of someone towards something.  Values and attitudes are not same but have an interrelation. This can be seen by looking at attitudinal factors such as: cognition, affect, and behaviour. The faith on the fact that "discriminating is wrong" is statement of value. This view is the mental element of an attitude (Brown, 1999). The stage for the complex part of the attitude is set out by it and is an effective element. Affect is the emotive or sensational part of the attitude and has the reflection in the statement. The factor of behaviour of the attitude is referred to as the intentions of behaving in a specified manner towards someone or something. An attitude encompasses 3 factors which are: cognition, affect, and behaviour which helps to understand the complex and the potential relations among attitude and behaviours. However, for the sake of clarity, it must be kept in mind that attitude basically is referred to the affect part of the 3 factors (Brown, 1999). Just like values, the attitudes are gained from parents, teachers, and friends. People are born with specifically inherited dispositions. Thus, in the initial years, individual attitudes are modelled after the people which individual have admiration, respect, and even fright. The behaviour of family and friends are observed by individuals, and thus their attitudes and behaviour are shaped and aligned towards them. The attitude of the famous people is also imitated by the individuals those they have the admiration and respect for. In divergence to values, attitude does not have stability (Lussier, 1993). The message of advertising, for instance, tries to change people’s attitudes towards a specific product or a service: If the individuals at certain brand may get customers to embrace a positive feeling towards their cars, this attitude may result in the desired behaviour to buy its product. In an organisation, an attitude has the significance as they affect job behaviour. If employees have a belief, for e.g., that managers, auditors, superiors, and time-and-motion engineers conspire for the workers to work harder for the similar or lesser amount of money, then the sense is made in understanding of how the formation of the attitude was done, the relation for exact behaviour of job, and how the change can happen (Robbins et al., 1996).  
Thousands of attitudes can be possessed by the individuals; however, workplace behaviour may focus in attracting individual attention in a very restricted number of attitudes related to jobs. These job-related attitudes result in the evaluation of the positive or negative factors of the workers towards the work environment (Maltby & Macaskill, 2010). Majority of research is mostly concerned with three attitudes: job satisfaction, job involvement, and organizational commitment. Job satisfaction is referred to as the normal attitude of the individual regarding his or her job. When an individual has a higher degree of satisfaction for a job then the positive attitude is formed, whereas an individual with greater dissatisfaction towards his job may have a negative attitude for his job. When the attitude of workers is talked about then the majority of the time it is referred to as job satisfaction. The main reason is that the researchers of workplace behaviour have laid a great emphasis on job satisfaction (Brown, 1999).
Job involvement has recently been added in the literature of organizational behaviour. Whereas there is not a universal definition of this term, however, the appropriate one is that job involvement helps to measure the degree to which an individual recognizes psychosomatically with his job and contemplates his perceived level of the performance to self-worth. The workers who have a high degree of job involvement possess a strong identification and care about the type of work done by them. When the job involvement is high then it has been seen that it led to reducing the absenteeism and rate of resignation (Robbins et al., 1996).
The third component of the job attitude is an organisational commitment, which is referred to the state of the identification of the worker with the specific company and its objectives and has a will for the maintenance of the association in the company. Thus, the high job involvement is referred to the identification with one's certain job, whereas the high organisational commitment refers to the identification with one's company the individual is employed with (Lussier, 1993). In terms of job involvement, the research has stated the adverse relations among organisational commitment, absenteeism, and turnover. Studies have demonstrated that a person's degree of organisational commitment is an effective evaluation of turnover. Perhaps Organisational commitment is a better conjecturer as it is a more worldwide and lasting response to the entire company than the job satisfaction. A worker may have the dissatisfaction for his particular job and might think it a provisional state yet may not have that dissatisfaction for a company (Brown, 1999).
[bookmark: _Toc522967192]2.5 Beliefs
Beliefs stem from experiences witnessed in the real world but very often most individuals forget such original experience may not resemble the same with is the current state of life. A person's belief and value system influence the quality of relationships and work responsibilities because what one believes is usually what he or she experience. Many individuals tend to perceive that an individual belief system is mostly based on facts and reality, whereas what is true is just the opposite as it is one’s beliefs which govern an individual’s experiences (Maltby & Macaskill, 2010).
The belief system that an individual uphold is the crucial part of one's identity. Such a belief system can be religious, moral and cultural. Beliefs system are precious as they reflect the nature of one character and existence and one live his or her lives.
As a supervisor or care worker within a community services sector, there may be pre-existing beliefs which could be linked with stereotyping on the basis of sexuality, independence, alcohol, disabilities, health or drug use, ageing (Maltby & Macaskill, 2010).
These stereotypes belief could impact the way of interaction, work and behaviour with clients Due to very assumptions regarding what clients can do or cannot do for themselves (Maltby & Macaskill, 2010).
