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“When we are thinking critically, we are setting out actively to understand what is going on by using reasoning, evaluating evidence and thinking carefully about the process of thinking itself”. 
Tom Chatfield, Critical Thinking (2018).

[bookmark: _Toc25930349]Introduction

This report aims to identify the definitions of beliefs, values and attitudes and critically analyse the impact that they can have within a working environment, it aims to discriminate, scrutinize and define the difference between them and how they may affect the workplace. The report will also be critically assessing my personal attitudes, beliefs and values and how they influenced my work etiquette and the workplace environments I have worked within. There will also be a critical assessment of a management theory that is apposite to a role that I have performed within the working environment, a critical analysis of the theory using a current relevant critical thinking model, including the pros and cons associated with the management theory aforementioned. The report will also contain an argument created in aims to find out whether the claim that; the beliefs, values and attitudes of a manager can impose on the management theory they choose to advocate within their job role, analyse and evaluate the impact it can have both detrimental and innovating and whether it is still relevant in today’s modern workplace environments. I will also be making relevant suggestions and recommendations on the theory.
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In life we often come across the words; beliefs, values and attitudes, upon listening to our peers we may find that ours vary or indeed match some of the components they mention, as such we find that beliefs, values and attitudes have a different meaning and/or concept to each individual. 
Beliefs according to Shermer (2011), are a variable of emotional, subjective and personal opinions that have been indoctrinated into us without the need of reliable evidence to formulate its truth, this can be introduced by family, friends, religion, science, maths and even society. These beliefs then manifest themselves into our consciousness and influence our everyday. If they are challenged, we then go on to defend these beliefs by trying to rationalize them with same opinionated intellectual explanations and arguments in support of the belief in question, factual evidence is not necessarily needed in order to form beliefs. 
A value, however, has been defined by Andrews and De Silva (2009), as a the worth that we invest in and attach to something, this could be moral, person an item or even a notion. 
For example, someone who grew up impoverished but in a loving and warm home, may value family over monetary gains. On the other hand, someone who has had the privilege of attending a boarding school may value a good education over family values or humour in a person. This being said our values are still influenced by our communities, religions and beliefs much like our beliefs but easier to rationalize.
Attitudes are made up of a few contributing factors, such as our beliefs, feelings and values, however, the behaviours we display because of these attributes towards a specific person, social group, events or objects, is how our attitude are revealed. Attitudes can increase in importance if there is a level self-gain involved, if held by a group of people the attitude can strengthen in a person in order to fit in their social group (McLeod, 2018). 
It is said that the contribution of all three factors are seen to hold and unquestionable influence on the role in progression and behaviours within humans, collectively they are known as “culture” (Porter, 2011).
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In order to understand how our beliefs, attitudes and values can impact our work environment, we must first understand the workplace environment as a whole.
Most organisations have a principle set of values and beliefs, these principles then make up their code of conduct and ethics, which can be seen via the organisation’s employees and the workplace culture which is made up thereof. We as the employees rely on the organisational values and code of conduct to help us make the correct decisions when it comes to workplace practice and ensure a positive and great attitude towards it. 
The personality of a work environment is set by its workplace culture, workplace culture is the atmosphere which has been created by employees within that company, it is made up of a variety of components which had already been instilled within the company, such as, its ethics, values, expectations and beliefs (Doyle,2019).
This being said, we can see why companies seek out to hire employees who they believe will fit in with their companies’ beliefs and values structure. Zidle, 2013, list “The company culture fit” in her top three attributes of a candidate, she specifically expresses the need to ensure that an employee’s personal beliefs and values are in line with those of the companies, she assess them as a qualification alongside their skill and experience.
For instance, Google, Google are a multibillion dollar organisation yet they have a laid back approach when it comes to their work place etiquette, they believe that their staff do not need to be sat at the desk in order to produce their best work, they have a very fun and relaxed attituded when it comes to work attire, they do not believe that a uniform is necessarily important, as clothes and materialism do not define a person, contrary to many  factories, Google believe there are multiple ways in which to innovate and inspire their staff, their approach leaves room for employees to go out and explore different techniques and ideas, even structures that are not enforced by Google themselves in order to come to their own conclusions, this allows employees at Google to create more effective and efficient work practices within their organisation, (Google.com,2019). This specific example of workplace culture may seem ideal to many candidates looking to work within one of the most competitive companies in the world, however, in a company that requires nothing less than one hundred percent in every aspect of your work, every single day without slacking once, to eat, breath and live Google and its push towards modern technological advancements (Edwards, 2017. Business Insider), someone who values family time, privacy and job that starts and ends the same time each day ensuring structure, would not be ideal, their values could compromise the integrity of the team, due to the value they have placed on their family commitments, they could potentially be more willing to abandon work activities for home activities, their need for structure could make them less available to team mates who are use to 24 hour contact with one another and their need for privacy would be tested as Google like to be involved in all aspects of their employees lives. This is not to say that the individual will not still produce outstanding work, they will however sooner or later create an unwelcoming atmosphere within the work environment due to the clash in priorities and could potentially impact the overall level of performance. The benefits of their work do not out-weigh the need of the team/company they are working for.
There is a numerical amount of reasons as to why this could upset the atmosphere of the group/workplaces. Yet the main factors behind it all are simple, their personal beliefs and values are not in alignment with those of the company and therefor their work ethics are not the same leading to a negative attitude. If the employee is not a contributing factor to the company achieving their goals and vision, then they are a hinderance. 
Hiring a candidate whose personal beliefs, values and attitudes are not a fit for the company can ultimately lead to a decrease in staff moral and work gratification, impact work quality and quantity, create an undesirable work atmosphere and potentially lead to extra cost incurred due to an increase in staff turn-over (Gleeson,2017).

