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Report
[bookmark: _Toc131829176][bookmark: _Toc132148504]Executive Summary 

The current report delves into the case study of Nivea to emphasize the significance of organizational culture in shaping employee behaviour and the need to adapt workplace changes to the post-COVID mindset. The paper explores Nivea's implementation of the systems management approach and the company’s response to the challenges posed by the COVID-19 pandemic to examine how these strategies reflect Nivea’s organizational culture. Furthermore, the report acknowledges that different interpretations of Nivea's strategies may exist, taking into account diverse perspectives.

[bookmark: _Toc131829177][bookmark: _Toc132148505]Introduction 

In today's fast-paced and ever-changing world, the success of a company depends not only on its products and services but also on the attitudes, beliefs, and values of its organization (Boone, Kurtz and Berston, 2019). The organizational culture plays a crucial role in shaping employees' behaviour and influencing their decisions. Positive values, beliefs, and attitudes help employees make ethical decisions and contribute positively to the organization's success. Conversely, negative attitudes, beliefs, and values can lead to destructive behaviour, conflicts, and low productivity (Willcoxson and Millett, 2000)

The COVID-19 pandemic has brought many challenges to the workplace. As organizations navigate through these challenges, it is crucial to consider how the pandemic has affected employees and to tailor workplace changes to the post-COVID mindset. Critical thinking is key in this process, as critical thinking skills can be highly effective in guiding organizations towards innovative and strategic solutions (Krishnamurthy, 2020). In adjusting to the new business circumstances, companies can foster a more resilient business structure, as well as a positive work environment that supports employees' well-being and effective task completion (Brammer and Clark, 2020). 

This report aims to explore how organizational beliefs, attitudes, and value systems affect the workplace and the importance of an optimally managed workplace culture. Furthermore, the paper will also examine how an organization can tackle the challenges faced due to the pandemic and how different perspectives can influence perceptions of a company's strategies. Finally, the report will provide practical recommendations for tailoring workplace changes to the post-COVID mindset to create a more resilient and sustainable business.

To illustrate these concepts, this paper will observe the case study of Nivea, a company with a broad global reach and diverse range of employees. By examining Nivea's example, the report will provide insights into how organizations can optimize their organizational culture to facilitate their long-term business prosperity and growth.

[bookmark: _Toc131829178][bookmark: _Toc132148506]Company Overview 

Nivea is a prominent skincare brand under the umbrella of the German consumer goods company, Beiersdorf. Established in 1882 and headquartered in Hamburg, Germany, Beiersdorf has a global presence in more than 170 countries, with a workforce of over 20,000 individuals (Nivea, 2022).

Since its inception in 1911, Nivea has made a mark in the skincare industry through its unwavering focus on innovation and quality. Nivea's products are carefully developed to cater to the specific requirements of diverse skin types, and their efficacy and safety are meticulously scrutinized before they are introduced into the market (Bilgram, Bartl and Biel, 2011).

The company attributes its success to its organizational culture, which is deeply rooted in employee engagement and empowerment. Nivea fosters a work environment that supports the personal and professional growth of its staff, recognizing that they are its most valuable asset. Nivea's values of trust, respect, and responsibility are entrenched in its organizational culture, shaping its day-to-day operations (Beiersdorf, 2022).

Moreover, Nivea has also been actively involved in corporate social responsibility initiatives aimed at promoting sustainability, community development, and environmental conservation. The company has set itself ambitious sustainability targets, including reducing its greenhouse gas emissions, water usage, and waste generation. Furthermore, it has also initiated community development programs in different parts of the world, aimed at supporting education, health, and livelihoods. Additionally, the company has demonstrated its commitment to environmental conservation by investing in renewable energy, using sustainable materials in its products, and partnering with conservation organizations. Nivea's efforts in promoting sustainability and community development demonstrate its dedication to creating a positive impact beyond its commercial interests (Shahrokh and Dadvand, 2014; Alikhani and Mokhtarian, 2021).

[bookmark: _Toc131829179][bookmark: _Toc132148507]The Impact of Organisational Beliefs, Attitudes, and Value Systems

Organizational beliefs entail the assumptions and convictions that guide an organization's actions and decisions while organizational attitudes comprise the feelings and emotions held by an organization and its employees. Meanwhile, organizational value systems are the principles and standards that an organization holds as important and uses to guide its actions (Al Saifi, 2015; Odor, 2018)

Nivea's organizational beliefs, attitudes, and value systems play a crucial role in shaping its workplace behaviour. The company's values of trust, respect, and responsibility form the foundation of its organizational culture, which influences how employees interact with one another, their approach to work, and their commitment to achieving the company's objectives.

