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[bookmark: _Toc518320242]Introduction
Developing critical thinking in the workplace is the most important criteria that the management of an organisation needs to concentrate on. It is one of the most challenging situations to develop critical thinking in the workplace for the betterment of an organisation.
Thesis Statement
The primary analysis of critical thinking in workplace is related to adequate belief, attitude, value, culture and norm that improve working culture.
[bookmark: _Toc518320243]Outline of ideas
Critical thinking is basically an activity which is more important than logical analysis. It mainly involves habitual ways of acting and thinking along with questioning the assumptions for various society and circumstances. Critical questioning and thinking help to think and act differently in the workplace. Critical thinking can be advantageous in two ways: Civically and Economically. In civically critical thinking, population of a particular region or country is more likely to participate in political activities. On the other hand economical critical thinking involves creative and active workforce which helps to improve the economic situation of a country. Critical thinking can be triggered by both positive and negative events. As an example, negative events can include trauma and other negative incidents which triggers a new way of thinking. On the other hand positive events include joyful and pleasing events within a workplace or society. The following study involves the impact of various management theories on attitudes, beliefs and attitudes on the behaviour of a workplace of a particular organisation. It also involves the evidence of research and wide reading of relevant academic models and theories.
[bookmark: _Toc518320244]Identification of Management Theory and critical assessment of its impact on attitudes, beliefs and values
Management theories increase service quality and productivity of an organisation. According to Rahim (2017, p.47), generally, more than one management theory is used to implement the appropriate strategy than relying on one specific theory. There are some popular management theories which are reliable for improvement of the implementation process. These theories include Human Relations, contingency Theory, Scientific Management, Bureaucratic Management and Systems Theory. Human relations theory helps to create awareness of teamwork within an organisation. Contingency theory deals with the current situations of the organisation and manages the situation smoothly. In reflection to Lovelace  et al. (2016, p.102), scientific management theory believes in scientific methods for the betterment of the organisation rather than relying on traditional methods. In bureaucratic management theory, managing actions follow “ideal bureaucracy” principles. 
In view of McCormick et al. (2015, p.110), belief is nothing but an internal state of mind which provokes to agree that something is definitely true. It is not necessary that a belief must be true. It can be irrational or unproven also. An organisational assistance is likely to be based on such belief that allows gradual progression in organisation. Value is measured as the importance or worth of a particular thing or incident given by individuals. Lifestyle of an individual can be reflected in their values. One can give importance to the freedom of speech. In the opinion of Montano and Montano (2015, p.100), attitude is the expression or application of values and beliefs through actions or words. Attitude of an individual is the key factor for the improvement of an organisation. 
Systems theory best meets the idea of belief, attitudes and values. According to Piscicelli et al. (2015, p. 25), this theory was proposed in the year of 1940 by famous biologist Ludwig von Bartalanffy. Systems theory states that system is a set of elements or objects that interact to achieve a particular goal of an organisation. As per De Leeuw et al. (2015, p.130), system is always a combination of other systems which means an individual system always acts as super system or sub system of another system. If an organisation is considered as a system, then according to systems theory, the goal will be to discover the dynamics, conditions and constraints and explaining main principles that can be applied to achieve optimised equifinality. Systems theory believes that success of an organization relies on some basic key factors which include: 
Synergy: It wholly depends on the combined effort of work output of more than two individuals. 
Interconnection: In the opinion of Sturdy et al. (2016, p.190), interconnection can be of two types: connections between the employees of the organisations and connection between the environment and organisation. 
Interdependence and Independence: Interdependence means that if any change occurs in a part of a system, then other parts of the systems will also face the change. As stated by Dochy et al. (2014, p.100), independent system means that a particular part of a system is responsible for a specific task only. This means if any changes occur in a part of a system, other parts will not face the change. An ideal system should be independent in nature, so that the whole system does not face problems due to breakdown of a particular part. 
According to Becker (2015, p.26), there are 6 major dimensions of system analysis: goals, interdependence, and definition of internal structure, time perspective, stability and degree of exposure to outside pressure. Systems theory is much valuable to the managers of any organisation. Attitude of the managers also depends on this theory. Managers are less likely to take short term decisions for the organisations that use systems theory approach. Interdependency between the employees of the organisations increases due to use of this theory. In the opinion of Becker (2015, p.26), systems theory has some major limitations also, such as: this cannot be applied in real life situations and there is no tool present for analysing the techniques and situations. 
