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A Critical Assessment of Beliefs, Attitudes, Values, and Management Theory in Recruitment Practice
[bookmark: _Toc223869076]Introduction
Critical thinking has become a fundamental competency within modern organisations, particularly in decision-intensive professions such as recruitment consultancy. These decisions are often influenced by an individual's beliefs, attitudes and values, which shape workplace behaviour and professional judgement.
Critical thinking refers to the ability to analyse information objectively, evaluate assumptions, and make reasoned decisions (Paul & Elder, 2014). 
This report critically assesses the impact of beliefs, attitudes and values on workplace behaviour within the recruitment profession. It evaluates the relevance of management theory, specifically the IBR approach and model, and analyses how different individuals may interpret management frameworks differently based on personal value systems.
Furthermore, the report explores how recognised critical thinking frameworks such as Bloom’s taxonomy, Krathwohl’s affective taxonomy, the RED model, and the Paul–Elder framework support workplace decision-making. Analytical tools including SWOT, PEST and SMART frameworks are also applied to demonstrate structured organisational thinking.
The objective of this report is to demonstrate how critical thinking frameworks and management theory support improved decision-making while recognising the influence of biases, beliefs and assumptions.
However, while critical thinking frameworks provide structured approaches to decision-making, their effectiveness is often influenced by individual interpretation, organisational context and unconscious bias. This report therefore adopts a critical perspective by evaluating not only the benefits of these frameworks, but also their limitations within real-world recruitment practice.
[bookmark: _Toc223869077]2. Critical Thinking in the Workplace
Critical thinking involves disciplined reasoning that allows individuals to evaluate evidence, question assumptions and make informed decisions (Facione, 2015). 
Paul and Elder (2014) argue that critical thinking requires intellectual standards such as clarity, accuracy, relevance, depth and fairness. Applying these standards helps professionals avoid superficial decision-making and encourages systematic reasoning.
Stephen Covey (1989) further emphasises the importance of proactive thinking and value-based decision-making within professional practice. Covey argues that personal values strongly influence behavioural choices and leadership effectiveness.
However, it can be argued that critical thinking in practice is often constrained by organisational pressures such as time limitations and performance targets. In recruitment consultancy, decisions are frequently made under pressure, which may limit the extent to which fully rational and structured thinking can be applied. This highlights the gap between theoretical models of critical thinking and their practical application.
Reflection:
In my own role as a recruitment consultant, critical thinking plays an essential role in everyday decision-making. For example, when reviewing candidate applications for technical roles, I initially tended to focus heavily on formal qualifications when determining suitability. Through reflection on my decision-making processes, I recognised that this approach sometimes limited consideration of candidates with strong transferable skills but non-traditional career paths. By applying the Paul–Elder framework and questioning the assumptions underlying my evaluation criteria, I have become more conscious of evaluating candidate experience more holistically. This has improved the quality of candidate shortlists presented to clients and strengthened my professional decision-making.
[bookmark: _Toc223869078]3. The Impact of Beliefs, Attitudes and Values on Workplace Behaviour
Beliefs, attitudes and values play a significant role in shaping workplace behaviour and professional decision-making. Within the context of recruitment consultancy, these internal psychological factors influence how consultants interpret information, engage with clients and candidates, and make strategic decisions. 
Values represent deeply held principles that guide behaviour and influence perceptions of what is considered appropriate or important in a professional environment (Rokeach, 1973). In contrast, beliefs reflect personal interpretations of truth or reality, while attitudes represent predispositions to respond positively or negatively towards certain situations, individuals or organisational practices (Robbins & Judge, 2017).
Values influence not only decision outcomes but also the ethical standards applied during recruitment processes. For example, a recruitment consultant whose core values emphasise fairness and transparency may prioritise providing accurate feedback to candidates and ensuring that recruitment decisions are based on objective criteria. However, consultants operating within highly competitive recruitment markets may experience tension between these ethical values and organisational performance targets, such as placement quotas or commission structures. This tension highlights how workplace behaviour is shaped not only by personal values but also by organisational culture and external pressures.
Within recruitment consultancy, personal values such as integrity, fairness and professionalism can strongly influence behaviour during candidate evaluation and client interactions. For instance, a consultant who strongly values ethical decision-making may prioritise transparency with both clients and candidates, even when doing so may create short-term challenges in achieving placement targets. 