Nivea's emphasis on employee engagement and empowerment is reflected in its belief that its employees are its most valuable asset (Nivea, 2022). This belief fosters a work environment that prioritizes open communication, collaboration, and mutual respect. It encourages employees to share ideas and work together to achieve common goals which urges improved productivity and employee satisfaction (McBain, 2007).

Furthermore, the company's attitude towards innovation and quality is reflected in its commitment to developing high-quality products that meet the specific needs of different skin types. This attitude is deeply ingrained in the company's culture and is reflected in its research and development initiatives, which aim to continuously enhance the company’s processes (Lakhani et al., 2014).

In addition, the company's attitude towards collaboration, respect, and inclusivity fosters a positive work environment that encourages employee engagement and job satisfaction (Nivea, 2022).  This positive attitude towards collaboration and respect enables employees to work effectively in teams and facilitates the exchange of ideas and knowledge, leading to higher productivity and organizational performance (San Martín-Rodríguez et al., 2005).

Furthermore, Nivea's value system has led the company to implement policies that prioritize the well-being of its employees. The organization’s commitment to employee well-being has a positive impact on employee motivation, job satisfaction, and overall organizational performance (Nielsen et al., 2017).

[bookmark: _Toc131829180][bookmark: _Toc132148508]The Systems Management Approach

The systems management approach is a management theory that regards organizations as systems made up of interconnected parts that work together to achieve common goals. This approach emphasises the importance of understanding the interrelationships between different parts of the organization and the external environment to provide for their effective management (Fortune and White, 2006). 

The systems management approach is based on the principle that an organization is a complex and dynamic system that must be managed holistically. As per the theory, managers must consider the organization as a whole rather than focusing on individual parts in isolation. Additionally, the approach highlights the importance of feedback loops, both internal and external, to continuously monitor and adapt the organization's activities to achieve its goals, as well as the beneficial impact of encouraging workplace collaboration and collective well-being (Kessler, 2013).
 
[bookmark: _Toc131829181][bookmark: _Toc132148509]Nivea’s Application of the Systems Management Approach 

Nivea can be recognised as applying the systems management approach by perceiving its organization as an intricate, multidimensional system whereby the effective interrelationship between different parts of the organization and the external environment facilitates the achievement of business success and prosperity. 

Nivea's culture is a reflection of the company's core values of respect, trust, and responsibility, which are deeply ingrained in its policies, procedures, and day-to-day operations. These values serve as the foundation of the company's operations, providing a framework for decision-making, problem-solving, and innovation (Nivea, 2022). The application of the systems management approach is evident in Nivea's continuous monitoring and adaptation of these core values to ensure they remain relevant and aligned with the changing needs of the organization and the external environment. 

Moreover, the systems management approach is also reflected in Nivea's recognition of the importance of feedback loops, both internal and external. The use of feedback loops enables Nivea to monitor and adapt its activities to ensure they remain aligned with the changing needs of the organization and the external environment. This helps to maintain a strategic focus, while also ensuring that the organization is responsive and flexible. Internally, Nivea ensures feedback loops are established at every level of the organization, enabling employees to share their insights and experiences. This allows the organization to identify opportunities for improvement, as well as areas that require corrective action. Meanwhile, externally, Nivea uses feedback mechanisms such as customer surveys, market research, and competitor analysis to gain insights into the changing external environment. Consequently, this helps the organization to anticipate and respond to emerging trends, and to continuously improve its products and services to meet customer needs (Akbar, Baruch and Tzokas, 2018).

Furthermore, Nivea's application of the systems management approach involves examining the impact of each of its systems on its workforce and the work environment. This involves a thorough analysis of how the working conditions in each of its systems affect its employees’ well-being, job satisfaction and ability to perform their job functions effectively. By conducting such assessments, Nivea is better equipped to identify areas that require improvement in order to enhance employee productivity, job satisfaction, and overall organizational performance. Additionally, the company can detect potential bottlenecks or inefficiencies in the execution of its operations and take proactive measures to address them (Huang, and Shah, 1999). 

