[bookmark: _Hlk49621296][image: ]
BA(Hons) Leadership and Management Skills for the Workplace







                      Developing Workplace Critical Thinking

                                 BMSW 5101
                                 Lecturer: Kumar
                                 Student name: Nicoletta Camba
                                 Student Id: 1915298
                                 World count: 4634
                                 Date: 24 August 2021





Table of Contents
Company ……………………………………………………………………………………………………………………………………………………….…4
Difference between beliefs, attitudes, and values…………………………………………………………………5
Value	5
Attitudes	5
Beliefs	6
Organizational value	7
Management theory 	.7
Scientific theory      ………………………………………………………………………………………………..8
Taylorism	8
Administrative Theory	9
Bureaucracy theory	10
Human relation theory	10
Contingency theory	11
Management theory 	12
Critical Thinking……………………………….…………………………………………………………………13
Red Model	13
Critical thinking in Oxfman	14
Conclusion	15
References 	17








The Company
Oxfam was created in 1995 by a group of independent organisations that wished to ally to have a more significant impact on poverty reduction by pooling their resources. Oxfam comprises 13 organisations working with more than 3,000 people in over 100 countries to help poor people in developing countries get out of poverty and improve their living situations.
Oxfam focuses on development programmes, labour, emergency, research, lobbying, climate change and gender inequality.
The quality of Oxfam's work is heavily reliant on critical thinking and poverty analysis at all levels of the organisation. 
At the partner and community levels, the quality of fieldwork is mainly dependent on an understanding of development processes and excellent facilitation abilities, both of which are built on strong critical thinking skills. This report will describe and apply some management theories, critical thinking models, and what Oxfam adopts to focus on the main objectives and automatically rationalise the organisation's main priorities.
Oxfam's business is becoming more complex due to the global pandemic; it has had to make difficult decisions and new transformations; the number of foreign offices has been reduced, and the way work is organised inside them has changed. Oxfam has developed a new 10-year strategic strategy that will position the organisation as a leader in the battle against inequality, power, and privilege in areas where it expands. As a result of the pandemic, many charity shops were closed, and many of the fundraising events were suspended, which had a significant impact on Oxfam's finances.
Oxfam considers it essential to reshape its presence and is reconfiguring the confederation to support this innovation.
In nations with no offices, the organisation will form alliances with local partners and focus resources in the most complex and hazardous areas, the most significant risk to populations.. This mean result in higher costs for Oxfman and safer, quality programming.
Reshaping the presence of its national offices will require a corresponding change in its affiliate network, which should lead to reduced costs and financial stability.



Difference between beliefs, attitudes, and values.
Values.
Values are used by individuals, groups, organisations, and society to determine whether certain behaviours are acceptable or not. Understanding a person's values will give a fair indication of how they think. It is the responsibility of organisations to hire employees whose values align with the organisation's main ideas; Employee satisfaction and performance levels are more likely to be high if a proper match is made. 
Existing two different types of values: 
terminal values such as high quality, excellence, social responsibility, and innovation define which goal the people or organisation wants to reach.
 Instrumental values like clean and tidy, capable, creative, helpful, and friendly are the organisation's preferred behaviours.
Terminal values are indicated in the statement of the mission organisation; this informs the stakeholders about the organisation position, for example, regarding the quality, innovation or ethics.
The result is to ensure the organisation's members understand the organisation's type of behaviours and standard requests in the workplace; this aspect will give prospective regard to the organisation culture.
The most significant values in a business are frequently not written down but rather are the outcome of shared conventions, beliefs, assumptions, and thoughts that employees use to interact with external stakeholders.

Attitudes
Individuals and their attitudes toward their jobs are studied as part of organisational behaviour. Job happiness, job involvement, and organisational dedication are all examples of this thoughtful workplace mindset.
Job engagement refers to a person being connected with and involved in their job, whereas organisational commitment refers to how they identify with the company. Pay, challenges, rewards, recognition, support from co-workers, and the working environment all contribute to job happiness. 
People choose occupations with various duties, the opportunity to use and develop skills, the ability to control their workload, and the ability to receive constructive feedback on their work performance.
Beliefs
According to the Oxford Dictionary of Psychology (2003), a belief is more vital than a baseless opinion but not as strong as knowledge. 
According to Eagly & Chaiken (1998), beliefs are associations that humans create between an object and its attributes. Conviction, faith, and confidence are some synonyms for belief.
Beliefs are a personal view that an individual has of the world and reality. Different perspectives and impressions of the same person, object, or situation are possible. Different beliefs can be influenced by various circumstances, including the perceiver, the observed object or individual, and the situation.

