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[bookmark: _Toc225101048]1.Introduction
Critical thinking is widely recognised as an essential competency in modern workplaces. In an increasingly complex, fast-paced, and information-rich environment, employees and leaders must evaluate evidence, question assumptions, and make reasoned decisions. However, critical thinking does not occur in isolation. It is deeply influenced by individuals’ beliefs, attitudes, and values, as well as organisational culture and management practices.
This report explores critical thinking in the workplace through multiple theoretical lenses. It examines how personal and organisational factors shape thinking processes and decision-making. It also integrates three major frameworks—Bloom’s Taxonomy, Krathwohl’s Affective Taxonomy, and the RED Model of critical thinking—to provide a structured understanding of how cognitive and emotional dimensions interact. Additionally, the report considers various management theories and their relationship to fostering or inhibiting critical thinking in organisational settings.
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Critical thinking refers to the ability to objectively examine information, consider multiple viewpoints, and reach well-reasoned conclusions. Within the workplace, it involves challenging assumptions, recognising bias, solving problems, and making decisions grounded in evidence rather than relying solely on intuition.
Individuals who think critically typically display key qualities such as open-mindedness, strong analytical skills, logical reasoning, reflective judgement, and a readiness to question established practices.
In organisational settings, critical thinking enhances decision-making, supports innovation, improves risk management, and promotes ethical behaviour. However, it is not purely a cognitive ability; it is also influenced by emotional and social factors, including an individual’s beliefs, attitudes, and values.
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Beliefs, attitudes, and values are key concepts in organisational behaviour and psychology, shaping how employees interpret and respond to workplace experiences. Together, they form the cognitive and emotional framework that influences behaviour and decision-making.
Beliefs are assumptions or convictions about how the workplace operates. For instance, an employee may believe that teamwork enhances productivity or that transparent leadership builds trust (Robbins and Judge, 2022). Such beliefs influence expectations and shape how workplace situations are understood. They can support critical thinking when they promote evidence and rationality, but rigid or unexamined beliefs may lead to bias and flawed judgement.
Attitudes are learned tendencies to respond positively or negatively toward people, situations, or ideas (Mullins and Christy, 2016). In the workplace, attitudes affect motivation, engagement, and collaboration. A positive attitude towards learning encourages individuals to question assumptions and seek improvement, whereas negative attitudes—such as resistance to change or defensiveness—can restrict critical thinking and openness to feedback.
Values are deeply held principles that guide behaviour and decision-making (Armstrong and Taylor, 2023). Values such as integrity, fairness, and accountability underpin ethical conduct and support balanced, objective thinking. For example, valuing honesty promotes truthful evaluation of information, while a commitment to fairness encourages consideration of diverse perspectives.
Overall, beliefs, attitudes, and values form the affective foundation of critical thinking. They influence not only how individuals process information, but also their willingness to engage in reflective and analytical thinking.
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Beliefs play a central role in shaping how individuals interpret workplace experiences and respond to organisational expectations. My own behaviour at work is influenced by key beliefs related to professionalism, teamwork, and responsibility.
One of my core beliefs is that effective collaboration improves performance and problem-solving. This encourages me to actively contribute to team discussions, share information openly, and seek input from colleagues when addressing challenges. Research suggests that collaborative environments support organisational learning and innovation (West, 2012). However, this belief can also present difficulties in more hierarchical organisations, where there may be an expectation for quick, individual decision-making. This highlights how personal beliefs can sometimes conflict with organisational structures.
Another important belief is the value of accountability. I believe that employees should take responsibility for their actions and maintain high professional standards. Accountability is widely recognised as essential for building trust and supporting organisational performance (Armstrong and Taylor, 2023). While this belief promotes reliability, it can also create pressure, as individuals may find it difficult to delegate tasks or ask for support, potentially increasing stress.
