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[bookmark: _1ci93xb][bookmark: _Toc158626103]Introduction
In this report, we look at the importance of critical thinking, also looking for the answer how do influence our behaviour, values and beliefs in the workplace. Why it is important, and how it can help us make better decisions in our workplace and our everyday lives. According to O’Reilly et al. (2022), although we are not born with the ability to think critically, it is one of the most important abilities the educational system can help students gain. We must practice and learn this ability over time. Adults who use critical thinking techniques take a different tack when in the classroom (Murawski, 2014).
 Students who apply critical thinking techniques typically approach the material more deliberately and effectively, pose more subjective questions, and engage in the learning process more fully.  According to Shaw et al. (2019), in the 21st century, critical thinking is an essential generic talent that underpins academic and workplace success. 
RED model, which stands for Recognise Assumptions, Evaluate Arguments, and Draw Conclusions, was created by Pearson to help people understand and use critical thinking concepts when making decisions (Chikeleze et al., 2018). In the workplace, how and why is critical thinking used? In the workplace, critical thinking can take different forms. We observe teams using critical thinking to address challenges successfully. 
[bookmark: _Hlk161301596]The capacity to gather and evaluate data to conclude is known as critical thinking (Hoffman, 2023). We even witness teams using critical thinking to identify problems in the workplace and then producing potential solutions for those problems. The application of critical thinking to leadership approaches is necessary because effective leaders must be able to think critically, comprehend the logical connections between concepts, assess the significance and relevance of arguments, identify fallacies in their logic, and make sound judgements.
[bookmark: _Toc158626104][bookmark: _Hlk158902552][bookmark: _Hlk158904508] We can determine that, in the workplace, critical thinking is a "must-have" ability for problem-solving, obtaining information from a variety of sources and viewpoints, assessing crucial data, and arriving at well-informed conclusions (Song et al., 2024). Asking the correct questions to reach the greatest possible conclusion is the foundation of critical thinking (Martins, 2021).  Therefore, we will elaborate on this topic to better understand the importance of critical thinking in the 21st-century workplace and how it can empower an individual's beliefs, attitudes, and values in the workplace. 



Beliefs, Attitudes, and Values: What is the difference within a workplace setting?
 Attitudes, values, beliefs, and behaviour are all interrelated components of human thought and behaviour (Immigration advisers’ authority, 2018).
However, external influences can also have an impact on behaviour, meaning that the link between these variables is context-dependent and dynamic. Values are fundamental ideas that direct behaviour and decision-making, attitudes are sentiments or opinions towards certain parts of the workplace, and beliefs are individual views or understandings of reality. Despite their differences, these components work together to influence the experiences, attitudes, and general workplace culture of employees.
Beliefs: Individuals' subjective assessments of what is true or untrue, right, or wrong, or good or terrible are called beliefs. Beliefs might be social, political, religious, or any other kind of notion that is taken to be true in the absence of evidence. According to Geare et al. (2009), beliefs in the workplace can include opinions on the mission, objectives, rules, and procedures of the organisation. These ideas affect how people view their coworkers, their tasks, and their work environment.
 We can determine that globally held philosophical views that are commonly met in the workplace include humanism, pacifism, and atheism (Palmer, 2020), It is the employer's responsibility to guarantee that employees are not subjected to discrimination based on their religion or belief. Because they influence behaviour, beliefs have great power. Beliefs underpin all decisions, actions, and communications. Workplace cultures have a significant influence on and reinforce views in adults. Cultural expectations are widely transmitted through workplace cultures, which are the culmination of the feelings, attitudes, beliefs, values, and behaviours of those who work there as well as the organisation itself. 
[bookmark: _Hlk159340589]According to the research (October 2019, 2019), employers are not allowed to treat employees differently based on their religion or beliefs, because it is against the law. A person may be the target of direct or indirect discrimination based on their beliefs, such as when they receive less favourable treatment or are disadvantaged by a policy, practice, or method. Harassment or victimisation are further forms of discrimination. Victimisation is when an employee is treated unfairly for filing or supporting a complaint regarding discrimination, whereas harassment is when someone is subjected to unwelcome behaviour because of their beliefs. Employers need to be careful to respect employees' sincere beliefs and respond to them with tact (Tiernay, 2019).  