[bookmark: _Toc131829182][bookmark: _Toc132148510]Different Interpretations of the Systems Management Approach in Nivea

It is important to acknowledge that the interpretation of the role of systems management theory can vary depending on an individual's beliefs, attitudes, and values. 

For instance, those who value individualism and autonomy may see the application of this framework as overly restrictive and oppressive. They may argue that a more decentralized approach, where individuals have greater autonomy in decision-making, would be more effective in promoting operational efficiency.

Similarly, those who prioritize short-term gains and profitability may view the emphasis on employee well-being and sustainability as unnecessary costs that detract from the bottom line. They may advocate for a more profit-driven approach, where the organization's sole focus is on maximizing profits and shareholder value.

Furthermore, opinions may differ on the impact of the systems management approach on employee well-being. While some may see it as beneficial in promoting work-life balance and job satisfaction, others may view it as insufficient in addressing the diverse and complex needs of employees. They may perceive it as a means to increase efficiency at the expense of employee autonomy and creativity.

It's important to consider these different perspectives and engage in open discussions to understand and address potential concerns or criticisms. Organizations should strive for a balanced approach that takes into account the principles of systems management while respecting the diverse values, beliefs, and attitudes of their employees. This can involve finding ways to accommodate individual autonomy and creativity within the framework of operational efficiency and sustainability goals, as well as seeking ways to demonstrate the long-term benefits of employee well-being and sustainability initiatives to those who prioritize short-term gains. Flexibility and open-mindedness can lead to a more inclusive and effective implementation of the systems management approach in organizations.

[bookmark: _Toc131829183][bookmark: _Toc132148511]Nivea’s Response to the COVID-19 Pandemic 

The systems management approach played a pivotal role in guiding Nivea's response to the challenges posed by the COVID-19 pandemic.

Recognizing the need for a holistic view of organizational systems and their interdependencies, Nivea proactively evaluated and adapted its operations to ensure optimal efficiency and protect employee well-being (Beiersdorf, 2021). The systems management approach provided a framework for this evaluation, enabling Nivea to identify potential vulnerabilities and implement targeted measures to address them.

The company's response was guided by a deep understanding of how each system within the organization interacts and influences one another. Nivea recognized that changes made in one system could have ripple effects on other systems, and therefore, carefully assessed the impact of pandemic measures on each system and its employees (Beiersdorf, 2021). This approach allowed Nivea to take a comprehensive and integrated approach to managing the challenges posed by the pandemic.

Moreover, the systems management approach fostered collaboration and teamwork across different departments and functions within Nivea. The company recognized that addressing the pandemic requires collective effort, and the systems management approach facilitated effective communication, coordination, and cooperation among various teams. This collaborative approach enabled Nivea to respond swiftly and effectively to the evolving situation, making informed decisions and implementing necessary changes across all systems.

Nivea's commitment to the systems management approach was also evident in its response to working conditions. The company carefully examined each system and prioritized remote working opportunities while maintaining operational effectiveness. Enhanced hygiene protocols and policies were implemented across all departments, aligning with the systems management approach's emphasis on collective responsibility and well-being assurance (Behrens, 2021).

Sustainability and social responsibility were also integral to Nivea's pandemic response, guided by the systems management approach. The company reviewed its systems and implemented initiatives to reduce environmental impact and promote societal well-being. Nivea's organizational culture, rooted in the systems management approach, influenced its product development, innovation, and corporate social responsibility efforts, ensuring that its operations had a positive impact on the environment and society (Nivea, 2021).

The pandemic also required Nivea to embrace a more agile and innovative approach to meet the changing needs of its customers. Therefore, in line with the principles of systems management, the company analysed its operations and increased its investment in digital technologies and e-commerce capabilities amongst all of its systems (Behrens, 2021). Consequently, this enabled the company to remain competitive in the ever-evolving skincare market.

[bookmark: _Toc131829184][bookmark: _Toc132148512]Different Interpretations of Nivea’s COVID-19 Management

Different individuals with varying values and beliefs may interpret the impact of the systems approach on Nivea's COVID management system differently. Perspectives on the effectiveness of the systems approach can be influenced by personal biases, organizational culture, and contextual factors.