I am also strongly influenced by a belief in ethical conduct. This shapes how I approach workplace decisions and respond to challenges, reinforcing my commitment to professional standards and organisational policies (Trevino and Nelson, 2021). Although these beliefs support positive behaviour, they require balance and adaptability within different organisational contexts.
In my role as a hairdresser, personal beliefs are particularly significant. One of my strongest beliefs is that building trust with clients is essential for long-term success. As a result, I prioritise active listening during consultations, asking detailed questions to fully understand clients’ expectations. This helps reduce misunderstandings and improve overall satisfaction. Research indicates that effective communication enhances trust and customer loyalty (West, 2012), demonstrating how this belief directly shapes my interactions.
Another key belief is the importance of continuous professional development. Given the fast-paced nature of the hairdressing industry, I believe it is essential to stay updated with new techniques, trends, and products. Consequently, I seek out learning opportunities, attend training sessions, and observe experienced colleagues. This reflects the idea that a commitment to development encourages proactive workplace behaviour (Armstrong and Taylor, 2023).
However, personal beliefs can also create challenges. For instance, my strong commitment to delivering high-quality results motivates me to maintain high standards, but it can also lead to pressure when working under time constraints in busy salon environments. Overall, this highlights the importance of balancing personal beliefs with flexibility and self-awareness in professional practice.
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[bookmark: _Toc225101053]5.1 Blooms taxonomy
Bloom’s Taxonomy and Cognitive Development
Bloom’s Taxonomy presents a hierarchical framework of cognitive skills, progressing from basic knowledge acquisition to advanced levels of thinking. It is a useful tool for understanding how critical thinking develops and is applied within the workplace.
The six levels of the taxonomy are:
1. Remembering – recalling facts and information 
2. Understanding – explaining and interpreting ideas 
3. Applying – using knowledge in practical contexts 
4. Analysing – breaking information into components to examine relationships 
5. Evaluating – making informed judgments based on criteria 
6. Creating – generating new ideas or solutions 
Critical thinking is most evident at the higher levels—analysis, evaluation, and creation—where individuals engage in deeper reasoning and problem-solving. In workplace settings, employees are expected to progress beyond basic understanding to analysing complex issues and developing innovative solutions.
For example, a junior employee may focus on remembering procedures, while a more experienced employee applies and analyses them. In contrast, a manager is more likely to evaluate outcomes and develop new strategies.
Organisations that support progression through these levels are better positioned to cultivate a strong culture of critical thinking.

[bookmark: _Toc225101054]5.2 Krathwohls taxonomy
Krathwohl’s Affective Taxonomy and Emotional Engagement
While Bloom’s Taxonomy focuses on cognitive skills, Krathwohl’s Affective Taxonomy emphasises the emotional and value-based aspects of learning. It explains how individuals develop attitudes and internalise values that influence their behaviour in the workplace.
The five levels of Krathwohl’s Taxonomy are:
1. Receiving – being open to or aware of new information 
2. Responding – actively engaging or reacting to ideas 
3. Valuing – recognising the importance of certain beliefs or behaviours 
4. Organising – integrating values into a consistent framework 
5. Characterising – consistently acting in line with internalised values 
This model is highly relevant to critical thinking, as it highlights the role of motivation and emotional engagement. For instance, an employee must first be willing to consider new ideas (receiving), then actively engage with them (responding). Over time, they may come to value critical thinking (valuing), eventually incorporating it into their professional identity (characterising).
Without this affective development, cognitive ability alone is not enough. Individuals may possess the skills required for critical thinking but lack the motivation or willingness to apply them effectively.
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The RED Model of Critical Thinking
The RED Model, developed by Watson-Glaser, offers a practical framework for applying critical thinking in real-world situations. It is based on three key stages:
· Recognise assumptions 
· Evaluate arguments 
· Draw conclusions 
Recognising assumptions involves identifying underlying beliefs or unstated ideas that may influence thinking. In the workplace, unexamined assumptions can lead to errors. For example, assuming that a drop in sales is caused by poor employee performance—without analysing relevant data—may result in misguided decisions.