[bookmark: _Toc25930352]Management theories used within the workplace.

For this part of the report, I will be examining the management theory most relevant to my current job role, then I will critically analysing both its strengths and weakness when applied in the modern day work environment, in order to do this I will be using Pearson’s RED thinking model, which is both relevant and a critical thinking model.

[bookmark: _Toc25930353]What are management theories?

In order to understand what management theories are, we must first have establish a clear understanding of what exactly management is, management in accordance to Dr. Yasin Olum (2014), should be seen as an art, or a science that has the benefit of utilizing people in order to attain our goals, he says that the concept of management can be interpreted as directly “looking over” someone or something, in order to boost productivity and sustain continued improvements to the organisation. 
Management theories are the modernised versions on management strategies, they have been developed in order to use the management approaches already established within society since the surge in human capital at the start of the industrial revolution (CFI, 2019). They usually consist of similar strategies and framework, tried and tested within organisations.
An example of a management theory is Henri Fayol’s administrative science theory, he thought that management should be based on his 6 activities of industry; the technical side, the commercial side one dedicated to finance another to security, the side for accounting and finally the managerial side of things, this is the side we will be focusing, he broke it down into smaller sections, which were then used to create what he believed to be five just principles (Lyon,2017):
To plan- he believed that managers had to be able to forecast in order to chart where the company was going. 
To be organised – a manager must be able to not only select the best people but also be able to coordinate them appropriately.
To be commanding - a manager must be able to see how everything is running, to retain their leadership status, yet not get involved with the intricacies. 
To coordinate - a manager must ensure that all departments run harmoniously, he must be able to facilitate the needs of the workers. And finally, a manager must be able to control his environment- managers must ensure that there is conformity amongst its workforce, it must be able to control the work quality and the revenue of their department.
He then broke them down into management principles, they consist of 14 specific fields each designed to break down the science of his theory, for example, unity of command, which meant that the workers would only receive their orders from on supervisor, in order to stop confusion. Order, which was used to deploy the correct worker for the job then train them up and make them better at it, so as to have efficient social harmony and final example initiative, they should inspire their workers in order to harness better work quality.
These rules where not to be made iron clad proof, they were seen to be flexible varying upon the circumstances surround the event that the manager was dealing with at the time (Fayol, 2016).
Henri Fayol’s management theory can be seen used within many organizations and companies today, McDonalds for instance use this concept, they have many levels of management depending on the area that needs managing.
For example in their restaurants they have customer experience leaders, in charge of making sure the customers are happy whilst on the restaurant floor, this position offers opportunities to train and gain a qualification level 2 in customer services, in keeping with Fayol’s philosophy of training the best staff to be better, then they have the customer care assistant, who clears the trays and ensure the customer receives their orders and anything else that is required, on the same level there are the crew members, they are in charge of making the food, taking orders and serving the tills and occasional restaurant floor duties, all those positions have very little managerial training or knowledge, however have a lot of labour knowledge and are trained in order to perfect it. The manager at a McDonalds restaurant will have knowledge of all their roles and will oversee them, they will be in charge of maintenance, recruitment and stock as well as all other aspects of the restaurant, but will only get involved in the details if a manager is required (McDonalds.com, 2019). They run their organization using the same concept Fayol symbolized as his 6 activities of industry. 
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(Lyons, 2017)
If we modernise the positions on the figure, workman to floor staff, head of shop to supervisor and leave manger how it is, we can see that with a few personalised adjustments, that McDonalds still use a management theory successfully to this day.
The current job role I have is also in the restaurant field, however it is not a large corporation, it is an independent restaurant. My job role is that of a Waitress/Bartender. The company I work for have adopted the theory of Frederick Taylor also known as Taylorism. 
Taylorism is defined as “System of scientific management”(Britannica.com, 2019), Taylor believed that the best way to manage workers was to figure out the best way to do the job of the worker, to ensure they were provided with sufficient training and the correct tools, he believed that incentives including those in the form of money, were good motivators for workers and created a better work quality and quantity. He tactfully broke down each workers job role into singular movements, he then would analyse the movements in order to time and figure out which motions were needed in order to perform the task. He would remove the unnecessary movement, be it a task, a worker or a motion, enabling the worker to perform consistent with a machine and improve overall productivity (Lyons, 2016). 
