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[bookmark: _Toc224996202][bookmark: _32hioqz][bookmark: _1hmsyys]Introduction. 
Critical thinking is an essential workplace skill that enables individuals and managers to analyse complex situations, question assumptions, evaluate evidence and make informed decisions. In challenging environments, it supports effective problem solving, sound judgement and sustainable organisational growth (What Is Critical Thinking? 2022). Rather than relying on routine practice or intuition, critical thinking encourages reflective and rational approaches supported by established theories and models.
Workplace behaviour is influenced not only by organisational policies and external pressures, but also by personal values, beliefs and attitudes. These factors shape how situations are interpreted, how decisions are made and how individuals interact with others. In small business environments, personal principles can have a strong influence on organisational culture, leadership style and daily operations (Barr, 2020).
This assignment explores the development and interaction of values, beliefs and attitudes and examines their impact on leadership, communication, decision making and conflict management within a workplace context. It evaluates how these factors influence management approaches, staff relationships and operational decisions within a small business setting. The discussion is supported by relevant theories, including Schwartz’s Value Theory, Ajzen’s Theory of Planned Behaviour, McGregor’s Theory X and Theory Y and Kolb’s Experiential Learning Cycle. Bloom’s Taxonomy is also applied to support analysis, evaluation and reflective thinking when examining leadership behaviour and decision making. These theories, frameworks and models can all be seen in appendix A.
Overall, awareness of personal values, beliefs and attitudes, supported by management theory and reflective practice, can strengthen leadership effectiveness, improve workplace behaviour and support continuous professional development.
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This section defines values, beliefs and attitudes and explores their influence on workplace behaviour, leadership and decision making. Critical thinking plays a key role in this process, as it enables individuals to analyse information, evaluate evidence and make reasoned judgements (What Is Critical Thinking? 2022). An important aspect of critical thinking is recognising how personal values, beliefs and attitudes shape behaviour and influence how workplace situations are interpreted. Within organisational settings, these internal frameworks affect leadership style, communication and interactions with others, ultimately influencing the effectiveness of decision making and professional practice.
Values are guiding principles that determine what individuals consider important and shape long term priorities (Schwartz, 2012). Beliefs represent ideas individuals hold about how the world works and are often developed through experience, influencing expectations about outcomes (Ajzen, 1991). Attitudes reflect how individuals respond to situations and are frequently formed from underlying values and beliefs. Together, these internal frameworks influence leadership style, decision making, communication and workplace interactions. In this way, values underpin judgement, beliefs shape perception and attitudes influence behavioural responses within the workplace.
Values, beliefs and attitudes are not fixed and can develop over time through personal and professional experiences. Values are often shaped by early socialisation, including family upbringing and cultural influences, which establish what individuals consider important. Beliefs develop through experience, education and social interaction, shaping how situations are interpreted and what outcomes are expected. Attitudes are formed as responses to these values and beliefs, influencing behavioural tendencies. This demonstrates that values, beliefs and attitudes are continuously shaped and adapted.
Within workplace environments, these internal frameworks influence how managers interpret situations and interact with employees. Differences in values or expectations regarding responsibility, communication and autonomy can lead to misunderstandings or workplace tension. Applying critical thinking and reflective leadership allows managers to recognise these differences, challenge assumptions and respond more effectively.
Values, beliefs and attitudes are shaped by a range of influences, including upbringing, education, cultural expectations and previous workplace experiences. Individuals with experience in high standard environments may develop strong expectations regarding professionalism, quality and attention to detail. These experiences can influence leadership approaches and shape responses to workplace challenges. Schwartz’s Value Theory and Ajzen’s Theory of Planned Behaviour help explain how personal principles influence behaviour, suggesting that values shape priorities, while beliefs about control and expected outcomes influence intentions and actions (Schwartz, 1992; Ajzen, 1991).
Kolb’s Experiential Learning Cycle provides a framework for reflection by enabling workplace experiences to be analysed and evaluated (Kolb, 1984). When mistakes occur, the immediate response may be to correct the issue. However, applying a structured reflective approach can reveal underlying causes, such as unclear instructions or insufficient training. This can lead to improved communication, clearer guidance and more constructive feedback, supporting both employee development and organisational performance.
McGregor’s Theory X and Theory Y explain how managerial assumptions about employees influence leadership behaviour. Theory X suggests that employees require close supervision and direction, whereas Theory Y assumes employees are motivated and capable of responsibility when trusted (McGregor, 1960). These assumptions are often shaped by personal values, beliefs and experiences, and may also be influenced by generational perceptions. For example, some managers may associate younger employees with adaptability and teamwork, while others may adopt more traditional assumptions focused on control and supervision.