Attitude: “Attitudes are the result of the combination of value and belief” (McAntee, 2022). Our workplace can greatly benefit from having a happy attitude, but this is only true if we can cultivate the appropriate viewpoint. According to the research conducted by Post (2019), both organisational commitment and job satisfaction have the potential to affect an employee's work attitude.
 Employee emotional attachment to their employer is known as organisational commitment. A highly engaged worker frequently prioritises the needs of the business and will go above and beyond to meet objectives. The success and recognition of the employee at work can both be significantly impacted by this positive outlook. According to Khun (2020), we can determine that, developing positive relationships with all coworkers is crucial since it can significantly enhance the working environment. Workplace attitudes pertain to an individual's sentiments, perspectives, or assessments regarding particular facets of their workspace, coworkers, assignments, or the company overall. These attitudes may include a willingness to work as a team, job satisfaction, loyalty to the company, fairness perceptions, and faith in the leadership.
 An employee may, for example, view their work positively because they are happy with their jobs and their coworkers are encouraging, or they may view a policy or procedure negatively because they believe it to be unjust or inefficient. Employee engagement, motivation, and behaviour are all influenced by attitudes at work.
Values: Our beliefs at work reveal a lot about our personalities and priorities, this applies not only to our professional lives but also to our general personalities (Waters, 2021). Values are the fundamental ideas or concepts that people hold dear and rely on to direct their actions and choices. Integrity, professionalism, teamwork, creativity, and social responsibility are a few examples of values in the workplace. These principles mould the culture of the company and affect how staff members relate to one another, approach their work, and reach conclusions.
 An organisation that values integrity would place a higher priority on honesty and ethical behaviour in all commercial operations, whereas an organisation that values innovation may encourage staff members to take chances and investigate novel concepts. According to the research (SpriggHR, 2020) we can determine that, workplace values are ideas or standards that pertain to our jobs or careers. They outline the things we think are important for our careers. For example, a key aim in a profession for some people is to feel that they have achieved something through their work. For others, nothing matters more than having a good work-life balance.
 


[bookmark: _Toc158626105]How do an individual’s Beliefs, Attitudes and Values impact their workplace behaviour?
When a scenario comes up that we need to handle, there are a few different ways we might decide what to do: we can construct a response based on our values, beliefs, or feelings (Dean, 2008).
 The interaction of many different belief systems, attitudes, and values among employees within an organisation can collectively affect group dynamics, organisational climate, and performance. A diversity of beliefs, attitudes, and values can enrich organisational culture, and foster creativity and innovative problem-solving approaches. However, according to Active Social Care (2022), conflicting beliefs, attitudes, and values can also lead to interpersonal conflict, communication breakdowns, and resistance to change, hindering collaboration and impeding organisational effectiveness. 
The better we can align our values with our work, the happier we will be in all areas of our lives. Our values are arranged in a hierarchy based on our assessment of their significance. We are more inclined to use a value as a compass when it holds greater significance for us (Arieli et al., 2019). Our values and efforts can greatly enhance and help our performance in the workplace. Our level of curiosity, originality, intellect, creativity, and openness to new ideas is measured by our openness.
Individuals with high levels of openness appear to do well in circumstances that call for adaptability and learning new things (Powers, 2019). It is well known that our positive attitude can increase productivity and value for our workplace. When we have a happy, motivated, understanding, and cooperative attitude, we are capable of much better performance. It takes work to keep a happy outlook at the workplace, but if we can change the way we see challenges, failures, and potential, it can also help us perform better. Job satisfaction and organisational commitment can have a big impact on our attitude to work.
 That's why it's important to find the right job that we enjoy doing because it's a way of developing ourselves. Positive emotional dispositions lead to happier moods more frequently than negative ones, which makes them more likely to be content with their jobs and more devoted to the organisation; negative affective dispositions, on the other hand, are associated with lower levels of commitment and dissatisfaction.
Neglect, scepticism and reluctance to change are examples of negative attitudes that might impede our ability to concentrate hard on our tasks and collaborate well with others Conflicting attitudes, values, and beliefs, however, can also lead to interpersonal disputes, a breakdown in communication, and reluctance to change, all of which can impede cooperation and reduce the effectiveness of an organisation.