Stephen Covey (1989) argues that personal values are central to effective professional behaviour and leadership. According to Covey, individuals who align their actions with core principles such as integrity, responsibility and fairness are more likely to build trust and maintain sustainable professional relationships. In recruitment consultancy, trust is particularly important because consultants act as intermediaries between organisations and potential employees. 
However, while personal values can support ethical decision-making, they may also introduce unintended biases into professional judgement. Beliefs and assumptions developed through personal experience, education and cultural background can influence how individuals interpret information and assess candidate suitability. For example, a recruitment consultant who believes that candidates from particular educational institutions or career pathways demonstrate greater competence may unintentionally favour applicants who match these expectations. This phenomenon reflects confirmation bias, where individuals selectively interpret information in ways that reinforce existing beliefs (Kahneman, 2011).
In recruitment contexts, such biases can affect candidate screening and evaluation processes. Consultants may unconsciously prioritise candidates who share similar experiences, communication styles or cultural backgrounds. While these preferences may appear rational, they can limit diversity and potentially lead to suboptimal hiring outcomes. 
For example, structured interviews and competency-based assessments are widely recommended to reduce subjective bias during candidate evaluation. By focusing on measurable competencies rather than personal impressions, recruitment consultants can make more objective decisions and ensure that hiring outcomes align with organisational diversity and inclusion goals.
Positive attitudes towards collaboration, for instance, can encourage stronger relationships with clients and candidates. Conversely, negative attitudes towards organisational constraints or performance targets may lead to frustration or reduced motivation.
Within recruitment consultancy, maintaining a constructive and solution-oriented attitude is particularly important due to the fast-paced and competitive nature of the industry. Consultants frequently face complex negotiations, tight deadlines and high-performance expectations. Attitudes towards these pressures can significantly influence productivity and professional effectiveness.
The relationship between attitudes and behaviour is widely supported in organisational psychology literature. Ajzen’s (1991) Theory of Planned Behaviour suggests that attitudes influence behavioural intentions, which subsequently guide actions. Within the recruitment profession, a consultant’s attitude towards candidate engagement, ethical practice or client satisfaction can therefore significantly influence the quality of professional interactions and recruitment outcomes.
Critical thinking frameworks provide valuable tools for mitigating the influence of personal biases and assumptions. The Paul–Elder model of critical thinking emphasises the importance of questioning assumptions, analysing information objectively and evaluating alternative perspectives (Paul & Elder, 2014). 
Similarly, the RED model of critical thinking emphasises three key stages: recognising assumptions, evaluating arguments and drawing logical conclusions (Facione, 2015). When applied within recruitment contexts, this model encourages consultants to examine underlying assumptions about candidate capabilities or organisational expectations. For example, a consultant may initially assume that a candidate lacking industry-specific experience is unsuitable for a particular role. However, applying the RED model encourages the consultant to evaluate whether transferable skills or alternative experiences may still enable the candidate to perform effectively.
Argyris and Schön (1974) suggest that professionals often operate according to implicit mental models that shape decision-making processes. These mental models are developed through experience, education and cultural influences, and they often operate subconsciously.
For recruitment consultants, reflective practice involves actively analysing how personal perspectives influence interactions with candidates and clients. By critically examining decision-making processes, consultants can identify areas where personal assumptions may have influenced professional judgement.
Furthermore, workplace environments and organisational cultures can reinforce particular attitudes and behaviours. For example, recruitment organisations that prioritise aggressive performance targets may encourage behaviours focused primarily on rapid placements rather than long-term candidate suitability. In such environments, consultants may experience tension between organisational expectations and personal values relating to ethical recruitment practices.
The CIPD (2023) emphasises that organisations must balance performance objectives with ethical recruitment practices to ensure sustainable workforce development. Recruitment consultants therefore need to critically evaluate how organisational expectations influence their behaviour and ensure that professional decisions remain aligned with ethical standards.