For instance, some individuals may view the systems approach as a comprehensive and proactive strategy that helped Nivea effectively respond to the challenges of the pandemic. They may appreciate how Nivea evaluated the interdependencies of its organizational systems, adapted operations to prioritize employee well-being, and embraced sustainability and innovation to remain competitive. These individuals may see the systems approach as a valuable tool for managing complexity and uncertainty during crises and attribute Nivea's success in addressing the pandemic to its application.

On the other hand, individuals with different values and beliefs may interpret the impact of the systems approach on Nivea's COVID management system differently. They may question the effectiveness of the systems approach in addressing the unique challenges of the pandemic or may have concerns about certain aspects of Nivea's response.

For instance, someone who places high value on individual autonomy and freedom may perceive Nivea's strict safety protocols as overly restrictive, intruding on personal freedoms, and hindering their ability to work or conduct business as usual. They may view these protocols as an overreaction to the pandemic, potentially leading to negative impacts on the company's productivity or profitability.

Similarly, individuals who adhere to more traditional business models and practices may question the necessity and cost-effectiveness of Nivea's investments in digital technologies and sustainability initiatives. They may see these initiatives as unnecessary expenses and may express concerns about the return on investment for these initiatives or view them as overly burdensome in terms of financial resources and operational changes.

Furthermore, individuals may have differing perspectives on Nivea's approach to sustainability and social responsibility, with some questioning the relevance or priority of such initiatives during a crisis like the COVID-19 pandemic. They may view them as extraneous or less critical compared to other business priorities in challenging times.

To facilitate the better understanding of the different perspectives of a company’s strategic decisions, the “Six Thinking Hats" method can be applied. In using this model, Nivea, as well as other companies can augment their ability to adapt their strategies appropriately to the post-COVID mindset, while considering the potentially diverse perspectives and views of their stakeholders (Kivunja, 2015). 

[bookmark: _Toc131829185][bookmark: _Toc132148513]Tailoring Workplace Changes to the Post-COVID Circumstances 

Regardless of the different interpretations of the different management of the pandemic, what is not to be questioned is its significant impact on all business practices. 

The pandemic has necessitated a significant shift in the way businesses operate, with many organizations facing challenges in adapting to the new reality of remote working, reduced customer demand, and supply chain disruptions (Pinzaru, Zbuchea and Anghel, 2020). To address these challenges, businesses can embrace a post-COVID mindset that emphasises resilience, innovation, and agility.

Organizational changes must be tailored to this new mindset, reflecting beliefs, attitudes, and value systems that promote a more collaborative, inclusive, and adaptable workplace. This may involve re-evaluating existing management approaches to additionally promote employee well-being by implementing initiatives that provide greater support of remote working arrangements, enhanced hygiene policies, and greater encouragement of employee well-being (Lee, 2021).

In addition, businesses can create more resilient and sustainable operations for the future by allocating a greater number of resources to the adoption of digital technologies, development of e-commerce capabilities, and promotion of environmental sustainability initiatives that reduce waste and promote renewable energy sources (Brammer, Branicki and Linnenluecke, 2020

The embracing of a post-COVID mindset also requires a shift in organizational culture towards more flexible and adaptable ways of working. This may entail implementing technological tools that facilitate such working arrangements, promoting greater work-life balance, and supporting employee development and growth. By fostering a more resilient and innovative workplace culture, businesses like Nivea can better adapt to future disruptions and maintain their competitive edge (Seetharaman, 2020).

[bookmark: _Toc131829186][bookmark: _Toc132148514]Recommendations 

Overall, the following recommendations can be made. In following them, the company Nivea, as well as other similar businesses, can promote their current efficiency, as well as foster their resilience to future challenges. 

1. Implement a more flexible and adaptable workplace culture that supports remote working, employee development, and growth.
2. Promote greater work-life balance to reduce employee burnout and improve overall well-being.
3. Enhance hygiene protocols and provide personal protective equipment to protect employees and customers from future virus spreads.
4. Invest in digital technologies and e-commerce capabilities to better adapt to changes in customer behaviour and preferences.
5. Reduce packaging waste and promote the use of renewable energy sources to improve environmental sustainability.
6. Foster a more collaborative and inclusive workplace that values diversity and promotes a sense of belonging among employees.
7. Develop new products and services that cater to the changing needs of customers in the post-COVID era.
8. Regularly review and evaluate organizational systems and processes to identify areas for improvement and innovation.
[bookmark: _Toc131829187][bookmark: _Toc132148515]Conclusion 

The current report considered the case study of Nivea to outline the significance of organizational culture and management approaches and the need to adapt workplace culture to the post-COVID circumstances. 