I came to identify Taylorism as the management theory practiced within my work environment by means of deduction, I critically analysed the ways in which the management conducted themselves and the practices they instilled on their staff, for example the company had a clear command chain, a hierarchy that consists of the staff (waitresses, bartenders and food/drinks runners), who were supervised floor supervisors, they took orders from the manager, who in turn was led by the general manager ,the managers were the ones orchestrating ideas and new work practices and incentives only the general manager had access to the owners of the business. This structure of clear order is one of the principles that Taylor preached, he believed that workers were there to do the work and that it was the role of the managers to come up with new steps to make the workers more efficient. Another indicator was that of how our roles were performed, we would often be asked to change the way in which we fulfilled our roles, bartenders were discouraged from using their previous training in cocktails, as management had their own tried and tested instructions, which were more cost effective and easier to perform, waitresses were briefed on how they were to greet customers, serve them and upsell special items on the menu. They also played a role in preparing the glass wear for their orders on a tray, ready for the bartenders, this way the waitresses would know what drinks would take longer to prepare after every order, based on the glass wear that was available. They were also very strict on how the tables were set, it was known as “mise en please” we were required to remove all cutlery that was not formally used for their meal, this saved on customers using extra cutlery and conforming to the designated cutlery for their meals. These acts all very closely resemble Taylors claim, that there was one way in which to perform a job, they also align with his belief in incentives, as waitresses were often awarded cash prizes for selling the most of specific item set by management.  
By using RED critical thinking model, I was then able to evaluate Taylors theory and determine whether it is still relevant today. Pearson’s RED critical thinking model enable a person to follow a successful framework which prompts them to think over their thinking process. Pearson’s model is based upon three critical thinking points. The three points flow together yet are equally as important on its own.
The first point is to recognize the assumption, we must recognise the assumption being made, we cannot merely take for granted what is being said to us, if we do not have sufficient evidence to warrant it, by taking note of assumptions we are able to figure out where information is missing, if any, and use logic when observing it. This entitles us to view the assumption from a different perspective, which is important in order not to create bias.
Then to evaluate, this is essential to any argument, we must learn to analyse each piece of information impartially and truthfully, we must question the proof given and understand how someone’s emotions can influence their argument and how not to let this sway us.
Then we must draw a conclusion, being able to take various pieces of information provided and to come to a conclusion based solely on that evidence, is how we draw conclusions, you must not make generalisations which reach further than the information provided, however if new evidence is then added on in the future, you are entitled to change your opinion (TalentLense.com, 2019)
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(TalentLense.com, 2019)
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Taylorism can be seen used all over the world, it is practiced in many companies and businesses and is one of the most widely used and adapted management theory models today (getsling.com, 2019).
If we recognise some of the assumptions made about Taylorism, we can see how despite the science behind the theory, its structure is not as relevant in today’s society as people may think. 
Looking into the origins of Taylorism, we can see how the need for such a strategy were circumstantial. At the beginning of the twentieth century, the United States of America had just been through its second industrial revolution, the country had a mass of labourers who needed direction. Fredrick W. Taylor who had a background in engineering, believed that every job could be analysed and its motions studied in order to deliberate the best way to conduct the work, this was done scientifically, documented and then taught to others, this was part of his “Motion and Time studies”. 
The assumption made here is that every job has only one correct way of being fulfilled. Taylor spent a lot of time breaking down the individual components in order to save time and create more efficient workers (Boyd, anon), he also stated that the ideas and visions should come from managers not the work force as the managers hired to be the visionaries and the workforce the means to reaching it, however, his “one best way” and idea of a closed minded workforce is out-dated and not always the best approach when managing people.  His theory may have been relevant to the labourers in the early twentieth century as the jobs were mainly in factories, where speed and efficiency are needed to produce the best quality work in the least amount of time. However in today’s modern work place, factory line co-ordination is not the most desirable option, even for many factories, such as Amazon, who hire leaders and encourage innovators to voice their opinions and ideas within the company, be it the ground worker or the cleaner, they value the opinions of all their staff (Amazon.com, 2019). The initial reasoning behind Taylors measures are no longer as valid in many modern organizations. 
“Employees in 2019 tend to enjoy authentic managers who value them as people and professionals, whereas some of the original management theories didn't value kindness or work-life balance.” (business.com, 2019).