This dynamic illustrates the importance of critical thinking in balancing organisational objectives with professional integrity. Fisher, Ury and Patton (2011) emphasise that effective negotiation requires focusing on interests rather than rigid positions. Applying this principle within recruitment consultancy encourages consultants to balance client demands with candidate needs while maintaining ethical standards.
From a critical perspective, the interaction between personal values and organisational pressures highlights the complexity of workplace behaviour in recruitment consultancy. Consultants must continuously balance competing priorities, including ethical considerations, client expectations and organisational performance targets. Without critical reflection, personal beliefs or organisational pressures may unintentionally influence recruitment decisions in ways that undermine fairness or diversity.
By combining reflective practice with critical thinking models such as the RED framework and the Paul–Elder model, recruitment professionals can improve the quality of their decision-making processes. 
While values such as fairness and integrity support ethical decision-making, they may also conflict with organisational priorities such as efficiency and profitability. This tension suggests that workplace behaviour is not solely determined by individual values but is shaped by a dynamic interaction between personal beliefs and organisational pressures. Therefore, critical thinking requires not only self-awareness but also the ability to navigate these competing influences.
Reflection:
In my own workplace experience, I have observed how my personal values influence recruitment decisions. For instance, I place a strong emphasis on fairness and transparency when communicating with candidates. In one recruitment campaign for a sales position, a client expressed preference for candidates from a specific educational background. Reflecting on my own values and professional responsibilities, I recognised the importance of presenting a diverse range of candidates who met the competency requirements rather than limiting the shortlist based on educational prestige. This experience reinforced the importance of recognising how personal beliefs and organisational expectations interact during recruitment decisions.
[bookmark: _Toc223869079]4. Critical Thinking Frameworks in Organisational Decision-Making
[bookmark: _Toc223869080]4.1 Bloom’s Taxonomy
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Bloom’s taxonomy provides a hierarchical framework for cognitive learning and critical thinking (Bloom, 1956). The taxonomy categorises thinking into six levels:
1. Knowledge
2. Comprehension
3. Application
4. Analysis
5. Evaluation
6. Creation
In recruitment consultancy, Bloom’s taxonomy can be applied directly to the process of candidate evaluation and decision-making.
At the knowledge level, recruitment consultants gather factual information about candidates. This includes reviewing CVs, qualifications, employment history and professional certifications. During this stage, consultants collect objective data necessary for the recruitment process.
The comprehension stage involves interpreting this information and understanding how a candidate’s experience aligns with the requirements of the role. For example, a consultant may analyse how previous job responsibilities demonstrate relevant competencies or transferable skills.
The application stage requires consultants to apply their knowledge of industry requirements and organisational expectations when assessing candidate suitability. Recruitment professionals may compare candidate experience with job descriptions, competency frameworks or organisational culture requirements.
At the analysis stage, recruitment consultants examine candidate information more critically by identifying strengths, weaknesses and potential risks. For example, a consultant may evaluate gaps in employment history, inconsistencies in candidate claims or evidence of leadership capability.
The evaluation stage involves making professional judgements regarding candidate suitability. Recruitment consultants must consider multiple factors including technical skills, cultural fit, client expectations and long-term career potential. This stage requires critical thinking because consultants must balance objective evidence with contextual considerations.
Finally, the creation stage involves generating recruitment strategies or recommending innovative solutions to clients. For instance, a consultant may propose alternative hiring strategies such as contract placements, talent pipelines or flexible job structures to meet organisational workforce needs.
Applying Bloom’s taxonomy encourages recruitment consultants to move beyond superficial evaluation and engage in deeper analytical reasoning. 
However, it is important to recognise that real-world recruitment decisions rarely follow a strictly linear process. Consultants frequently move between different cognitive levels depending on the complexity of the recruitment situation. Therefore, Bloom’s taxonomy should be viewed as a flexible framework that supports reflective thinking rather than a rigid decision-making model.
Reflection: 
[bookmark: _Toc223869081]In practice, Bloom’s taxonomy has helped structure how I evaluate candidates during recruitment processes. For example, when interviewing candidates for managerial positions, I consciously move beyond basic knowledge-based questions and instead focus on analytical and evaluative questions that explore leadership behaviours and problem-solving ability. Through reflection on my interview techniques, I recognised that higher-order questions often reveal deeper insights into candidate competence than traditional factual questions. This approach has improved my ability to identify candidates who demonstrate critical thinking and leadership potential.