As a junior manager the main responsibility is to supervise the whole system or the department. Under the supervision of the senior managers, junior managers can also act as account executives in any industry. Another key responsibility is to act as the connection between the employees and the client. As stated by Gond et al. (2016, p.450), as a medium or connection, junior manager first makes the employees to understand the demand of the clients and initiates the project work. In my workplace, the main role is to help the employees if they face any problem or issue related the project. First the issue needs to be discussed with the clients and understand their demands and provide the employees with proper solution to that particular issue. According to scientific management theory and bureaucratic management theory, junior manager must motivate the subordinates and lead them to achieve the organisation goals. Team building and managing the team work are other key roles of a junior manager. 
As per Schön (2017, p.50), scientific management theory is specifically known for its implementation of engineering practices in the workplace to make the growth of the organisation. This theory is also known as “Taylorism”. The most important part of an organisation is to supervise the production activity as production is the main factor for growth of an organisation. Production is repetitive in nature. Therefore, it needs scientific method to increase the productivity. This theory act according to the following steps: Do according to plan, proper supervision in different fields, continuously improving the conditions of workplace in scientific way, selection and training must be done in proper scientific way, appraisal and reward must be given to the deserving employees to get more efforts from them in future, there must be incentive system in the workplace for doing overtime or providing extra efforts, flexible work timing is another key factor of scientific management theory. Apart from these, promotions must be given after a particular period of working. In the opinion of Gond et al. (2016, p.450), rather than relying on traditional methods and human efforts, scientific management theory depends on automation and mechanisation of production in workplace.
Max Weber was a popular German sociologist, who discovered bureaucratic management theory in order to organise the way of achieving the goals of an organisation. As per Becker (2015, p.26), this theory majorly consists of two elements: include a hierarchy in the organisational structure and include proper rules and policies for the employees to maintain the discipline in the workplace. 
This theory also follows the rational way to handle an organisation rather than following human emotions and irrational approaches. According to Piscicelli et al. (2015, p. 25), there are six major characteristics or principles followed by bureaucratic management theory: labours must be divided in such a way that they can perform proper tasks as per need of the organisation, top down approach must be followed in the organisation in order to maintain the proper flow of work and information personal and organisational properties should be treated separately for the safety of the organisation, employees must follow every steps of rules and policies of the organisation and these rules must be same for every employees as well as the managers, hiring of employees and selection procedure must be based on the qualification of them, after a particular working period every employee must be given promotions and rewards along with incentives. Along with the benefits, the theory also has some limitations such as: importance is only on policies and rules, delay may occur in decision making due to formalities, employees may hesitate to communicate with the managers due to strict rules which may hamper the whole business process, it is only good for government organisations, technically qualified employees are given more importance which may cause conflicts within the organisation. 
Both the theories state that employees must be given huge incentives and promotions must be given after a particular working period. However, incentives and promotions are not enough to get the maximum effort from an employee. Leaves and holidays are equally important for making the employees happy and make them work in a better way. As commented by Becker (2015, p.26), scientific management theory only focuses on the technical and mechanical factors but human emotions are also important in workplace. If an employee faces any issue in the workplace he must not hesitate to report to the management. The management also needs to listen to problems of each and every employee in order to make the organisation to achieve its goal in a proper way and stipulated time limit. It is very important to critically assess the theories and make changes accordingly for betterment of the organisation. 
[bookmark: _Toc518320245]Rational discourse of emotions, values and beliefs 
Every individual has a different set of values and importance according to their own thinking; so it is quite natural that everyone has different degrees and consequences. It is one of the utmost factors that is much more important while describing the impact of values, attitudes and beliefs on individual behaviour in the workplace. 
Individuals are aware of emotions that are a very important part of human lives. A person’s internal states defines the emotional part, whether, decision-making is the computation of the value of internal states of individuals. Understanding of neural and behavioural process define the uphold matters in case of rational discourse (Taylor, 2017). To be precise, neuro economic model is the very thing that must be changeable in nature. Critical aspect of goal-oriented direction or movement is also changing consequently. 
Based on the Bayesian Model, the computation of different attitudes, beliefs and values can be easily judged.  