The third assumption made about Taylorism and its theory, is the differential piece-work plan, this was the act of making deductions from worker’s wages for a number of things, including; mistakes made at work, tardiness, a drop in productivity and more, it also allowed for an increase in wages depending on the productivity of the worker. At the beginning of the twentieth century, the laws were not as strict in regards to fair wages and as employee protective, living cost and laws do not allow such laxed practices, the governments have laws in place which do not permit the decrease in wages due to lack of productivity and mistakes (Peninsula, 2019). 
Although, the concept of incentives in order to motivate staff and the idea to help them reach their fuller potential via training, is still used with in many organisations world-wide, in todays organizations workers are offered the opportunity to develop their skills (University of York, 2019).  And other jobs offer incentive such as commission on top of their wages for hitting targets and exceed work expectations (Chron, 2019).
To draw a conclusion on the relevance of Frederick Taylor’s management theory and how it upholds in modern society, I would have to say that the evidence which has been presented shows both arguments in favour of his theory and that of those opposed to his management theory, yet most are in against his strict scientific management theory.
A lot is based on the definition of his term, the “worker” in modern society in now entitled to benefits and fair pay amongst contractual agreement, the term worker carries with it right and benefits that were not accounted for in the twentieth century. The concept of incentive yet still widely used is also an adaptation on Taylorism, showing that businesses choose which aspects to follow rather than then entire guide, as man is no longer just motivated by monetary enticements, and the managers taking full creative control over the workforce and being the only idea generator, again is not a concept that is now so easily accepted, as more staff fear becoming systematically programmed and losing their own sense of self-creativity within the workplace.(D, Zuluaga. 2017).
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Keeping in mind the definitions that were given earlier in this report on beliefs and values, in addition to valid evidence using Toulmin model of arguments, I will know provide both personal and sourced evidence in favour of the argument, which is that; 
The personal values and beliefs of a manager can influence the choice of management theory that they chose to practice.
The best work is completed when employees are able to get outside their comfort zones and create something entirely unique. However, if you're running your company like a tight-knit, operational machine, it doesn't leave much room for creativity.   
                        Young Entrepreneur Council, 2018