Despite its strengths, Bloom’s taxonomy may oversimplify decision-making processes in complex professional environments. Recruitment decisions are rarely linear and often involve intuitive judgement alongside analytical reasoning. Therefore, while the model provides a useful framework, its practical application requires flexibility and critical adaptation.
4.2 Krathwohl’s Affective Taxonomy
Krathwohl (1964) extended Bloom’s work by focusing on emotional and value-based learning.
The affective taxonomy includes stages such as:
· Receiving
· Responding
· Valuing
· Organisation
· Characterisation
While Bloom’s taxonomy focuses primarily on cognitive processes, Krathwohl’s affective taxonomy examines how values, attitudes and emotions influence behaviour (Krathwohl, Bloom & Masia, 1964). 
Krathwohl’s taxonomy includes five stages: receiving, responding, valuing, organisation and characterisation.
The receiving stage involves awareness and willingness to consider information or perspectives. In recruitment consultancy, this stage may involve listening to candidate experiences, understanding client expectations or recognising diversity considerations within hiring decisions.
The responding stage involves active engagement with information. For example, recruitment consultants may ask follow-up questions during interviews, provide feedback to candidates or discuss recruitment strategies with clients.
At the valuing stage, individuals begin to internalise certain principles and demonstrate commitment to them. Within recruitment practice, this may involve prioritising ethical recruitment practices, fairness and transparency during candidate evaluation.
The organisation stage occurs when individuals integrate their values into a coherent professional framework. Recruitment consultants may develop structured decision-making processes that align with both organisational objectives and ethical recruitment standards.
Finally, the characterisation stage represents the highest level of value integration, where professional behaviour consistently reflects core values. For recruitment consultants, this may involve consistently promoting inclusive hiring practices, advocating for candidate development and maintaining professional integrity even when facing organisational pressures.
The relevance of Krathwohl’s taxonomy in recruitment consultancy lies in its ability to explain how values influence professional behaviour. For example, consultants who strongly value diversity and inclusion are more likely to actively challenge biased hiring practices or encourage clients to consider broader talent pools.
However, this framework also highlights potential conflicts between personal values and organisational expectations. Recruitment consultants working in highly competitive environments may experience pressure to prioritise rapid placements or financial incentives over ethical considerations. Recognising these tensions is essential for maintaining professional integrity.
By applying Krathwohl’s taxonomy, recruitment professionals, including myself can develop greater awareness of how personal values shape workplace behaviour and influence recruitment decisions. Reflecting on my professional interactions with candidates and clients, I recognise that values and attitudes strongly influence recruitment outcomes. For example, when working with candidates who are nervous during interviews, adopting an empathetic and supportive approach helps them communicate their experiences more effectively. This reflects the affective dimension described in Krathwohl’s taxonomy, where professional behaviour is influenced by internalised values such as respect and fairness. In my role, demonstrating these values has contributed to building stronger relationships with both candidates and clients.
[bookmark: _Toc223869082]4.3 The RED Model
The RED model of critical thinking (Recognise assumptions, evaluate arguments, Draw conclusions) is widely used in professional training environments (Facione, 2015).
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This model encourages professionals to:
Recognise assumptions
Evaluate evidence objectively
Draw logical conclusions
Recruitment consultants can use this model when assessing candidate claims, evaluating client expectations, or analysing labour market data.
Applying the RED model has helped me recognise assumptions in my own recruitment decisions. For instance, when reviewing CVs for an IT role, I initially assumed that candidates without direct industry experience would struggle to perform effectively. However, through applying the RED model and critically evaluating the evidence presented in candidate applications, I recognised that several candidates possessed transferable analytical and problem-solving skills developed in other industries. As a result, I shortlisted these candidates and one was ultimately successfully placed in the role. 
While the RED model provides a clear and practical structure for critical thinking, its effectiveness is dependent on the individual’s ability to recognise their own assumptions. In practice, unconscious bias may limit this self-awareness, suggesting that the model alone is insufficient without reflective practice and organisational support.
4.4 The Paul–Elder Framework
The Paul–Elder model emphasises intellectual standards and elements of reasoning such as purpose, information, concepts and assumptions (Paul & Elder, 2014).
Applying these standards ensures decisions are based on sound reasoning rather than instinct.