Organizational value

Choosing whom to work with is a great privilege, both for those offering employment and those seeking it. Creating a united, motivated, responsible, and productive team - or joining one - is not easy. It takes the right people and the right way of thinking.
A workgroup is a community made up of individuals who share beliefs and values that define the company's culture. It all starts here, with people's ability to adhere to its culture and contribute to its growth.
This pushes the group members to commit themselves to the maximum and to look for innovative solutions not only for the company but also for themselves because they believe in something that goes beyond the working dimension because they feel part of a culture.
The awareness of having ideas and beliefs in common gives rise to trust. Having trust means working calmly, confident that all company decisions are made with the group's best interests at heart.
Knowledge and skills matter, but they are not enough on their own. 
Knowledge is the body of things we know that we have learned throughout our lives. They can continually be expanded.
Skills are the things we know how to do, the skills we have gained through experience. They can constantly be refined.
On the other hand, attitudes represent our way of being, personality traits, behavioural skills, predispositions, and natural inclinations. They are primarily innate, and therefore more challenging to acquire, but they can be enhanced. They are essential because they distinguish us, characterise us, describe what we are good at and what we like to do, and suggest our potential.
Verifying those aptitudes are compatible with the company's philosophy is the starting point for a profitable working relationship. Only after this has been done is it time to assess knowledge and skills.
Oxfam is dedicated to preventing financial malfeasance, all workplace harassment, including sexual exploitation and abuse, lack of integrity, as well as supporting the well-being of the children, adults, and beneficiaries with whom it works. Oxfam expects all employees and volunteers to share this commitment by adhering to the corporate code of conduct. For Oxfam, only those who demonstrate and share the values of the company can aspire to work in the group; appropriate levels of training are offered depending on the post taken up, and each worker/volunteer must ensure that they understand the organisation's safeguarding policies.
Oxfam promotes diversity and gender equality within the company and invites people to apply to join the team. The economic destruction produced by the Covid 19 outbreak is not showing any signs of slowing down and Oxfam predicts that global poverty and inequality will increase dramatically. Based on these predictions, Oxfam argues that there will be a need to implement universal social protection measures that affect unemployment support, financial support for children and families, and any public transfers to help families cope with losses and vulnerability. According to Oxfam, more prosperous nations will need to support poorer ones financially. 
The pandemic has created great difficulties for the ONG in terms of funding and support. However, despite this,' the organisation has continued to operate by making changes and giving priority to new emergencies such as strengthening the services of cultural language mediation and activate remote services to inform citizens in need properly' and communities' on the regulations to combat the virus to reduce the spread.


Management theories

There has been much debate over the years about the right or best approach to running a business. Some claim that a specific method is required to ensure that employees deliver their best work and meet organisational goals. In contrast, others argue that a combination of approaches is better for productivity and managerial excellence. It is well understood that managerial functions, whether planning, organising, motivating, managing personnel, or controlling, are comparable in every organisation and at every level. Following Hick and Gullet (1981), all managers and supervisors have the same responsibilities and duties regardless of the type of organisation.
According to Koontz and O'Donnell (1980), we may therefore talk about managerial universality, which means that functions can be transferred from one organisation to the next and from one country to the next. According to Lawal (2012), Theory and practice are the two components on which management is based; more accurate is the definition of Inyang (2008), who believes that management theory is the foundation for good management practice.. Management practice is nothing else the transformation of management theories and knowledge into actions that will efficiently achieve business objectives.
Following the thinking of Stoner (1978), we can therefore state that every manager needs to be up to date with existing management theory if he wants her management practice to be relevant and thriving within the company.