This perspective can be compared with Mayo’s Human Relations approach, which highlights the importance of social factors, employee wellbeing and motivation through teamwork rather than control (Mayo, 1933). Through reflection, leadership approaches may shift towards greater trust, delegation and employee involvement. This can improve staff morale, efficiency and shared responsibility within the workplace.
However, some critics argue that Theory X and Theory Y are overly simplistic, as employee behaviour is influenced by factors such as the work environment, leadership style and individual differences (Bobic, 2003). This highlights the importance of critically evaluating management theories rather than applying them rigidly.
Overall, applying theoretical frameworks to workplace situations demonstrates how values, beliefs and attitudes influence leadership behaviour and organisational dynamics. Developing awareness of these internal frameworks allows managers to question assumptions, consider alternative perspectives and make more balanced decisions, supporting professional development and effective workplace relationships. In practice, these differences can be seen in how individuals respond to feedback, manage tasks and interpret communication. For example, some employees may view close supervision as supportive, while others may interpret it as a lack of trust, highlighting how personal perspectives shape workplace interactions.










[bookmark: _Toc224996204]Section 1.2 Development and Influence of Values, Beliefs, and Attitudes in the Workplace.
Building on Section 1, which identified how values, beliefs and attitudes influence behaviour, it is also important to examine how these internal frameworks develop and shape workplace practices. Values, beliefs and attitudes are formed through a range of influences, including upbringing, education, cultural expectations and previous work experiences. Early exposure to high performance environments may contribute to the development of strong expectations regarding professionalism, quality and accountability (EduCorpus, 2024). In addition, organisational culture plays a significant role in shaping behaviour, as shared norms and expectations influence how individuals think and act within the workplace (Schein, 2010). Over time, these experiences can reinforce beliefs that close supervision is necessary to maintain standards, particularly within small business environments where product quality directly impacts reputation.
Leadership approaches within organisations often reflect the values and beliefs held by managers. In small business environments, where managers are closely involved in daily operations, strong personal standards may lead to closer supervision of tasks. While this can support consistency and maintain quality, it may also reduce employee autonomy and limit opportunities for development. Differences in values and expectations may also emerge between generations, with younger employees often preferring more collaborative and flexible working environments, while more traditional approaches emphasise structure and control. These differences highlight how values, beliefs and attitudes influence workplace relationships and leadership dynamics.















[bookmark: _Toc224996205]Section 1.3: Application of Values, Beliefs, and Attitudes in Professional Practice.
Understanding how values, beliefs and attitudes develop is important because these internal frameworks directly shape leadership behaviour and workplace interactions in professional practice. Values are enduring principles that guide what individuals consider important and influence long term priorities (Schwartz, 2012). In organisational contexts, values such as quality, professionalism and customer satisfaction can influence decision making, operational practices and leadership approaches. These values may develop through early exposure to high standards and strong work ethics, reinforcing the belief that success requires dedication, attention to detail and personal responsibility.
Beliefs represent ideas about how situations and outcomes occur and are often shaped through experience and social influence (Ajzen, 1991). In small business environments, the belief that tasks must be completed personally to ensure quality can encourage a hands on leadership style. While this may help maintain consistency and protect reputation, it can also reduce staff independence and create tension within teams. Attitudes influence how individuals respond to situations and are shaped by underlying values and beliefs (Ajzen, 1991). As a result, a strong sense of responsibility may lead managers to closely oversee staff tasks in order to maintain standards.
However, employees may interpret this behaviour in different ways. Some may view close supervision as supportive, while others may perceive it as a lack of trust. This highlights how individual perspectives and experiences influence workplace interactions.
A strong focus on quality and customer experience can also result in a cautious approach to delegation, where mistakes are viewed as risks to organisational reputation. Although this can support high standards, it may limit employee autonomy and reduce opportunities for creativity and development.
Reflective practice can support leaders in evaluating these behaviours and questioning underlying assumptions. By analysing workplace situations and assessing team capability, managers can identify opportunities to delegate more effectively. Bloom’s Taxonomy provides a useful framework for this process, as it encourages higher level thinking such as analysis and evaluation when making decisions (Bloom, 1956).
Gradually increasing employee responsibility can improve efficiency while also building confidence and engagement. Encouraging collaboration may reduce tension and support a more positive working environment. This highlights how reflecting on leadership approaches can support more balanced and effective management practices. Differences in values, beliefs and attitudes between managers and employees can lead to tension within the workplace, particularly where expectations around control, autonomy and responsibility differ. Applying critical thinking and reflective practice allows managers to recognise these differences, challenge assumptions and adapt their leadership approach to support more effective and collaborative working relationships.