The paper examined Nivea’s application of the system’s management approach, as well as its response to the COVID-19 pandemic to explore how they reflect the company’s organizational culture. Moreover, different interpretations of Nivea’s strategies were acknowledged to consider how a person’s beliefs, values and attitudes can impact their perception of an organization’s strategic planning. Consequently, this highlighted the importance of accounting for different people’s perspectives when pursuing the incorporation of organizational changes. 

The COVID-19 pandemic has posed unprecedented challenges to organizations, necessitating a re-evaluation of beliefs, attitudes, and values in the workplace. 
As organisations navigate the new reality post-pandemic, it is crucial to recognize that organizational culture is not static but requires continuous adaptation to align with changing circumstances. Overall, the current report aimed to facilitate businesses’ ability to implement appropriate post-pandemic strategies that foster a positive work environment whereby ethical decision-making, employee well-being, and productivity are promoted, thus facilitating continuous business prosperity.




 
Reflective Journal

[bookmark: _Toc132148516]Introduction 

The Developing Workplace Critical Thinking module has been an enriching learning journey for me. As I reflect on my experience, I realize how valuable it has been in expanding my understanding of critical thinking and its significance in the workplace. This reflective journal aims to explore the insights and knowledge I have gained and how they have influenced my approach to critical thinking in different contexts.

[bookmark: _Toc132148517]Week 1

During the first week of the module, we were provided with a foundational understanding of the course contents. The lecture focused on helping us understand the workplace context and change, as well as management theories. This provided us with insights into how management theories are applied in different workplaces to enhance organizational productivity and service quality (Monin, 2004).

Moreover, the lecture highlighted the significance of critical thinking, beliefs, values, attitudes, and emotions in both personal and work relationships, as well as civic and economic contexts. It emphasized how critical thinking can help us question assumptions and explore alternatives, while also recognizing the role of emotions in this process (Halpern and Halpern, 2002).

Through learning about these concepts, I gained a better understanding of the underlying dynamics of different workplaces and how they impact productivity and service quality. It also helped me develop insights on how to effectively interact and work with others, taking into consideration critical thinking, beliefs, values, attitudes, and emotions.

[bookmark: _Toc132148518]Week 2 

During Week 2 of the course, we further explored the concept of critical thinking and its relevance in various aspects of life. The lecture emphasized the importance of questioning assumptions that underlie our customary ways of thinking and acting, and how critical thinking can be triggered by both positive and negative events. It was highlighted that critical thinking involves not only rational components but also emotive components, and encompasses identifying and challenging assumptions, examining the context, and exploring alternatives (Facione, 2013).

We also learned that critical thinking is not only essential for personal growth but also has civic and economic implications. The content emphasized how critical thinking plays a crucial role in communication, social change, and technological advances, making it a necessary skill in numerous occupations and careers (Rumelt, 2011). This highlighted the practical and wide-ranging applications of critical thinking in various domains.

The second week also featured a group discussion on workplace harassment after #MeToo (Bernstein, 2021). This discussion provided an opportunity for students to apply our critical thinking skills and critically examine the complex issue of workplace harassment from multiple perspectives. It helped us understand how critical thinking can be utilized in analysing real-world situations and addressing complex social issues.

[bookmark: _Toc132148519]Week 3

During Week 3 of the module, the focus was on critical thinking in the workplace, and I gained a deeper understanding of the characteristics of good critical thinkers and the importance of avoiding socio-centric bias (Rumelt, 2011). In turn, this made me reflect on my own biases and how they can impact decision-making in the workplace.

The lecture also highlighted the human relations approach to management, which emphasizes the importance of attention, social interaction, and individual achievement in increasing worker productivity (Albrecht et al., 2015; Guest, 2017). This approach resonated with me as I realized the significance of building positive relationships with team members and fostering a supportive and inclusive work environment.

Furthermore, during this week I gained a better understanding of the differences between critical thinking and creative thinking (Doncean and Doncean, 2022). This enhanced comprehension helped me recognize the value of both critical and creative thinking in different situations and how they can complement each other in problem-solving.

The lecture also provided practical examples of ways to foster critical thinking skills, such as journaling, group learning, case studies, and reciprocal peer questioning (Bahmani, 2016). These strategies gave me ideas on how to incorporate critical thinking exercises into my own professional development and workplace practices.