The impact can be positive or negative as a result; but in case of importance of each value, that their consequences depends on the work culture and environment. Throughout the course of human lives, Individuals are to provide their own services i.e. personal values, attitudes and beliefs. Today, organisations are no longer simple businesses that run one philosophical area but also focus on brands and sectors simultaneously (Long, 2018). These three utmost factors- values, attitudes and beliefs are changing in nature and those may help to gather knowledge across industries or run all the facets of an organisation; similarly, all those may responsible for hampering the work culture as well as industrial experience at the same time (Manning, 2017). But in the long run, those key attributes are treated as helping hands. To be precise, some organisations like- John Lewis Partnership, Swire, IPMG and many more are the burning examples of the very topic that has been discussed as positive impact. On the other hand, some organizations are also there that are in the opposite pole of the scenario in the United Kingdom. It is believed that some organisations are also there in the United Kingdom territory that are build up with insufficient work culture along with the inexpert panel and in result, the organisations’ employees values, attitudes and beliefs gone wrong.     
Once an organisation has developed or shaped its desires that must rely on the individuals’ values, attitudes and beliefs. Understanding the cultural values of the community, vision and mission are similarly important in case of inspiring leadership in the business unit, employees who espouse those values by heart and believe those are the betterment of the organisation itself (Stoszkowski and Collins, 2017). Organisational executives i.e. top level management, community, cultural values all are directly or indirectly connected with each other; because of the impressive nature of individual attitudes, beliefs and cultural values the assessment of the impact on own workplace behaviour must look after by the organisation thoroughly so that a healthy work environment can be built. After all, it is quite necessary for the long run in any business domain. 
As per the instruction of the present study, a theoretical model must support these three imperative segments that have been discussed in the study. So, the Human Relations theoretical management theory has been discussed in relation to assess the impact of beliefs, attitudes and values on own workplace behaviour. 
As it is a well-known fact that Douglas McGregor's X and Y theory is the much resembled platform of HR Management Theory that is depend on theory Y. As per the theory Y, organisation can assume that employees want to work and they are very much responsible towards their individual work patterns, and self-motivated skills in the company hierarchy. But in case of X theory the scenario is exactly opposite to theory Y where the theory presumes, employees are lazy and they are not motivated at all.   
A clear identification of a range of management theories in the workplace 
So many management theories are there in the workplace those must be identified in this present study such as human relations, contingency theory. As per the human relations management theory, there are two segments “X” and “Y”. As it discussed earlier, “X” refers to the positive and “Y” refers to the negative side (Khorasani, and Almasifard, 2017. ). As per the management theory, positive management movements can be seen broadly and improvement can also be seen at the same time. These are briefly and clearly discussed here in the study. 
Employees as well as top-level management can share big-picture objectives towards the betterment of the organisation and this will also be beneficial for boosting employee’s willingness for sure. 
As it is a motivational theory, motivation can be seen from top-level management to lower-level management. These are the hierarchical attributes of management level of an organisation. 
Top-level management is heavily responsible for training and developing them accordingly and increasing their individual responsibilities and capabilities at the same time in the long run (Bratton, and Gold, 2017).  
Top-level management is also responsible for rewarding them so that they can achieve organisational goals and the main the thing is, with the help of the management theory an organisation can motivate them toward excellence (Hinojosa, Gardner,  Walker,  Cogliser, and Gullifor, 2017).. 
Now the contingency theory has been discussed to the success of the study. As it is a well-known fact that management platform is situational in nature; therefore the management theory is based on “if” and “then” approach. Being an independent variable “if” represents independent situation whereas, “then” is all about portraying the dependable management situation (Lee and Steers, 2017). According to this very concept, the contingency theory states the managerial movements as per the future environmental circumstances. In addition, the management theory also defines the specific solution problems as per the current situation which depends upon environmental conditions (Martinsuo, and Hoverfält, 2018). Rather than defines the specific solution, the management framework also deals with the organisational adaptability to both external and internal environments. 
In my workplace, I am responsible for take care and maintain various employees’ records i.e. their attendance sheet, job & position history, benefit details, payroll information and so on. Being a responsible employee in my workplace, I am responsible for look after the whole scenario of the employees who are working in the company. As I am involved in this domain since for a long time, my reporting person is belongs to top-level management. As per the direction from the top-level management I must take some responsibilities how the employees attitudes, beliefs and values can be moderated and even changed for the betterment of the workplace in the long run (Williams, Ashill and Naumann,2017). Recently, two other companies are performing well like us, so the management has decided to take some best ways how to motivate the employees better and even the best. As per my opinion towards the wellness of my workplace, I must follow the management theories that are already been discussed in this present study i.e. the contingency theory and the human relations management theory of course. 