[bookmark: _Toc224996206]Section 1.4: Bias, Perception, and Decision Making.
Bias and perception play an important role in leadership decision making. Personal experiences, assumptions and underlying values can influence how managers interpret situations, respond to mistakes and evaluate employee performance. Strong personal standards for quality, for example, may lead managers to interpret staff mistakes as a lack of effort rather than recognising them as opportunities for learning and development. In small business environments, maintaining high product standards may encourage managers to correct mistakes directly rather than provide guidance. While this approach may protect quality, it can also reduce staff confidence and delay productivity, illustrating how personal perceptions can shape day to day management decisions. This can be further explained by cognitive dissonance theory, which suggests that individuals experience psychological discomfort when their beliefs and behaviours are inconsistent, often leading them to justify decisions or adjust attitudes (Festinger, 1957).
McGregor’s Theory X and Theory Y provide a useful framework for understanding these dynamics. Theory X assumes employees require close supervision and direction, whereas Theory Y assumes employees are self motivated, responsible and capable of independent problem solving (McGregor, 1960). Leadership approaches that emphasise strict control and close monitoring may reflect Theory X assumptions, while approaches that encourage trust, delegation and responsibility align more closely with Theory Y principles. Bloom’s Taxonomy can support critical thinking by helping managers analyse employee capability and evaluate which tasks can be delegated effectively (Bloom, 1956).
A reflective leadership approach can help managers recognise how personal perceptions influence decision making. For example, slower employee performance may initially be interpreted as a lack of effort, when it may indicate a need for further training or clearer guidance. By questioning assumptions and considering alternative explanations, managers can respond more constructively and provide appropriate support for development.
This highlights that leadership decisions are rarely fully objective, as they are shaped by personal experiences, perceptions and underlying values. Developing awareness of these influences allows managers to evaluate their assumptions more critically and adapt leadership approaches to better support employee development and organisational performance.
Balancing high standards with trust and accountability demonstrates how values influence behaviour and how beliefs shape leadership attitudes. However, reflective practice can also be affected by personal bias, meaning behaviour may be unintentionally justified unless reflection is supported by feedback from others or informed by theoretical frameworks. Recognising these limitations reinforces the importance of critical thinking when evaluating leadership behaviour and workplace decision making.
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Understanding management theories provides a framework for analysing leadership approaches, assumptions about people and how these relate to values, beliefs and attitudes. One influential theory is Theory X and Theory Y, developed by Douglas McGregor (McGregor, 1960). Theory X assumes that employees are unmotivated, require close supervision and avoid responsibility, whereas Theory Y assumes that employees are motivated, seek responsibility and can be trusted to perform effectively when supported appropriately.
Leadership approaches within organisations are often influenced by the values, beliefs and attitudes held by managers. In small business environments, strong personal standards for quality and accountability may encourage leadership approaches that reflect Theory X assumptions, where close supervision and strict quality control are emphasised. While this can support operational consistency and protect reputation, it may also limit employee autonomy, slow workflow and create tension if employees feel overly controlled.
Critically evaluating Theory X and Theory Y highlights both their relevance and limitations. Theory X aligns with control, discipline and strict quality standards, which may be beneficial in environments where consistency and risk management are important. In contrast, Theory Y emphasises trust, empowerment and employee development, recognising that individuals can take responsibility and contribute when given appropriate opportunities. However, some researchers argue that McGregor’s framework is overly simplistic, as employee motivation is influenced by organisational context, leadership style and individual differences (Miner, 2003).
Values, beliefs and attitudes also influence how these management approaches are interpreted and applied. Employees who value autonomy, creativity and development are more likely to respond positively to Theory Y leadership styles. In contrast, individuals who prefer structure, guidance and clearly defined responsibilities may respond more positively to aspects of Theory X. These differing expectations demonstrate how variations in values, beliefs and attitudes between managers and employees can influence workplace relationships, communication and perceptions of leadership behaviour.
Applying Theory X and Theory Y to leadership practice also highlights the role of bias and perception in decision making. Cognitive biases may influence how managers evaluate employee capability and performance. For example, overconfidence bias may lead managers to rely too heavily on their own judgement, while status quo bias may result in resistance to change and reluctance to delegate, even when employees are capable (Samuelson and Zeckhauser, 1988). Recognising these biases supports more balanced and informed decision making.