In addition, the lecture emphasized the importance of strategic thinking and systems thinking in the workplace and introduced the concept of opportunity thinking, which combines critical and creative problem-solving skills (Eisenhardt and Bingham, 2017). Consequently, I came to understand that being able to think strategically and holistically can lead to more effective decision-making and problem-solving in complex work environments.

[bookmark: _Toc132148520]Week 4

During Week 4 of the course, we delved into the significance of cultivating critical thinking skills to tackle problem-solving and decision-making in the dynamic business environment. One crucial lesson I gathered from this week’s material was the realization that the business landscape is constantly evolving, and successful business professionals possess certain attributes that enable them to adapt adeptly to these changes, as pointed out by Kaplan and Norton (2020).

I also gained insights into various strategies for fostering creative and critical thinking, including the pivotal role of logic in critical thinking. Understanding how logic plays a fundamental role in critical thinking was particularly valuable and provided me with a solid foundation for evaluating and analysing complex business scenarios.

Additionally, the discussions of the stages of problem-solving and decision-making were also very engaging. Learning about the different stages involved in these processes helped me develop a systematic approach to tackling real-world problems. Moreover, the practical examples of critical thinking in nature that were shared during our discussions illustrated how critical thinking can be applied to everyday situations, making the concepts more relatable and applicable in real-life scenarios.

The lecture notes on De Bono's Six Thinking Hats were also very informative. I learned how this method can separate thinking into six clear functions and roles, which can lead to more comprehensive problem-solving and decision-making (Aithal and Kumar, 2016). 

Additionally, the week’s content also covered topics related to bureaucracy and bureaucratic management, as defined by Max Weber, and how this organizational structure can impact decision-making processes (Serpa and Ferreira, 2019). Consequently, I believe that I gained a wide range of useful insights into the business world and the role of critical thinking in it.

[bookmark: _Toc132148521]Week 5

During Week 5 of the module, the lecture continued to build on the topics of beliefs, values, attitudes, critical thinking, and systems theory that were covered in previous weeks. The importance of critical thinking was reiterated, emphasizing the need to question assumptions and be open to different perspectives and approaches.

A significant focus of the lecture was on decision-making and critical thinking in the workplace. I learned that decision-making is a complex process that involves defining the problem, generating possible solutions, evaluating costs and benefits, selecting a solution, implementing it, and assessing its impact, as discussed by Zhang and Highhouse (2018). 

The lecture emphasized the importance of predetermined key decision criteria that are concise and in point form, and how alternatives should be evaluated against each criterion. This highlighted the need for careful evaluation of options and consideration of potential impacts before arriving at a conclusion.

Furthermore, the lecture stressed that the critical skill in decision-making is not simply about learning many techniques, but rather knowing how and when to apply basic principles and continuously re-evaluate and improve methods. This insight helped me understand that decision-making is an ongoing process that requires continuous learning and improvement (Fülöp, 2005), 

The lecture also discussed contingency management theory, which focuses on adapting management approaches based on different situations (Husted, 2000). This provided me with a deeper understanding of how this theory can be applied in various organizational contexts, and I had the opportunity to apply it through a practical exercise.

Additionally, the lecture explored the concepts of systems management theory, which involves the study of systems that interact to achieve specific goals (Jackson, 2002). I learned about the basic elements of a system and the characteristics of systems theory, such as communication, synergy, interdependence, and interconnections. This knowledge has helped me better understand how organizations operate as systems and how various elements interact to achieve common objectives.

[bookmark: _Toc132148522]Week 6

During Week 6, the lecture focused on the importance of critical thinking, particularly in the context of contracting or agency missions. 

The lecture highlighted the challenges and barriers that can hinder critical thinking. These challenges may include cognitive biases, emotional biases, social and cultural influences, and personal beliefs and values. I realized that being aware of these challenges is essential in developing effective critical thinking skills and overcoming potential biases and limitations (Hitchcock, 2018).

Moreover, the lecture provided a comprehensive definition of critical thinking, which involves not only problem-solving and decision-making, but also encompasses values, meaning, and personal relationships. I learned that critical thinking is a broad and multifaceted skill that requires a holistic approach in evaluating and interpreting information and situations (Moore et al., 2012). 