Evaluating arguments requires assessing the quality and reliability of evidence. This includes distinguishing between strong and weak arguments, identifying logical flaws, and considering alternative perspectives before forming a judgement.
Drawing conclusions is the final stage, where decisions are made based on careful analysis of evidence. Effective critical thinkers avoid making quick judgments and instead ensure their conclusions are well-reasoned and supported by facts.
Overall, the RED Model is particularly valuable in organisational settings as it provides a clear and structured approach to effective decision-making.
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[bookmark: _Toc225101057]Bias and Its Impact on Workplace Decision-Making
Bias plays a far greater role in workplace decisions than is often recognised. Even when individuals believe they are acting objectively, unconscious thought patterns can shape how information is interpreted, how people are evaluated, and the decisions ultimately made. Understanding bias and its effects is therefore essential for developing strong critical thinking skills within organisations.
Bias refers to a tendency to favour certain perspectives, often without conscious awareness. In workplace settings, it can influence managerial evaluations, team problem-solving, and strategic decision-making. While bias is a natural part of human cognition and is not always intentional or negative, left unchecked it can result in poor decisions, unfair outcomes, and diminished organisational effectiveness.
Common Types of Workplace Bias
· Confirmation Bias: The tendency to interpret information in a way that supports existing beliefs.
Example: A manager who believes an employee is underperforming may focus only on mistakes, ignoring successes.
Impact: Limits critical thinking, reinforces incorrect assumptions, and leads to unfair evaluations. 
· Anchoring Bias: Overreliance on the first piece of information encountered.
Example: During recruitment, an interviewer forms an initial impression and bases the entire assessment on it.
Impact: Reduces objectivity, prevents full evaluation, and encourages premature conclusions. 
· Halo and Horns Effect: Overall judgement is influenced by a single positive (halo) or negative (horns) trait.
Example: Assuming a punctual employee is competent in all areas.
Impact: Distorts performance assessments and may result in favouritism or unjust criticism. 
· Stereotyping: Making assumptions about individuals based on group characteristics such as gender, age, or background.
Impact: Limits diversity and inclusion, restricts opportunities, and undermines fair decision-making. 
· Overconfidence Bias: Overestimating one’s knowledge or abilities.
Impact: Poor risk assessment, resistance to feedback, and increased likelihood of errors. 
· Groupthink: Prioritising harmony over critical evaluation within a team.
Impact: Suppresses dissenting opinions, reduces innovation, and can lead to poor outcomes. 
Impact of Bias on Workplace Decision-Making
1. Reduced Decision Quality: Decisions based on incomplete or distorted information compromise outcomes. 
2. Impaired Problem-Solving: Bias narrows thinking and limits exploration of alternative solutions. 
3. Inequality and Unfair Treatment: Bias in recruitment, promotions, and evaluations can create discrimination and reduce diversity. 
4. Damage to Organisational Culture: Perceived bias undermines trust, lowers morale, and increases conflict. 
5. Strategic Errors: At an organisational level, bias can result in flawed strategies, missed opportunities, and financial losses. 
Bias and Critical Thinking
Bias directly interferes with critical thinking by:
· Hindering objective analysis 
· Reinforcing unexamined assumptions 
· Limiting openness to new ideas 
This links closely to key critical thinking frameworks:
· RED Model: Bias can hide within assumptions, distort argument evaluation, and lead to flawed conclusions. 
· Bloom’s Taxonomy: Higher-level thinking (analysis and evaluation) requires objectivity to be effective. 
· Krathwohl’s Affective Domain: Open, fair attitudes are essential for reflective and ethical decision-making. 