[bookmark: _Toc158626106]Exploration of Management Theories
Scientific Management Theory: 
Objectives:
Increased Productivity: Increasing rates of output by standardising tools, processes, and worker training; Cost Reduction: Reducing production costs by applying cost-control strategies, logical planning, and effective regulation.
Waste Elimination: Removing inefficiencies from production processes and resource usage to maximise productivity.
Enhancing the output's quality via inspection procedures, quality control methods, and research.
Right Men for Right Work: Assigning people to appropriate positions in accordance with scientific training and selection in order to maximise efficiency.
Incentive Wages: Paying employees based on their productivity to encourage better work
Standardisation is the process of creating standard practices, instruments, and processes to guarantee reliable and effective job output.

Frederick Winslow Taylor was the inventor of the theory. He and his colleagues were the first to conduct scientific studies of work processes, and they also started the scientific management movement (Syed, 2022). Taylor argued in favour of systematically analysing job assignments to determine the best ways to complete them. This required dissecting intricate jobs into smaller, easier-to-manage components and researching the best methods for each component. 
Time and motion studies, one of the main methods of scientific management, measured how long it took employees to finish particular jobs and pointed out inefficiencies or pointless actions. Productivity could be greatly increased by getting rid of time and effort wastage. Ensuring efficiency and uniformity among all employees and duties is crucial. Specific duties must be assigned to employees according to their qualifications, with this movement productivity can be improved.
With this management, we can keep an eye on worker performance and guarantee that the most efficient working practices are being followed by offering guidance and oversight. In short, manufacturers need to decompose activities into manageable pieces and concentrate on how each person performs their unique set of steps most effectively. 
The division of labour between supervisors and employees is necessary so that supervisors may devote their time to training and planning while employees can complete their jobs effectively. Henry Ford was the pioneer in applying Frederick Winslow Taylor's scientific management theory to streamline operations and cut expenses, therefore revolutionising the auto industry (Hounshell, 2014). 
Classical Management Theory: 
Objectives:
To maximise productivity, organisations should concentrate on increasing output and efficiency.
Streamline Operations: Putting in place organised procedures to guarantee efficient task completion and workflow.
Attain Efficiency: Stressing the value of standard operating procedures and effective resource management to boost output.
Put Decision-Making in One Place: limiting the number of executives or a select group that can make decisions in order to provide clear guidance and coordination.
Specialise Labour: To boost productivity and efficiency, work tasks can be divided into specialised components based on the abilities and knowledge of employees.
Boost Profit: Giving priority to the creation of profit through efficient management techniques that raise output and operational effectiveness.

The emergence of classical management theory was a direct response to the Industrial Revolution (Staff, 2023). The classical management theory prioritises the establishment of a hierarchical structure, with a single leader and specialised responsibilities, to optimise production and efficiency in the workplace. 
The underlying principle of this management approach is to hierarchically split the management structure, with the owner occupying the highest position, followed by departmental managers, and then supervisors or managers responsible for overseeing the daily operations of the organisation. In this theory, if we want to be productive, companies must first break down the tasks assigned to employees into smaller parts. 
According to Jacquelyn Pica (2015), each worker needs to focus on a specific task to be more productive and concentrate only on the job at hand, this can enhance efficiency and productivity by mitigating time loss caused by multitasking. It is also necessary to provide adequate facilities to ensure the smooth flow of their work. 
In this theory, there is a strong emphasis on rewarding employees for their work, which makes them more motivated to do their jobs, contributing to higher productivity, efficiency, and profits for the company. The idea of bureaucratic administration was first put forth by renowned expert on classical management theory, Max Weber (Peek, 2023). According to Weber, in order to maximise efficiency in larger organisations, bureaucracy is necessary to define job tasks explicitly, uphold a defined hierarchy, and guarantee that every person is treated equally regardless of their background and accomplishments.