[bookmark: _Toc522967193]3 Development of Workplace Thinking: Theoretical Model Part Two
[bookmark: _Toc522967194]3.1 Scientific Management 
Frederick Taylor is regarded as the father of scientific management and most of his works are supported by several management researchers such as Henry Gantt, Lillian Gilberth, Harrington Emerson and Frank. Most disciplines upon which Taylor has worked became popular and accepted by people.  Scientific management approach refers to practices and principles that span from the efforts made by Frederick Taylor along with his close associates who were mostly concerned with a characteristic such as systematization and efficiency within management. Basic principles of scientific management areas:     firstly, the job of every person categorized in various parts. It must be determined what the scientific way of performing each category is.   Secondly, there must be a scientific selection of the worker and proper training must be given to them and thirdly a well coordinative environment between employees and management results in the effective performance of tasks.   Finally, the labour division between employees and management must also be there. Managers must be looking after the supervision and developing the work-related instructions and design (Lussier, 1993).  There must be free for the employees to perform their tasks. Therefore, a rational framework is provided by scientific management so that the problems can be analysed. Scientific management encompasses the definition of the problems, gather the information, analysis of the information, evaluation of various alternatives and then select the best among them. The underlying belief of scientific management is providing a method for improving the efficiency of work. Rather than abandoning responsibilities related to the establishment of standards, managers can scientifically analyse all related aspects of operations so a logical and rational standard can be developed.  As per scientific management, the management should not have the complete reliance over trial & error but must adopt the detailed process of logically evaluating the scientific ways to solve the business issues (Lussier, 1993). 
[bookmark: _Toc522967195]3.2 System Theory
The system refers to a unit comprising of various co-dependent factors which interact for the formation of the working organism.  A company, human bodies, or flowers or the trees are the instances of the system (all the things are a system).  ‘Interdependent parts' this phrase is highly significant which implies that the managers must not think for a single cause of the problem. The system may be open or close.  The open system has the interaction with the environment (Lussier, 1993).  The biological, human as well as social systems are open systems whereas various physical and mechanical are considered to be a closed system. Traditionally theoreticians viewed organizations as closed systems but as per the contemporary outlook, these must be considered an open system because of the consistent communication with the environment. Thus, organization is referred to as the open system with consistent interaction with environmental factors like consumers, suppliers and other authorities.  These factors influence the policies and procedures of the organization. There are two parts as far as the system theory is concerned and open system is the first one.  The latter part is an influence of change within a company and changes of one aspect influence other factors of the company. This interdependence results in increasing the complications of the job of managers.    An open system has previous and absorptive and limits. These have the flexibility to be changed depends upon the activities. Management plays a role in linking the numerous subsystems with the company's major system. Each organizational system consists of data, material energy (Lussier, 1993). There is the conversion of these inputs into outcomes which are referred to as goods, services, and contentment in Company.   This procedure is referred to as ‘throughput'.   This procedure of changes is synergistic. Thus, it can be said that interrelated factors tend to have better productivity when they work in a collaborative and interactive manner instead of isolation. A system makes the adjustments as per the fluctuating circumstances of the environment. It controls on its processes by feedback.  In order to perform this function, there must be a proper flow to the Information to the right people.
[bookmark: _Toc522967196]3.3 Bureaucratic management theory 
The theory of Bureaucracy was given by Max Weber, consisted of two factors, i.e. organizing the hierarchical structure of the company and consists of the clear rules which help in governing the company as well as the employees. Max Weber was a German sociologist who postulated the theory for the operation of the company in an efficient manner and it was called the Bureaucratic management theory or Weberian bureaucracy. Weber's theory has been often called a misrepresentation of contemporary bureaucracy with the weaknesses.  Bureaucratic management has laid the emphasis on operating in a logical manner rather than adopting the "subjective impulses" or illogical sentiments and intentions of individuals. Weber originated various factors of bureaucracies which may efficiently influence decision-making, control the resources, giving the protection to employees and achieving the company's objectives (Lussier, 1993). There were 6 principles of this theory:
Proper Division of Labour: There must be a logical and rational process of dividing the workers based on specialization and authority and responsibility must also be balanced. (Jones & George, 2009).
Chain of Command: Chain of command must be designed in a manner that there is an effective flow of the information regarding the decisions so tasks may flow efficiently from highest to lowest (Jones & George, 2009).
Separation of personal and official property: There is a clear difference between the possessions of the owners and company and they cannot be treated as same (Lussier, 1993).
Application of Consistent and Complete Rules: The organization must be governed through the set of well-defined rules. This set of rules is required to be adopted at each hierarchical level and must be pervasive (Lussier, 1993; Jones & George, 2009).
Selection and Promotion Based on Qualifications: The employees must be selected based on the factors like skills, experience, and knowledge etc. This selection must be bias-free (Lussier, 1993; Jones & George, 2009).
Training in job requirements and skills: The management and other aspects of the company are different and it is significant for the company to improve the skills of management. (Lussier, 1993).