The core critical thinking skills were outlined, including interpretation, analysis, evaluation, inference, explanation, and self-regulation. I realized that these skills are interconnected and necessary for effective critical thinking. The lecture emphasized the importance of continuously developing and refining these skills through practice and reflection.

Furthermore, the lecture emphasized that critical thinking is not only about specific techniques or methods, but also about how one approaches problems, questions, and issues in general. It highlighted that an ideal critical thinker is characterized by their approach to life and living as a whole. This perspective has helped me understand that critical thinking is a mindset and a way of approaching situations with curiosity, open-mindedness, and a willingness to evaluate and reflect on one's assumptions and beliefs (Bailin et al., 1999).



[bookmark: _Toc132148523]Week 7

During Week 7, the lecture focused on the topics of innovation and creativity, as well as assessing a company's innovation potential. The lecture provided valuable insights into different techniques for fostering innovation, characteristics of successful innovative companies, and the process of assessing a company's innovation potential (Muller, Välikangas and Merlyn, 2005).

The lecture emphasized the significance of innovation and creativity in the business world. It discussed various techniques, such as substitution and swapping, to make improvements and generate creative solutions to problems. Consequently, I acknowledged that these techniques can be effective in encouraging innovative thinking and problem-solving in the workplace.

Furthermore, the lecture highlighted the characteristics of successful innovative companies. It emphasized the importance of a systematic collection of impulses, good teamwork, and cooperation with external experts. I learned that creating a conducive environment that encourages innovation, collaboration, and open-mindedness is crucial for fostering a culture of innovation within an organization (Špaček, 2021).

The lecture also introduced the concept of innovation potential assessment. It discussed the process of evaluating a company's strategy and planning, marketing, technological process, quality management, logistics, and human resources to assess its innovation potential (Aiman-Smith et al., 2005). This insight helped me understand the multidimensional nature of innovation and the need to assess various aspects of a company's operations to gauge its innovation readiness.

[bookmark: _Toc132148524]Week 8

The lecture during week 8 was on change management and provided valuable insights into the importance of managing the people side of change to achieve successful outcomes. 

The ADKAR process, which is a practical and comprehensive tool for understanding the phases that individuals go through when faced with change was introduced. This model, with its five building blocks - awareness, desire, knowledge, ability, and reinforcement - was presented as a practical and comprehensive framework for managing change effectively (Hiatt, 2006) which highlights the importance of not only providing information and training but also creating a positive attitude and environment towards change. 

The consequences of not effectively managing the people side of change, such as resistance, decreased productivity, and increased turnover, were also discussed in the lecture. This helped me understand the potential risks of neglecting the human element in change initiatives and the importance of addressing them proactively.

[bookmark: _Toc132148525]Week 9

The lecture during the last week of the module had its focal point on organizational control, which constitutes the process of monitoring and regulating the effectiveness and efficiency of an organization and its members in achieving organizational goals (Sitkin et al., 2010). 

The lecture introduced three types of control: feedforward, concurrent, and feedback. This classification helped me understand the different ways in which organizations can regulate their performance and ensure that they are meeting their goals.

The content of this week also discussed the control process, which involves establishing standards of performance, measuring actual performance, comparing actual performance against chosen standards, and evaluating results to initiate corrective action if necessary. This systematic approach to controlling performance resonated with me as it emphasizes the importance of setting clear standards, monitoring progress, and taking corrective action when needed to ensure that the organization is on track to achieve its goals.

Moreover, the different methods of organizational control, such as output controls and behaviour controls were also discussed. Consequently, I became cognizant that a combination of both output and behaviour controls is necessary to effectively manage performance within an organization, as it ensures that not only the results are achieved but also the behaviours and actions that lead to those results are aligned with the organization's goals and values.

Lastly, the lecture highlighted the relationship between organizational control and change, emphasizing that managing change is a critical management task and that change management is not just about implementing new processes, but also about ensuring that the control systems are adaptable and aligned with the changing organizational environment (Flamholtz, 1996).

[bookmark: _Toc132148526]Conclusion 

To conclude, the Developing Workplace Critical Thinking module has been a transformative learning experience that has profoundly impacted my approach to problem-solving and decision-making. This module has not only expanded my knowledge and skills in critical thinking but has also challenged me to think critically about my own learning process and growth.

This reflective learning journal has allowed me to critically examine my own learning process and growth in critical thinking, and I am excited to continue honing my skills and applying them in my academic and professional pursuits.
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