Behavioural Management Theory:
Objectives:
Understanding Human Behaviour: To improve efficiency and effectiveness, an emphasis is placed on knowing individual behaviour, motives, and social interactions inside the
organisations.
Increasing Workplace Morale: encouraging communication between leadership and employees in order to improve motivation and create a positive atmosphere for work.
Improving Intrinsic Motivation: To boost employee performance, place an emphasis on intrinsic motivators including job happiness, recognition, and personal development.
Meeting Human Needs: identifying and meeting the many requirements of workers to establish a positive work atmosphere that promotes excellence and dedication.
Optimising Group Dynamics: Improving collaboration and organisational efficacy through a knowledge of expectations, social relationships, solving disputes, and group dynamics.

The Behavioral Management Theory, also known as the Neo-Classical Management Theory, focuses on individual behavior, motivations, and social interactions within organizations. It emphasizes understanding human behavior through psychology, sociology, and anthropology to improve productivity and organizational performance.

The Hawthorne studies, a set of tests that closely applied classical management theory only to expose its flaws, included Elton Mayo's contributions. The Hawthorne tests comprised two investigations carried out between 1924 and 1932 at the Western Electric Company's Hawthorne Works near Chicago. An engineering company conducted the first study to find out how illumination levels affected worker productivity. Remarkably, they found that worker productivity rose as illumination dropped – that is, until workers could no longer see what they were doing, at which point output inevitably dropped.

Modern Management Theory:
 
Objectives:

Resource optimisation refers to using resources as effectively as possible in order to reduce waste and increase productivity.
Boosting Efficiency: Optimising workflows and operational procedures to increase productivity and output quality.
Maximising Profits: Concentrating on tactics that result in higher profitability and long-term financial expansion.
Encouraging employee growth, skill development, and career promotion is crucial in promoting personal development and cultivating a talented and motivated workforce.
Improving Workplace Engagement: Establishing a setting that encourages dedication, drive, and engagement from staff members in order to boost output.

The Classical Management Theory, which holds that employees are solely driven by financial gain, prompted the creation of Modern Management Theory. 
The Modern Management Theory acknowledges that employees are multifaceted individuals with a variety of motivations for wanting to be successful at work (sujan, 2023). According to the Modern Management Theory, a lot of issues in the workplace can be caused by and resolved by the quickly evolving technology. The theory of organisation combines objective comprehension of the spectrum of individual feelings and ambition with quantitative analysis. A manager can then assess an employee's motivation and evaluate their work using statistics and maths.
 The author of "The 7 Habits of Highly Effective People," Stephen Covey, highlights ideas that apply to contemporary leadership. Covey's strategy emphasises self-awareness, organising, and personal effectiveness as essential components of success (Peek, 2023a). The bravery to take life seriously and the openness to view the world from a fresh perspective are the foundations of the seven habits. 



Bureaucratic Management Theory: 

A system of hierarchy, rules-based management, task specialisation, rationality-based, impersonal methodology, a focus on careers and hiring a worker based on their aptitude and experience.


[bookmark: _Toc158626107]Management within the workplace, and how this impacts the employee’s Beliefs, Attitudes and Values
[bookmark: _Toc158626108]Different leaderships can contribute to and formalize the attitude, beliefs, and values of individuals in the workplace (moise, 2014). The well-being of an organisation is affected by manager performance, which also affects staff loyalty, career growth, and efficiency.
Organisations have the ability to customise their leadership strategies in order to establish a favourable work atmosphere that promotes motivation, engagement, and overall success for the organisation. For example, scientific management, for instance, can persuade staff members to place a higher priority on productivity, following established procedures, finishing tasks, and putting an emphasis on ongoing enhancement.
This system, which emphasises disciplined work processes and performance-driven behaviours within the organisation, can increase efficiency and streamline operations, but it may also have an impact on staff beliefs, attitudes, and values.
 I know from personal experience that when my boss sent me to another department to do a different type of work, I had a bad feeling that I could fail in the new job, but I started thinking positively that this was an opportunity to improve my professional skills. I realised that my value was important to the company and that they were only doing this step for my professional development. 
Democratic leadership is very effective since it encourages team members to contribute more, produces more, and raises the spirits of workers. The democratic leader confers with staff members, takes into account their viewpoints, offers counsel and recommendations, and creates a stimulating and amiable work atmosphere for staff members.