[bookmark: _Toc25930359]Toulmin model of argument

The Toulmin model of argument consists of six major points, when followed allows the writer to present a well-structured argument, he believed that well founded and represented argument would usually consist of the following:
The claim, which is the declaration that is being made.
The grounds, which is the prejudice in favour of your argument, this part is used to sway the audience with research and data in the claims benefit.   
The warrant, this is the theoretical statement that will create a link between the statement and argument.
The rebuttal, this is the evidence that is trying to counter claim your argument
The backing, this is the evidence that is supposed to give ground to your argument.
The qualifier, this is where you give either the limitations or extensions of the evidence.
The aim when using this technique, is not to win, however, designed to arrive as close to a convincing explanation (Toulmin’s model of argument, anon).
[image: ]
(Moodle, Toulmin’s Model of Argument)

A manager’s values and beliefs can impact the management theory that they chose to uphold at work.

When an organisation elects its leaders, they do so with the belief that they will practice the company’s theory and instil the company’s beliefs and values in the staff. They train them up to managers in order to further make progress towards their ultimate goals.
With the vigorous vetting of candidates who apply and the various strategies used by companies, to ensure that they hire the right person not only to fulfil the task but suit the job role and match the companies ethics, environment and culture (Forbes, 2015). One can assume that all the time and resources put into finding the most suitable candidate, would mean the candidate would naturally  follow the constructs of the company and its value and belief system, however, management theories that were created in the 19th and early twentieth century, based on relational interactions, would in fact lead to further development in human resources as times advanced, meaning that managers would be given more accountability and in some companies unwilling creative freedom, therefor unintentionally blurring lines between personal and company beliefs and values in order to find the best way in which to make employees comply( CFI, 2019). This has led to a lot of managers adapting their own theories based on their own beliefs and values, choosing techniques and a  selecting employees in hopes of a workforce more familiar and pliable to their adaptations, for example a manager who has deep rooted beliefs in tradition and values family and finances, can sometimes see them taking on less desirable tactics, such as nepotism.
Within the catering business, personally I have witnessed the personal beliefs and values impact the managerial theory they have chosen to use, from being a waitress/bartender in a company that had adopted Taylorism in their favour, my manager had on many occasions made the choice to allow their judgement to be swayed by their personal beliefs. “Nepotism”, which is the act of having on or many favourite staff members who are privileged with extra benefits, favouritism, and/or the act of hiring family members or friends due to loyalty and/or favouritism (Cambridge.com),is something that Taylor was not in favour of, yet within my own workspace, which had adapted his theory, I had witnessed this on occasions. This act is not as rare as it should be in a world where substantial amounts of money and hours of training go into hiring the best person for the job, however, shoutout.org (2017), report that 7 out of every ten youngsters use family or friends in order to get a job. Making it harder for school/college/university students to secure valid work experience, therefore lowering the chances of employment once they have finished education, due to lack of work experience.
Although managers may allow their beliefs and vales to manipulate the type of management theory they practice, in the case of nepotism, it may not always be to the disadvantage of the company, small businesses and those that are family-owned can thrive of such practices (References for business, 2019), practices adapted by managers who allowed their own beliefs and values to impact the management theories they select. 
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