Within recruitment consultancy, the framework encourages recruiters to evaluate candidate information critically and question underlying assumptions.
[bookmark: _Toc223869083]However, the application of the Paul–Elder framework may be limited by cognitive constraints and organisational pressures. Individuals may not always have the time or resources to fully apply all elements of reasoning in fast-paced environments, highlighting the need for adaptive use of the framework.
5. Management Theory Application: The IBR Approach and Model
Management theories provide structured frameworks that guide organisational behaviour and decision-making.
The IBR approach emphasises structured decision-making, reflective judgement and behavioural awareness within organisational contexts.
The model encourages managers to balance implementation with compromise by considering organisational objectives, stakeholder needs and ethical considerations.
This approach aligns closely with recruitment consultancy, where professionals must balance organisational hiring requirements with candidate expectations.
In my own recruitment role, the IBR approach is relevant when balancing organisational policies with client expectations. For example, clients may request rapid candidate placement due to operational pressures. However, applying the principles of the IBR model encourages me to balance implementation of recruitment processes with compromise and stakeholder needs. In practice, this means taking time to evaluate candidate suitability carefully rather than prioritising speed alone. Reflecting on this approach has helped me recognise the importance of maintaining professional judgement when applying organisational recruitment strategies.
Despite its relevance, the IBR model may oversimplify the complexity of recruitment decision-making, particularly in environments driven by financial incentives. The expectation to balance implementation with compromise may not always be realistic, as organisational priorities often favour efficiency over reflective judgement. This raises questions about the practical limitations of the model.
[bookmark: _Toc223869084]6. Critical Assessment of the IBR Approach in Recruitment Practice
Within recruitment consultancy, the IBR approach can support decision-making by encouraging structured evaluation of recruitment strategies.
As implementers, recruitment consultants must apply organisational policies and hiring strategies effectively. However, they also act as compromisers, balancing client expectations with candidate realities.
The IBR model supports this dual role by encouraging reflective analysis of competing interests.
However, the model also presents challenges.
For example, strict implementation of organisational policies may conflict with ethical recruitment practices. Recruiters must therefore apply critical judgement when interpreting management frameworks.
Fisher, Ury and Patton (2011) emphasise the importance of principled negotiation in professional contexts. Their work highlights the importance of separating people from problems and focusing on shared interests during negotiation.
This perspective complements the IBR model by encouraging collaborative decision-making.
[bookmark: _Toc223869085]7. Interpreting Management Theory Through Different Values and Attitudes
Management theories are not interpreted uniformly. Individuals with different beliefs and value systems may apply the same theory differently.
For example, a recruitment consultant who prioritises organisational efficiency may interpret the IBR model as a framework for enforcing strict hiring processes.
In contrast, a consultant who values candidate experience may interpret the same framework as an opportunity to emphasise relationship-building and ethical hiring practices.
This variation demonstrates how personal values influence theory implementation.
According to Argyris and Schön (1974), individuals interpret organisational frameworks through personal mental models. These models shape behaviour and decision-making.
Therefore, critical thinking is essential for recognising personal assumptions when applying management theories.
[bookmark: _Toc223869086]8. Influence of Bias, Assumptions and Cognitive Limitations
Cognitive biases significantly influence workplace decision-making.
Kahneman (2011) identifies several biases relevant to recruitment practice, including:
Confirmation bias
Anchoring bias
Availability bias
For example, a recruiter may unconsciously favour candidates from prestigious universities due to implicit assumptions about competence.
Such biases can compromise objectivity.
It can be easy to favour candidates whose career paths closely match previous successful placements. Applying critical thinking frameworks such as the RED model has helped me pause and question these initial impressions. By consciously evaluating candidate competencies rather than relying on instinct, I have been able to identify strong candidates who may otherwise have been overlooked.
While awareness of cognitive bias is important, it does not guarantee its elimination. Many biases operate subconsciously, meaning that even experienced professionals may struggle to fully overcome them. This suggests that critical thinking must be supported by structured organisational processes rather than relying solely on individual awareness.
[bookmark: _Toc223869087]9. Strategic Tools for Workplace Decision-Making
Strategic thinking tools such as SWOT analysis, PEST analysis and SMART goal setting can support recruitment consultants in making structured and informed decisions. These tools help professionals evaluate internal capabilities, external environmental factors and performance objectives.
[image: ]