Workers who receive systematic training might think that ongoing education and skill development are important (Niehoff et al., 1990). People with varying vocations tend to have distinct value profiles, so it is important to choose the right person for the right job. This will help to increase the individual's productivity and positive attitude to work.
But if we do not put the right person in the right job, that person may feel uncomfortable and their attitude to the job may start to affect their performance negatively. According to (Arieli et al., 2019), the jobs that individuals choose and the skills they need for their profession are reflected in their career goals, so it's important to be clear about our strengths.
According to Peek (2023b), Weber thought that in order for larger businesses to attain maximum productivity with a large number of workers and activities, bureaucracy was the most effective approach to set up and administer an organisation. Although less prevalent in today's workplace, classical management theory has a number of advantages when applied to the right kind of corporate environment. Although less prevalent in today's workplace, classical management theory has a number of advantages when applied to the right kind of corporate environment. 
Workers are impacted by traditional management because it emphasises autocratic leadership, encourages specialisation, provides incentives for efficiency, establishes a clear hierarchy, puts pressure on effectiveness, and may overlook issues of job happiness and human ties at work (Michaels, 2022).This strategy may cause problems with staff satisfaction and motivation even while it can increase productivity and streamline processes. 
Task-related abilities such assignment delegation, oversight, role clarity, and operations planning are prioritised in the autocratic approach. This leadership style presupposes strong leader control, above-average or above-average performance expectations, internal focus, and reward-and punishment-based motivation.
Different managerial styles have a variety of effects on the performance of individuals and their performance at work. Managers can affect employees' behaviour by modelling appropriate behaviour. Managers can encourage more loyalty and trust among staff members by modelling morally righteous behaviours like inclusiveness, reliability, and teamwork (Biloa, 2023).
This strategy creates a productive workplace where staff members can encourage to act when they witness these principles being violated.
However, the management style can also have a negative effect on people, for example, if they are controlling every move, they become tense, and this has a negative impact on their work.
For example, my company also monitors people's performance, which can have a negative or positive impact on people. Because I know that my boss is watching my performance, I know that I always must reach a certain limit that I have expected to reach. I do not mind this because I like challenges but let us imagine that a person who does not like to be under pressure can feel stressed and his faith in his work can turn negative. 
Maintaining positive morale is especially important for both companies and employees. Therefore, managers need to have effective communication skills and build trust with their employees to have a good working relationship (Brown, 2023).
For instance, leadership encourages employees to openly share their views and concerns by implementing an open-door policy. Employees feel more secure and may express themselves more freely because of this open interaction, which boosts performance and corporate morale. The encouragement of more candid communication of concerns by managers fosters this kind of behaviour.

We can draw a distinction between our private and professional lives. There will be a significant difference between your personal and professional lives, for instance, if you value achievement but know that it needs long hours at work and you also value family life, which necessitates spending more time with your loved ones. This may significantly alter the way we approach our work.
















Conclusion

The manufacturing revolution of the early 20th century shaped the location of workers in the workplace. They were influenced by certain theories that they incorporated into their work. But they did not always find the right solution for everything. Thanks to this study, we can now understand how a leader's style affects an employee's ability to accomplish their job, depending on the circumstances.
One of the most influential of these was the classical management approach, which businesses still used today to help companies run efficiently. The organisational culture and the experiences of employees are shaped by the management styles that have a significant impact on the beliefs, attitudes, and values of the workforce. The efficiency of workers is likely to rise when a leader involves them in decision-making and respects their perspectives since they feel as though their ideas are taken into account. As a result, workers feel valued. Staff productivity is enhanced and motivated by leaders who exhibit this kind of behaviour. In the meantime, a leader's improper behaviour when supervising staff members can have a detrimental impact on their output. There will be a decreased willingness among workers to give it their all, which may cause tense working relationships. But it is not only leaders who can change our beliefs, attitudes, or values, we can also change them ourselves. By how we view the work we do, or whether the work we do is right for us.
We can conclude that the commitment, satisfaction, performance, and organizational success of employees are all strongly influenced by different leadership styles. Good management practices can increase employee engagement, performance, and morale. A work environment conducive to development, collaboration and success can be created by responsible leaders who adjust their approaches to meet the needs of their teams and the company's goals.
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