As it is discussed in the very previous section of the study, both the management theories are as useful as necessary. According to the human relations theory, not only I should take the “X” factors that are treated as positive features, I also need to look after the negative features as well that means the “Y” factors. It's because, I have to watch the other side of the area that means the consequences of the negativity. With the help of the “X” theoretical segments I can motivate each and every employee by rewarding them according to their individual performance. I must take some additional movement like- training and development of the employees so that they can deal with the tricky situation they might face in their near future. 
Similarly, I must take a look on the contingency theory so that I can manage the situational and managerial facts and take whatever movements I need to follow. The environmental condition of my workplace is quite attractive and in case of long run, I should take some additional steps to make the company better and even the best in the competitive market. To do the same, i have to conduct monthly employee’s feedback session and an internal survey to know the gaps, facts and figures what are the causes of the failure. Precisely, I would like to say the management theories that have been linked with my workplace and discussed are truly needed for the overall improvement. 
In relation to evidencing the relevant academic theories and models according to the present study, all the necessary management theories have been discussed properly. As it is mentioned that monthly employee’s feedback session and internal survey is one of the utmost factors in this study, a set of qualitative interviews is necessary (Henriksson, 2017). Prior research regarding impact of attitudes, beliefs and behaviour in the workplace synthesized in the study, broadly indicates the relation between the theoretical models and the three factors that are already been portrayed. The training and development of the employees that has been mentioned in the study need to organize in this way so that each and every employee should get the opportunity to motivate themselves towards the betterment of the workplace. Indeed it is quite important to maintain an effective communication. 
It should be noted here, the evidencing of the research, academic theories and models that have been portrayed here need to be centralized in almost every aspect of workplace platform and their life. To some extent, the evidencing of the relevant research, academic theories and models are equally important like to maintain a healthy relationship with the employees. The management hierarchy can run smoothly if the hierarchical chain is properly maintained and this could be possible if the top-management, middle-management and lower-management maintain the relationship. 
[bookmark: _Toc518320246]Evidence of wide reading and research
Above study shows that development of critical thinking in workplace is very important for growth of an organisation. Though management of an organisation meets all the points, it is not necessary that the growth is confirmed. Apart from the mentioned theories, there can be many more topics that can be effective for the same. Along with the scientific mechanisms and techniques, human behaviour and emotions are also important. According to Piscicelli et al. (2015, p. 25), traditional approach plays a major role in the workplace. Not only incentives and rewards but leaves and holidays along with proper work environment are very important for developing critical thinking in workplace. Critical thinking can be triggered by both positive and negative events. As an example, negative events can include trauma and other negative incidents which triggers a new way of thinking. On the other hand positive events include joyful and pleasing events within a workplace or society. The study involves the impact of various management theories on attitudes, beliefs and attitudes on the behaviour of a workplace of a particular organisation. Both the scientific management theories and bureaucratic management theories have some limitations or disadvantages such as: importance is only on policies and rules, delay may occur in decision making due to formalities, employees may hesitate to communicate with the managers due to strict rules which may hamper the whole business process, it is only good for government organisations, technically qualified employees are given more importance which may cause conflicts within the organisation. As commented by Becker (2015, p.26), scientific management theory only focuses on the technical and mechanical factors but human emotions are also important in workplace. If an employee faces any issue in the workplace he must not hesitate to report to the management. The management also needs to listen to problems of each and every employee in order to make the organisation to achieve its goal in a proper way and stipulated time limit. It is very important to critically assess the theories and make changes accordingly for betterment of the organisation. 
[bookmark: _Toc518320247]Conclusion 
At the end of the study it could surely be concluded that the main concern is to build the healthy relationship among the management hierarchical structure, unless the attitudes, beliefs and values of the employees would still remain defend less. This is one of the utmost attributes to look after all the issues so that the main concerns can destroy from the root. 
Before determining what steps should be taken in this matter, a leadership attribute can be transformed. Most of the time though, these three attributes can vary depending on the situations how it should be conducted to personal life or even in the workplace. So the best thing to remove all the barriers is to collaborate with each other and make the situation positive instead of negative. Within an organisation, some employees can form strong relationship with other associates. Therefore, it is mandatory to deal with the situation and achieve the highest degree of satisfaction level when dealing with the attitudes, beliefs and values of the employees. The management of an organisation must take some necessary movements so that the employees can know how to deal with each other and along with the situation how it can be handled. If the management can do this properly, then the employees can boost themselves as per the requirement.  
Critical thinking is mandatory in this regard; therefore each and every organisation need to appoint an efficient leader who can handle all the situations that can harm the workplace culture. This would be the best movement to deal with the situation and make the workplace healthy. The betterment could be seen in this way in the near future.    
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