Integrating Theory Y principles into leadership practice can improve morale and operational efficiency. Encouraging trust, delegation and collaboration enable employees to take ownership of tasks while maintaining organisational standards. This highlights how management theory, when applied critically, can support professional development by increasing awareness of personal assumptions, values and leadership behaviour, while also identifying areas for improvement such as delegation, emotional awareness and understanding of cognitive bias.
[bookmark: _Toc224996208]Section 2.1: The Influence of Management Theories on Decision Making, Leadership Style, and Workplace Conflict.
Applying Theory X and Theory Y to professional practice provides insight into how values, beliefs and attitudes influence decision making, leadership style and workplace conflict. Leadership approaches aligned with Theory X may involve close supervision and strict quality control. While this can support consistency and protect organisational reputation, it may also increase managerial workload, limit employee development and create dependency. Over time, this may lead to workplace tension, particularly where employees feel restricted in making independent decisions.
Differences in values, beliefs and attitudes can also influence how individuals respond to conflict. The Thomas Kilmann Conflict Mode Instrument suggests that individuals adopt different approaches, including competing, collaborating, compromising, avoiding and accommodating, depending on their priorities and perceptions (Thomas and Kilmann, 1974). These differences highlight how personal perspectives shape responses to workplace challenges.
Reflective practice and critical thinking allow leaders to evaluate their assumptions and consider alternative approaches. Kolb’s Experiential Learning Cycle provides a structured framework for analysing workplace experiences and understanding how leadership behaviour influences employee confidence and morale (Kolb, 1984). Through reflection, leaders may recognise the benefits of adopting more Theory Y aligned approaches, such as delegation and employee involvement in decision making.
Delegating responsibility can improve efficiency and employee independence, although responses may vary depending on individual values and preferences. Some employees may view reduced supervision as empowering, while others may require additional support and guidance. This demonstrates how values, beliefs and attitudes influence workplace relationships and expectations.
Critical reflection also highlights how personal assumptions influence decision making. Leaders may rely too heavily on their own judgement or resist change, reflecting biases such as status quo bias, which refers to a preference for maintaining existing practices (Samuelson and Zeckhauser, 1988). Recognising these biases supports more balanced and effective leadership decisions.
Encouraging feedback, collaboration and employee involvement can strengthen team cohesion and performance. Integrating Theory Y principles with experiential learning demonstrates how leadership approaches can develop from control towards trust and development. Applying Kolb’s framework ensures that experience informs continuous improvement in decision making, leadership and conflict management, supporting more effective and sustainable organisational practice.
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Values, beliefs and attitudes influence how management theories are interpreted and applied in professional practice. Schwartz’s Value Theory explains how personal values shape behaviour and decision making (Schwartz, 1992). In organisational contexts, values such as maintaining high quality standards and professionalism can strongly influence leadership approaches and management decisions. These values may initially encourage more directive leadership styles aligned with aspects of Theory X. However, balancing these values with trust, empowerment and autonomy, which are associated with Theory Y, can support greater staff motivation, innovation and teamwork.
Ajzen’s Theory of Planned Behaviour provides a framework for understanding how beliefs influence intentions and behaviour (Ajzen, 1991). For example, the belief that maintaining high standards requires direct managerial involvement may lead to cautious attitudes towards delegation and encourage a more controlled leadership approach. Through reflection on these beliefs and their impact on leadership behaviour, managers may recognise the value of encouraging greater staff independence and involvement in decision making. This highlights how values, beliefs and attitudes influence how management theories are applied in practice.
Integrating insights from Schwartz’s Value Theory and Ajzen’s Theory of Planned Behaviour with McGregor’s Theory X and Theory Y further demonstrates how critical thinking and experiential learning support professional development. Kolb’s Experiential Learning Cycle provides a structured approach for analysing workplace experiences and evaluating leadership behaviour (Kolb, 1984). By observing outcomes, reflecting on assumptions and testing alternative approaches, leadership style can gradually develop. For example, delegating responsibility for more complex tasks can allow employees to demonstrate competence, build trust and support a shift towards a more empowering leadership approach. This can maintain quality standards while improving efficiency and team morale.
Considering generational differences and diverse workplace attitudes also highlights the importance of applying management theories critically. Research suggests that younger employees, particularly Millennials, often prefer collaborative leadership styles and opportunities to contribute ideas, which align more closely with Theory Y principles than with more directive approaches (Twenge, 2010). Recognising these differences enables managers to adapt leadership approaches to support communication, collaboration and staff development. While generational differences may create contrasting expectations, they can also complement each other, as structured approaches may support consistency, while more collaborative and digital approaches can enhance creativity and support marketing through social media.