Strategies to Reduce Bias in the Workplace
1. Awareness and Training: Educate employees about bias and its impact. 
2. Structured Decision-Making: Use frameworks like the RED Model to guide evidence-based decisions. 
3. Encourage Diverse Perspectives: Diverse teams challenge assumptions and reduce bias. 
4. Reflective Practice: Promote self-reflection to identify and correct biases. 
5. Psychological Safety: Create an environment where employees feel comfortable questioning decisions and sharing viewpoints. 
6. Data-Driven Decisions: Base decisions on objective evidence to minimise personal bias. 

Conclusion
Bias is an inherent part of human cognition, yet its effects on workplace decision-making can be profound. It can reduce decision quality, generate unfair outcomes, and harm organisational performance.
By fostering awareness, encouraging critical thinking, implementing structured decision-making processes, and promoting an inclusive culture aligned with Theory Y principles, organisations can mitigate the negative effects of bias. Addressing bias not only improves decisions but also supports a fairer, more innovative, and ultimately more successful workplace.
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Classical Management Theories
Scientific Management
Developed by Frederick Winslow Taylor
Emphasises improving productivity through scientific analysis of tasks
Introduces standardisation and specialisation
Taylor, F.W. (1911) The Principles of Scientific Management. New York: Harper & Brothers.

Administrative Management
Developed by Henri Fayol
Introduced 14 principles of management (e.g., unity of command, division of work)
Focuses on organisational structure and management roles
Fayol, H. (1949) General and Industrial Management. London: Pitman. (Original work published 1916)

Bureaucratic Management
Developed by Max Weber
Emphasises hierarchy, rules, and formal procedures
Promotes consistency and fairness
Weber, M. (1947) The Theory of Social and Economic Organization. New York: Oxford University Press.
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Different management theories shape how organisations make decisions and involve employees, influencing whether critical thinking is encouraged or constrained.
Classical Management Theory
Classical management focuses on hierarchy, efficiency, and control, with centralised decision-making led by managers. While this approach can enhance productivity, it may limit critical thinking by discouraging questioning and independent analysis.
Human Relations Theory
Human relations theory emphasises employee well-being and motivation. By recognising social factors and encouraging participation, this approach fosters critical thinking, as employees feel valued and are more willing to share ideas.
Contingency Theory
Contingency theory proposes that there is no single correct management approach. Decisions should be tailored to the situation, requiring analysis, flexibility, and consideration of multiple factors—core aspects of critical thinking.
Transformational Leadership
Transformational leaders inspire, innovate, and promote change. By encouraging employees to challenge existing practices and think creatively, this leadership style strongly supports critical thinking through an open and supportive environment.
Transactional Leadership
Transactional leadership focuses on structure, performance, and rewards. While effective for routine tasks, it may not foster deep analysis or innovation.
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To develop critical thinking in the workplace, organisations can combine cognitive, affective, and practical frameworks:
· Bloom’s Taxonomy – develops higher-order thinking skills 
· Krathwohl’s Affective Taxonomy – addresses motivation and values 
· RED Model – provides structured tools for decision-making 
Practical applications include training programs targeting different cognitive levels, fostering organisational cultures that value openness and integrity, and incorporating structured decision-making models such as RED.
[bookmark: _Toc225101061]Challenges to Critical Thinking
Critical thinking can be hindered by:
· Organisational cultures that discourage questioning 
· Cognitive biases and assumptions 
· Limited time or resources 
· Fear of conflict or criticism 
· Overreliance on authority 
Addressing these barriers requires both individual initiative and organisational support.
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Organisations can encourage critical thinking by:
1. Promoting open communication and dialogue 
2. Providing continuous training and development 
3. Fostering a culture of psychological safety 
4. Encouraging diversity of perspectives 
5. Using structured decision-making tools 
Leaders play a vital role by modelling critical thinking behaviours and creating environments where employees feel empowered to think independently.
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Critical thinking is essential in today’s workplace, enabling informed decisions, problem-solving, and innovation. It is shaped not only by cognitive skills but also by beliefs, attitudes, and values.