[bookmark: _Toc223869088]9.1 SWOT Analysis
SWOT analysis is commonly used to evaluate organisational strengths, weaknesses, opportunities and threats (Gürel & Tat, 2017). Within recruitment consultancy, SWOT analysis can support strategic decision-making and professional development.

This analysis demonstrates that recruitment consultants must continuously develop their professional capabilities while adapting to evolving labour market conditions. The increasing use of artificial intelligence in recruitment, for example, presents both opportunities for efficiency and challenges related to maintaining human judgement and ethical oversight.
[bookmark: _Toc223869089]9.2 PEST Analysis
PEST analysis examines external environmental factors that influence organisational decision-making (Johnson, Scholes & Whittington, 2017). For recruitment consultancy, political, economic, social and technological factors significantly influence hiring practices.
Political factors include employment legislation, immigration policies and labour regulations. For example, changes to employment law may affect recruitment compliance and candidate eligibility.
Economic factors such as labour market conditions, economic growth and unemployment rates influence recruitment demand. During economic downturns, organisations may reduce hiring, increasing competition among recruitment agencies.
Social factors include demographic changes, workforce expectations and diversity initiatives. Increasing emphasis on work-life balance and flexible working arrangements has significantly influenced recruitment strategies.
Technological factors involve the increasing use of recruitment technologies such as applicant tracking systems, artificial intelligence screening tools and online recruitment platforms. While these technologies improve efficiency, they also raise ethical concerns regarding algorithmic bias and candidate privacy.
Understanding these external influences enables recruitment consultants to adapt their strategies and anticipate changes within the labour market.
[bookmark: _Toc223869090]9.3 SMART Goals Framework
The SMART framework is widely used to create structured and measurable objectives (Doran, 1981). SMART goals are specific, measurable, achievable, relevant and time-bound.
Within recruitment consultancy, SMART goals can support performance management and professional development.
Example SMART objective:
Specific: Increase successful candidate placements within the technology sector.
Measurable: Achieve a 20% increase in placements.
Achievable: Expand candidate sourcing strategies and strengthen client relationships.
Relevant: Aligns with organisational growth objectives within the technology recruitment market.
Time-bound: Achieve within the next six months.
Applying SMART goals enables recruitment consultants to monitor progress, improve accountability and align professional activities with organisational priorities.
However, while SMART objectives support performance measurement, an overemphasis on numerical targets may inadvertently encourage short-term decision-making. Recruitment professionals must therefore balance performance metrics with ethical considerations and long-term candidate success.
[bookmark: _Toc223869091]10. Critical Evaluation
The integration of critical thinking frameworks and strategic analysis tools can significantly enhance decision-making within recruitment consultancy. Bloom’s taxonomy encourages deeper cognitive evaluation of candidate information, while Krathwohl’s taxonomy highlights the role of values and attitudes in shaping professional behaviour.
Similarly, analytical tools such as SWOT, PEST and SMART frameworks enable recruitment consultants to evaluate organisational capabilities, external labour market factors and performance objectives. When used together, these frameworks provide a comprehensive approach to strategic recruitment decision-making.
However, it is important to recognise that frameworks alone cannot eliminate bias or guarantee optimal decision outcomes. Effective recruitment decision-making also requires reflective practice, ethical awareness and continuous professional development. By combining structured thinking frameworks with self-awareness and critical reflection, recruitment consultants can improve both the quality and fairness of recruitment decisions.
To enhance self-awareness of my critical thinking capability, I completed a structured self-assessment questionnaire (see Appendix 15.2). The results produced a score of 54, placing me within the “strong critical thinking skills” category. This indicates that I am generally able to analyse problems, evaluate evidence and consider alternative perspectives effectively.
The assessment highlights particular strengths in open-mindedness, communication of reasoning and the ability to question assumptions. For example, I rated highly in seeking different perspectives and demonstrating a willingness to change my thinking based on new information, which aligns with the principles of the RED model and the Paul–Elder framework.
However, the results also indicate areas for further development, particularly in consistently analysing complex information and evaluating risks in decision-making. This supports the argument presented in this report that critical thinking is a continuous developmental process rather than a fixed skill.
Consequently, the self-assessment reinforces the importance of reflective practice and the application of structured critical thinking frameworks to improve objectivity, minimise bias and enhance professional decision-making within recruitment consultancy.
[bookmark: _Toc223869092]11. Integrating Critical Thinking into Recruitment Consultancy Practice
Integrating critical thinking into recruitment practice improves decision quality, ethical standards and professional credibility.
Recruitment consultants can apply structured thinking by:
Using critical thinking frameworks during candidate evaluation
Reflecting on personal biases and assumptions
Applying management theories flexibly
Using analytical tools to support strategic decisions
Continuous professional development also supports the development of critical thinking skills.
[bookmark: _Toc223869093]12. Critical Discussion
The analysis presented throughout this report highlights the complex relationship between beliefs, attitudes, values and professional decision-making within recruitment consultancy. Recruitment professionals operate in environments where decisions must balance organisational objectives, candidate expectations and ethical considerations. 
One of the key findings emerging from the analysis is that beliefs, attitudes and values strongly influence professional judgement, often in ways that may not be immediately visible to the decision-maker. As identified by Rokeach (1973), values represent enduring principles that guide behaviour and shape perceptions of acceptable conduct. Within recruitment consultancy, these values influence how consultants evaluate candidate suitability, interpret client expectations and prioritise recruitment outcomes. For example, consultants who prioritise ethical integrity may emphasise transparency and fairness in recruitment decisions, while those operating within highly performance-driven environments may prioritise efficiency and rapid placement outcomes.