Scientific Theory
Classical Theory is a theory that emphasises the organisation rather than the people who work there. Human beings are considered as various components/parts of the organisation, which is viewed as a machine.. Scientific, administrative, and bureaucratic management are all part of the traditional method.
Professes a school of management philosophy centred on the assumption that employees' primary wants are economical and physical, and that social needs and job happiness are non-existent or insignificant. 
It promotes a high level of worker specialisation, centralised decision-making, and profit maximisation. 
People Are Rational. People will think about the possibilities rationally.

Taylorism
This school's primary goal is to boost productivity via improving efficiency. Taylor was the first proponent of this thought to be followed by collaborators such as Henryk. Gantt, Frank Lillian Gilbreth and Harrington Emerson ((Kuye, Gbadamosi and Adeoye, 2010; Lawal, 2012).
Frederick Taylor was an English engineer. His critical work is Principles of Scientific Management of 1911 as a synthesis of many other writings.
He is the founder of the movement known as Scientific Management. 
Taylor always wondered why there was so much animosity and inefficiency when it came to management and employees' mutual dependency; he supported the idea of the need to work together toward a common goal of growth for everyone.
He presented four essential management principles: 
1. The advancement of natural work science. 
2. Worker selection and development based on scientific criteria. 
3. The joint contribution of work science and scientific worker selection and training
4. The ongoing and close collaboration between management and employees.
Taylor defines science as methodical observation and measurement which he often calls the science of shovelling., which is undoubtedly an effortless job. However, the study of the factors that make shovelling efficient is more complex.
Taylor was determined about teaching management and workers what constituted a fair day's work and remuneration. To achieve his goal Taylor used the study of time as a basis breaking each operation down into its constituent elements and devising the quickest and most efficient techniques for doing each one. He was able to figure out how much work the people should perform with the available equipment and materials. The most productive workers were encouraged and received higher scientifically correct rates. 
Taylor defined the best way to do each job and achieve productivity improvements of up to 200%.
Others have followed Taylor's research, including Gantt, Frank, Lillian Gilbreth, Bedeaux, Rowan, Halsey. However, Taylor's ideas have fuelled much controversy about the alleged inhumanity of his systems, which were accused of reducing workers to the level of efficient machines.

Administrative Theory
While scientific theory aims to improve worker efficiency, the administrative theory focuses on building high-efficiency structures and rules for managing complex organisations Among the leading proponents of this theory are Fayol, Lyndall and E.L.F. Breck.
By outlining what he regarded to be the key operations of any industrial venture, Henri Fayol contributed significantly to management. According to Kuye (2010), Fayol categorised the activities into six categories: technical activities (producing), commercial activities (buying and selling, exchanging), financial activities (finding and optimising money), and security activities.
In Stoner's presentation (2004), it was stated that managers are born with specific skills; through administrative theory, We can establish that management is a skill that can be learned just like any other. According to Kuye(2010), administrative management has developed essential management processes, methods, and concepts that managers can follow to produce solid organisational structures and success.
This method is only appropriate for organisations that are dynamic and complex.
Bureaucracy Theory
Max Weber can be called the father of the management of bureaucracy. The German sociologist published his theory of bureaucracy to model the management structure of government administration and the private sector.
Weber analysed two different methods: he explained the hierarchical structure of management and the government rules to conceptualise the structure of management; he emphasised the need for organisations to operate with rational minds.
Larger and more complex companies need to use Weber's bureaucratic theory; an organisation can function well if it has a solid bureaucratic structure at its base that pursues the ideals and ethics necessary to implement a consistent and fair basis.
Weber's theory is one of the most criticised approaches in management. Bureaucracies allow the individual to assert himself, and no attention is paid to the initiatives and thoughts of the other parts of a company - the employees.
Bureaucratic management stifles initiative, and there can be a lack of flexibility to changing circumstances.
According to Thompson (1961), bureaucratic institutions foster counterproductive personal fears, and managers attempt to maintain their authority and position by behaving detachedly and damaging.