By integrating Bloom’s Taxonomy, Krathwohl’s Affective Taxonomy, and the RED Model, organisations can address both cognitive and emotional dimensions of critical thinking. Management theories further highlight how leadership styles and organisational structures affect thinking processes.
Ultimately, fostering critical thinking requires deliberate effort. Organisations must cultivate environments that encourage questioning, support learning, and align values with critical inquiry to enhance individual performance and overall organisational success.
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Integrating Theory X and Theory Y with Critical Thinking Frameworks
The effectiveness of critical thinking in the workplace depends on how organisational practices align with both cognitive and affective development. Different management approaches can either hinder or enhance employees’ capacity to think critically.
Bloom’s Taxonomy
· Theory X organisations often restrict employees to lower-order thinking skills, such as remembering and understanding. 
· Theory Y organisations encourage higher-order thinking, including analysis, evaluation, and creation. 
Krathwohl’s Affective Taxonomy
· Theory X environments may limit employees’ engagement to basic levels, such as receiving or responding. 
· Theory Y environments support deeper internalisation of values, fostering valuing and characterising behaviours. 
The RED Model (Recognise-Assess-Decide)
· Theory X settings can discourage employees from recognising assumptions or critically evaluating arguments. 
· Theory Y settings promote open discussion, evidence-based decision-making, and collaborative problem-solving. 
Challenges to Critical Thinking
Critical thinking in the workplace can be hindered by several factors:
· Authoritarian or controlling leadership styles (Theory X) 
· Fear of failure or criticism 
· Cognitive biases 
· Insufficient training 
· Time pressures 
Overcoming these barriers requires a cultural shift toward supportive, inclusive, and empowering management practices.
Strategies to Promote Critical Thinking
Organisations can foster critical thinking by:
1. Embracing a Theory Y management approach that values autonomy and initiative 
2. Encouraging open communication and dialogue across all levels 
3. Providing training based on Bloom’s Taxonomy to develop higher-order cognitive skills 
4. Promoting values aligned with Krathwohl’s Affective Taxonomy to strengthen internal motivation 
5. Implementing structured frameworks like the RED Model to guide decision-making 
6. Creating a psychologically safe environment where employees feel comfortable questioning and innovating 
Leaders play a pivotal role in modelling critical thinking behaviours, empowering employees to analyse, evaluate, and generate new ideas confidently.
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Critical thinking is essential for workplace effectiveness, enabling individuals and organisations to tackle complex problems, make informed decisions, and drive innovation. This report has shown that critical thinking extends beyond cognitive ability; it is shaped by personal beliefs, attitudes, and values, as well as by organisational culture and management practices.
Frameworks such as Bloom’s Taxonomy, Krathwohl’s Affective Taxonomy, and the RED Model provide structured approaches to developing critical thinking. Bloom’s Taxonomy guides the progression from foundational knowledge to advanced reasoning, Krathwohl emphasises the internalisation of values and motivation, and the RED Model offers a practical method for recognising assumptions, evaluating arguments, and reaching well-reasoned conclusions.
Management approaches significantly influence critical thinking in the workplace. Theory X environments can restrict autonomy and limit analytical engagement, whereas Theory Y practices encourage creativity, participation, and reflective reasoning. Leadership styles—from transformational to transactional—further shape whether employees feel empowered to question, innovate, and apply critical judgment.
Challenges such as bias, hierarchical pressures, and organisational constraints can impede critical thinking, but these can be addressed through awareness, structured decision-making frameworks, inclusive practices, and psychologically safe work environments. Cultivating critical thinking requires a deliberate, integrated effort that aligns training, organisational values, management strategies, and leadership behaviours.
By nurturing a culture that values inquiry, embraces diverse perspectives, and prioritises evidence-based decision-making, organisations can enhance individual performance while strengthening overall effectiveness, resilience, and capacity for innovation.
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