However, while personal values can support ethical recruitment practices, they can also introduce unconscious bias into decision-making processes. Kahneman (2011) argues that individuals frequently rely on intuitive cognitive processes when making decisions, particularly in situations characterised by time pressure or uncertainty. In recruitment consultancy, where consultants often review large volumes of candidate information within limited timeframes, reliance on intuitive judgement may increase the risk of confirmation bias or stereotyping. Consequently, recruitment professionals must develop strong critical thinking skills to recognise and challenge these cognitive tendencies.
The application of structured critical thinking frameworks such as Bloom’s taxonomy, Krathwohl’s affective taxonomy and the RED model provides valuable tools for addressing these challenges. Bloom’s taxonomy encourages recruitment consultants to move beyond simple information recall and engage in higher-order thinking processes such as analysis, evaluation and creation (Bloom, 1956). When applied to recruitment decision-making, this framework supports systematic evaluation of candidate competencies, experience and organisational fit.
Similarly, Krathwohl’s affective taxonomy highlights the role of values and attitudes in shaping professional behaviour (Krathwohl et al., 1964). Recruitment consultancy is inherently relational, involving continuous interaction with clients, candidates and colleagues. Therefore, consultants’ affective responses—such as empathy, openness to diverse perspectives and commitment to ethical recruitment—play an important role in shaping workplace behaviour. 
The RED model of critical thinking further strengthens decision-making processes by encouraging professionals to recognise assumptions, evaluate arguments and draw logical conclusions (Facione, 2015). Within recruitment consultancy, this approach can support more objective candidate evaluation by encouraging consultants to question initial impressions and examine underlying evidence. For example, rather than assuming that a candidate lacking industry-specific experience is unsuitable for a role, consultants may critically evaluate whether transferable skills or alternative career experiences could provide valuable contributions to the organisation.
Despite the usefulness of these frameworks, it is important to acknowledge that theoretical models cannot fully eliminate the influence of personal beliefs and organisational pressures. Recruitment consultancy often operates within performance-driven environments characterised by financial incentives and competitive targets. Commission-based reward systems, for example, may unintentionally encourage consultants to prioritise short-term placements rather than long-term candidate suitability. 
The Chartered Institute of Personnel and Development (CIPD, 2023) highlights that responsible recruitment practices require organisations to balance performance objectives with ethical considerations such as fairness, transparency and diversity. Recruitment consultants therefore face the challenge of navigating organisational pressures while maintaining professional integrity. Critical thinking frameworks can assist in this process by encouraging reflective analysis of recruitment decisions and promoting evidence-based evaluation.
The negotiation principles proposed by Fisher, Ury and Patton (2011) further reinforce the importance of balancing competing interests within recruitment practice. Their concept of principled negotiation emphasises focusing on shared interests rather than rigid positions. Within recruitment consultancy, this approach encourages consultants to identify mutually beneficial solutions that satisfy both client requirements and candidate career goals. For example, consultants may negotiate flexible working arrangements or development opportunities that align organisational needs with candidate expectations.
Another important consideration is the influence of organisational culture on recruitment decision-making. Workplace environments that encourage open dialogue, reflective learning and ethical leadership are more likely to support objective recruitment practices. In contrast, environments characterised by excessive performance pressure may increase the likelihood of biased or short-term decision-making.
Strategic tools such as SWOT analysis, PEST analysis and SMART goal frameworks also contribute to more structured recruitment decision-making. These tools enable recruitment professionals to evaluate internal strengths, external labour market conditions and performance objectives. For instance, PEST analysis allows consultants to consider how technological developments, such as artificial intelligence recruitment tools, may influence hiring practices and candidate evaluation processes.
However, while these analytical tools support strategic thinking, their effectiveness ultimately depends on how they are interpreted and applied by individuals. Two recruitment consultants may analyse the same labour market data yet reach different conclusions based on their beliefs, experiences or organisational priorities. This reinforces the importance of critical reflection and awareness of personal cognitive biases.
The interaction between personal values, critical thinking frameworks and organisational influences highlights the complexity of recruitment decision-making. Recruitment consultants must simultaneously evaluate candidate competencies, manage client expectations and navigate organisational performance pressures. Effective decision-making therefore requires a combination of analytical reasoning, ethical awareness and reflective practice.
Ultimately, the development of strong critical thinking capabilities is essential for improving recruitment outcomes and promoting fair employment practices. By recognising how beliefs, attitudes and values influence workplace behaviour, recruitment consultants can develop greater self-awareness and adopt more objective decision-making strategies. Integrating critical thinking frameworks with reflective practice enables professionals to challenge assumptions, mitigate bias and ensure that recruitment decisions are based on evidence rather than intuition alone.
Therefore, the most effective recruitment professionals are those who actively engage in reflective learning, continuously evaluate their decision-making processes and remain aware of how personal values and organisational contexts influence workplace behaviour. Through this approach, recruitment consultants can contribute to more ethical, inclusive and strategically effective recruitment practices.
[bookmark: _Toc223869094]13. Conclusion
In conclusion, this report has critically assessed the influence of beliefs, attitudes and values on workplace behaviour within recruitment consultancy. It has demonstrated that personal value systems significantly shape professional judgement and decision-making, particularly in complex and high-pressure environments.
While critical thinking frameworks such as Bloom’s taxonomy, Krathwohl’s taxonomy, the RED model and the Paul–Elder framework provide valuable tools for structured reasoning, their effectiveness is influenced by individual interpretation, organisational context and cognitive bias.
The application of the IBR management model further illustrates how management theories may be interpreted differently depending on individual values and organisational priorities.
Ultimately, effective recruitment decision-making requires a combination of structured analytical frameworks, critical self-awareness and reflective practice. Continuous professional development is therefore essential to ensure that decisions remain ethical, objective and aligned with both organisational and individual values.
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	Strengths
	Weaknesses