Human relation Theory

Elton Mayo (1945) is regarded as the leading theoretician of the Theory of Human relations. The most relevant themes that Mayo highlights are related to the importance of the so-called human factor, the company as a reintegrative institution, and the primacy of informal aspects in the productive organisation.
According to Mayo and the School of Human Relations, a new vision of the relationship between man and company is needed that considers the emotional aspects: an improvement in harmony in the working environment would be more useful for increasing performance than an increase in material rewards. What is needed is to satisfy the 'human factor' through the creation of a serene and harmonious working environment. Company policies must take into account the psychological needs of the worker because, in order to achieve its objectives, it is necessary to mobilise individuals to cooperate.
Mayo ran his experiment for several years until 1932, and it consisted of three separate investigations: the first on the factors that promote workers' performance; the second on the reasons for complaints and satisfaction within the factory; the third on the factors of solidarity or antagonism among workers. The unexpected results seemed to be linked to the fact that the workers who took part in the experiment were so pleased with the involvement that they were willing to work hard to achieve the best performance, even to please the company. This initial element, according to some, has been the key to the success and the great resonance that the Theory of Human Relations has had in both scientific and managerial circles.
The conclusions that emerged from this research highlight the need to overcome the Taylorist assumption according to which man has a natural tendency to work little to reposition the individual in the organisation, considering his characteristics, his needs, his relationships. This also entailed reviewing the role of the manager who becomes a leader, a person capable of influencing the behaviour of others. The experiments showed that productivity increased when workers had a more direct relationship with their boss and when the latter behaved in a democratic manner, establishing a climate of mutual trust.

Contingency Theory
They emerged in the early 1960s and have long dominated the scene in approaches to the study of organisations.
They are based on systems theory and state that the organisation must adapt to the characteristics of the situation (the contingencies) and that, therefore, there is no single type of organisation that is valid in all situations.
Adaptation:
- Situation (contingent variables) and organisation are separate and different phenomena,
- adaptation is imperative; it affects organisational performance,
- the relationship is asymmetrical: it is the organisation that must adapt to the contingent variables.
- The change in the contingent variables implies a change in the organisation. Otherwise, the adaptation and, therefore, the performance will be compromised.
The contingent variables that different schools have considered are environment, technology, strategy, size.

Management Theories in Oxfam
Oxfam is a confederation of organisations based in Australia, Belgium, Brazil, Canada, Denmark, France, Germany, Great Britain, Hong Kong, India, Ireland, Italy, Mexico, New Zealand, the Netherlands, Quebec, Spain, the United States of America and South Africa, , , United Kingdom, which work in over 90 countries around the world to empower the poorest and most vulnerable people to improve their living conditions and influence decisions that affect them, based on their diversity.
All affiliates are committed to a unified Strategic Plan (2013-2020) that defines a common approach to action and outlines common perspectives, challenges, and goals. The vision set out in the new Strategic Plan is that of an influential player capable of influencing global and national policies and having a significant impact on the lives of a significant number of people. Oxfam now believes it can only achieve an impact through greater internal coordination, the strengthening of standard policies and processes, and the enhancement of the experience of individual affiliates.
Oxfam has also progressively chosen to increase its presence in the countries of the South, not necessarily by increasing the number of affiliates, but by working more closely with certain partners within common visions of change. This affiliation is why, more and more, its action must be read in a synergic way.  What Oxfam does in different countries worldwide is the result of a jointly conceived strategy, which Oxfam continuously defines.
Oxfam's current Strategic Plan defines the confederation's strategic objectives, divided into external and internal objectives for change, which Oxfam is committed to achieving over the next ten years.
The significant humanitarian and development challenges of the 21st century is highly complex and interconnected, and the current covid 19 pandemics is bringing these aspects into more precise focus. Climate change, evolving forms of networked conflict, markets and financial systems are all examples that underlie development problems. Human, natural, institutional, and relational processes are the complex components of these systems.
Adopting systems thinking in Oxfam necessitates a set of behaviours and practises that, when combined, allow it to operate effectively inside complex systems like the ones it deals with. They include a shift away from fixed, long-term planning and toward iterative, adaptive planning based on learning and experimentation; a focus on multi-stakeholder approaches and co-creation with local stakeholders; and the search for context-specific solutions rather than generic solutions based on best practices elsewhere. Preconceived paradigms and ideas often limit Oxfam's understanding of local contexts; more cross-organisational collaboration decreases power imbalances by bringing diverse ideas and views to bear and resulting in a more complete and less skewed understanding of the organisation's systems.
Regarding programme design, systems thinking gives Oxfam analytical tools and a way of viewing things that can help with problem identification and context evaluation. 