[bookmark: _Toc522967197]3.4 Establishing Cause and Effect
An important objective of many studies is identifying causal relationships or exhibiting that a certain independent variable also referred to as a cause can impact the dependent variable also referred to as the effect.  There are three assumptions in order to establish effective and cause relationships which are:  association, non-spuriousness, and temporal precedence or time order. These assumptions are more or less familiar with most of the researchers. The first process while establishing causality is to demonstrate an association, or in layman terms to know if there exists any relationship between the dependent and the independent variable of interest.  If both the dependent and the independent variables represent a numeric scale, the relationship can be examined by calculating the effect correlation between variables and establish if one appears to influence the other.  The most common instance in the relationship between income and education, in general, may be stated as follows, individuals having more years in acquiring education are most likely to make higher incomes (Maltby & Macaskill, 2010).  The process of cross-tabulation, which performs cross-classification of the distributions involving two variables in a categorical scale, can be applied to determine the extent of association between the two variables. Once the relationship has been determined, the next attention turns towards identifying the time order of variables.  Hence, for an independent variable of interest to influence the dependent variable of interest, logic states the independent variable of interest must happen first in time or the cause should come prior to the effect.  Such time ordering can be easy while ensuring a process of experimental design (Maltby & Macaskill, 2010).
[bookmark: _Toc522967198]3.5 Techniques for comparing and evaluating alternative propositions
After alternatives have been created, the next phase in decision making or planning is making an evaluation of these alternatives. It is required to choose the best possible alternative to make the implementation. Hence, while evaluating the various alternatives; managers should compare different alternative decisions or plans. For this, the manager should consider the qualitative and quantitative factors.
Quantitative Factors: refers to those factors which are measurable numerically in terms of the numeric value of units, income in rupees, costs in rupees, age in years, etc. These quantitative aspects are tangible in form.
Qualitative Factors: are in an intangible form which includes customer satisfaction, labour quality, etc.
While evaluating possible alternatives some individuals may desire a quantitative evaluation which comes in the form of numerical data.  This may range from calculating profitability, counting events, calculating opportunity cost, Return on Investment, determining weighted averages, or even performing a conjoint analysis (Bauer, 2013). The reason for choosing this approach is because it is believed that numbers in quantitative form do not lie, and a decision can be made on the basis of the objectively rather than following a subjective approach.  However, quantitative data consist of some human aspect which may be misleading at times and can be either intentional or non-intentional.   Through the use of quantitative data, correlation can be examined, but it may hardly prove causation (Bauer, 2013).  Similarly, qualitative data might only infer causation.
Marginal Analysis: in order to evaluate alternatives, marginal analysis method can be used. The technique helps while trying to compare additional returns with additional expenses or costs incurred. Once the additional returns or revenue is found to be greater while comparing to additional costs, a firm can earn more profit by manufacturing more quantity. However, once the additional revenue is found to be less in comparison to additional costs, managers can opt to produce less to gain more profits (Bauer, 2013).
Cost-Effectiveness Analysis: Such a technique is considered to be an improvement for conventional marginal analysis. The cost-effective analysis takes into account cost-benefit analysis with a possible alternative which can provide maximum profits at a minimum level of cost selection. The cost may be calculated in terms of time, money, goodwill, risk, etc. The main focus in cost-effectiveness analysis is to deliver importance with respect to any outcomes (Bauer, 2013).
Sensitivity analysis
Sensitivity analysis is a technique based on the available alternatives to examine whether the comparison process is fine.  One instance is when managers try to adjust if weighted averages by up to +/- 10 percent in order to check that there exists a difference with respect to the outcome.  Once the outcome varies then it indicates that it is too much dependent on input data and weighting which is why the result is not a reliable and stable answer (Bauer, 2013).
[bookmark: _Toc522967199]4 Conclusion
Logic might be characterised as the science of thinking and reasoning. In any case, this isn't to propose that logic is an exact trial or observational science like material science, physics, or psychology. Inductive and deductive reasoning are two strategies for logic used to come to a conclusion based on data thought to be valid. Both are utilised as a part of research to set up theories. Deductive reasoning touches base at a particular conclusion in light of speculations. Inductive reasoning takes occasions and makes speculations. Deductive reasoning is the reasoning that includes a chain of the importance of articulations or facts. Beginning with a set of straightforward proclamations or presumptions, more perplexing articulations can be developed from the more fundamental ones. A management theory known as human relations theory started during the 1920's when the industrial revolution was taking place. During that period, the main focus for business was productivity. A renowned Professor named Elton Mayo started his experiments called the Hawthorne Studies in order to testify the need of people rather than machines for productivity (Mayo, 2014). Values are the representation of the basic beliefs that "a certain method of conduct or end-state of existence is individually or generally preferred to an opposite or reverse method of conduct or end-state of existence (Lussier, 1993). Attitudes are also considered as the evaluation of the statements (favourable or unfavourable) which are concerned with the objects, individuals or events. They are the reflection of the feelings of someone towards something. Beliefs stem from experiences witnessed in the real world but very often most individuals forget such original experience may not resemble the same with is the current state of life. A person's belief and value system influence the quality of relationships and work responsibilities because what one believes is usually what he or she experience. The theory of Bureaucracy was given by Max Weber, consisted of two factors, i.e. organizing the hierarchical structure of the company and consists of the clear rules which help in governing the company as well as the employees. 
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