	Strong industry knowledge and market awareness
	Potential unconscious bias in candidate evaluation

	Strong client relationship management skills
	High dependency on commission-driven targets

	Ability to identify talent and match candidates effectively
	Time constraints affecting thorough candidate assessment

	Communication and negotiation skills
	Limited access to diverse talent pools

	Opportunities
	Threats

	Expansion of remote and hybrid working roles
	Increasing competition from AI-based recruitment platforms

	Growing focus on diversity and inclusive hiring
	Economic uncertainty affecting hiring demand

	Development of digital recruitment tools
	Changing labour market expectations



15.2 
A self-assessment questionnaire was completed to evaluate personal critical thinking capability across key areas such as reasoning, open-mindedness, problem-solving and decision-making.
Self Assessment Test
To conduct the self-assessment, simply answer all questions by ticking the appropriate box, then look at the scoring system to tally your results.
I seek out and evaluate different perspectives and ideas before arriving at a conclusion.
	
	Strongly agree

	Y4
	Agree

	
	Neither agree nor disagree

	
	Disagree

	
	Strongly disagree



I am able to identify and analyse a problem to develop creative solutions.
	
	Strongly agree

	Y4
	Agree

	
	Neither agree nor disagree

	
	Disagree

	
	Strongly disagree



I can recognize and evaluate arguments made by others and can construct strong arguments of my own.
	
	Strongly agree

	
	Agree

	Y3
	Neither agree nor disagree

	
	Disagree

	
	Strongly disagree



I use evidence and reasoning to support my ideas and decisions.
	
	Strongly agree

	
	Agree

	Y3
	Neither agree nor disagree

	
	Disagree

	
	Strongly disagree



I am open-minded and consider alternatives before making decisions.
	
	Strongly agree

	Y4
	Agree

	
	Neither agree nor disagree

	
	Disagree

	
	Strongly disagree



I am able to identify and question my own assumptions and biases.
	
	Strongly agree

	
	Agree

	Y3
	Neither agree nor disagree

	
	Disagree

	
	Strongly disagree



I ask questions to clarify information and to challenge assumptions or conclusions.
	Y5
	Strongly agree

	
	Agree

	
	Neither agree nor disagree

	
	Disagree

	
	Strongly disagree



I can effectively communicate my ideas and reasoning to others.
	
	Strongly agree

	Y4
	Agree

	
	Neither agree nor disagree

	
	Disagree

	
	Strongly disagree




I am able to think creatively and generate new ideas.
	
	Strongly agree

	Y4
	Agree

	
	Neither agree nor disagree

	
	Disagree

	
	Strongly disagree



I am willing to change my mind based on new information or evidence.
	
	Strongly agree

	Y4
	Agree

	
	Neither agree nor disagree

	
	Disagree

	
	Strongly disagree



I am able to identify the strengths and weaknesses of my own thinking and the thinking of others.
	
	Strongly agree

	Y4
	Agree

	
	Neither agree nor disagree

	
	Disagree

	
	Strongly disagree



I am able to analyze complex information and identify connections and patterns.
	
	Strongly agree

	
	Agree

	Y3
	Neither agree nor disagree

	
	Disagree

	
	Strongly disagree




I am able to anticipate potential consequences of a decision or action.
	
	Strongly agree

	
	Agree

	Y3
	Neither agree nor disagree

	
	Disagree

	
	Strongly disagree



I am able to evaluate risks and benefits when making a decision.
	
	Strongly agree

	
	Agree

	Y3
	Neither agree nor disagree

	
	Disagree

	
	Strongly disagree



I am able to identify and evaluate the validity and reliability of information sources.
	
	Strongly agree

	
	Agree

	Y3
	Neither agree nor disagree

	
	Disagree

	
	Strongly disagree



Overall Score: 54 / 75
According to the scoring criteria, this result places me within the “strong critical thinking skills” category.
Key Strengths Identified:
· Ability to seek and evaluate different perspectives 
· Strong communication of ideas and reasoning 
· Willingness to question assumptions and adapt thinking 
· Openness to new evidence and alternative viewpoints 
Areas for Development:
· Deeper analysis of complex information and patterns 
· More consistent evaluation of risks and consequences 
· Further strengthening evidence-based decision-making under pressure 
Reflection:
The results demonstrate that while I possess well-developed critical thinking skills, there is a need for continuous improvement. This aligns with the application of frameworks such as the RED model and Paul–Elder framework, which emphasise ongoing reflection, evaluation of evidence and structured reasoning. Developing these areas further will support more effective and objective decision-making within my professional role.
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