Overall, linking values, beliefs and attitudes with management theory demonstrates how leadership behaviour can develop through reflection and critical evaluation. Applying theoretical frameworks alongside workplace experience supports a deeper understanding of how assumptions influence leadership style and decision making, enabling more balanced and effective management practices.

[bookmark: _Toc224996210]Section 3: Synthesising Insights for Professional Development.
Bringing together the insights from previous sections highlights how values, beliefs, attitudes and management theory interact to shape professional practice. Values such as quality, professionalism and responsibility, combined with beliefs that close supervision is necessary to maintain standards, can encourage leadership approaches that reflect aspects of Theory X. While this approach can support consistency and high product standards, it may also limit employee autonomy, reduce efficiency and create tension within teams.
Reflecting on these experiences through Schwartz’s Value Theory and Ajzen’s Theory of Planned Behaviour explains how values influence beliefs, which in turn shape attitudes, intentions and decision making (Schwartz, 1992; Ajzen, 1991). A strong focus on control and quality may lead to more protective leadership behaviours, which can unintentionally limit opportunities for employee development, creativity and engagement. Kolb’s Experiential Learning Cycle provides a framework for analysing these experiences through reflection, observation and experimentation (Kolb, 1984). Applying this process can support changes in leadership practice, such as improving delegation and providing clearer communication and feedback.
Applying McGregor’s Theory Y alongside these reflections highlights how leadership can balance maintaining high standards with encouraging trust and empowerment. Observing employee capability can increase confidence in delegation, demonstrating how leadership beliefs can develop when supported by evidence and reflection. Awareness of decision making biases, such as overconfidence bias and status quo bias, further reinforces the importance of questioning assumptions in leadership practice (Samuelson and Zeckhauser, 1988).
Reflection also highlights the importance of reconsidering assumptions about generational differences in the workplace. Earlier perceptions of younger employees may have been influenced by traditional expectations of work and responsibility. However, this may overlook the value that younger employees can contribute, including creativity, adaptability and awareness of current trends and social media. Recognising this supports a more flexible leadership approach, encouraging employees to contribute ideas and support innovation within the organisation.
These insights demonstrate the value of linking management theory with workplace experience. Applying Theory Y principles while maintaining quality standards allows leaders to support employee autonomy without reducing performance. Understanding Ajzen’s Theory of Planned Behaviour also highlights how beliefs about employee motivation influence leadership decisions and workplace interactions.
Overall, integrating reflection with management theory shows that critical thinking develops through continuous learning and evaluation. Recognising how values, beliefs and attitudes influence leadership behaviour allows managers to adapt their approach, support employee development and maintain organisational standards, contributing to long term success.



[bookmark: _Toc224996211]Conclusion.
This assignment has examined the influence of values, beliefs and attitudes on workplace behaviour, decision making, leadership style and team dynamics. Values such as quality, professionalism and customer satisfaction, alongside beliefs relating to responsibility and work ethic, can shape how managers approach delegation, communication and performance management. These internal frameworks influence how situations are interpreted, how feedback is delivered and how organisational standards are maintained. Differences in generational expectations may also affect workplace dynamics, as more traditional leadership approaches may contrast with more collaborative and flexible working preferences.
Critical evaluation of these factors through management theory provides deeper understanding of how values and beliefs influence leadership assumptions, employee motivation and workplace conflict. McGregor’s Theory X and Theory Y highlight how leadership approaches can shift between control and empowerment depending on managerial assumptions about employees. When considered alongside Schwartz’s Value Theory, Ajzen’s Theory of Planned Behaviour and Kolb’s Experiential Learning Cycle, it becomes clear that values, behavioural intentions and reflective learning processes all contribute to leadership development.
Applying critical thinking throughout this analysis supports the identification of bias, the questioning of assumptions and the development of more balanced leadership approaches. Encouraging delegation, open communication and employee involvement can strengthen team relationships, improve efficiency and support a more positive working environment. These approaches highlight the importance of reflective practice and theory informed decision making in supporting both professional development and organisational effectiveness.
Overall, recognising the relationship between values, beliefs and attitudes and applying structured reflection supports more informed, ethical and adaptable leadership. Integrating workplace experience with established management theories enables the development of more effective management practices that support employee development, maintain high organisational standards and contribute to long term organisational success. This also highlights the importance of adopting a more adaptable, open minded and inclusive leadership approach.
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Blooms Taxonomy (2025)
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McGregor’s Theory (1960)
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Kolb Reflective Model (1984)
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