Critical Thinking
Critical thinking can be defined as a mental process that leads to selecting a suitable answer or hypothesis. Teaching people how to analyse and test ideas or hypnotises a topic is part of critical thinking training. This think refers to an individual's ability to think rationally and clearly to determine the logical relationship between ideas. This ability entails not only analytical or diverse ways of thinking but also emotion and intuition. 
A wide range of abilities and attitudes are required to develop critical thinking; this method teaches the thinker to evaluate every problem or subject, adding quality of analysis, evaluation and reconstruction of the previous think model. Critical thinking comprises excellent communication and problem-solving abilities, all of which are crucial for key personnel in an organisation to keep the organisation's strategy effective and competent in the face of market competition.
As a result, critical thinking skills are vital for human resource departments, responsible for developing strategies for employee management and aligning employees' efforts toward achieving organisational goals. Critical thinking can be defined as a process that can lead thinking to analyse a specific problem and find the best solution; the thinker will be brought to analyse, evaluate, change, and reconstruct their thinking to improve their previous thinking.
Critical thinking Model



Red Model
According to Pearson TalentLens(2013), critical thinking skills are the ability to evaluate and analyse a situation and information from multiple perspectives, then separate facts from opinions and preconceptions. This critical thinking capacity includes three key components:
-Recognise assumptions by thinking logically. 
- Evaluate arguments by thinking logically.
- Using in-depth analysis to evaluate arguments
Pearson has conducted an extensive study on critical thinking skills and their measurement and assessment in recent years. Pearson TalentLens has developed the RED Model's critical thinking skills, which include
- Recognise Assumptions. 
- Evaluate Arguments. 
- Draw Conclusions to apply and quantify critical thinking skills. 
This paradigm is thought to be particularly useful in the development of critical thinking abilities.
Recognise assumptions. 
An assumption is a belief that is held to be true despite the lack of evidence. The ability to recognise assumptions is necessary for the development of critical thinking skills. It is critical to distinguish between assumptions and facts and opinions. Assumptions must also be addressed from a variety of perspectives.
Evaluate arguments
The ability to analyse arguments is essential. To reinforce and clarify the truth of an argument, an objective study of information and viewpoints, as well as evidence analysis, will be required. 
Make a decision
Drawing conclusions is the ultimate goal. After a proper identification process and a process of objective evaluation of the arguments, a conclusion is drawn determined by accuracy and evidence.
Understanding and acquiring knowledge about the problem at hand, as well as exhausting all available solutions, are required for recognising assumptions (Davis, 2013).




Critical thinking in Oxfam
The Covid pandemic and recent years of mismanagement have led Oxfam staff to lose confidence in the organisation. The decision to cut hundreds of jobs and the closure of offices in various parts of the world is leading the organisation to find alternative solutions.
The risk of losing qualified and competent staff is causing the company to consider downgrading many of its staff to avoid redundancy. Voluntary redundancies or redundancies implemented by the company would increase the cost of the change process that Oxfam has planned for the next ten years, resulting in further savings that would lead to further job losses and the collapse implementation of projects in other parts of the world.
Recognising assumptions: Oxfam thought about downgrading. However, none of the staff opted for this alternative, nor did management ever poll the staff's preferences between a dismissal and a downgrade. The company used the trade unions to spread the idea.
Evaluate the arguments: Oxfam, in anticipation of its ten-year project, needs to cut back on staff and reshape its presence around the world.
Redundant professionals would slow down the growth and development of the project.
Drawing conclusions: Oxfam is considering the fairest and equitable solution for the workers and the company. Severance pays for voluntary redundancies, downgrading for those who want to continue working for the company. This solution would lead to less discontent among the workers, and Oxfam would not lose valuable professional figures to employ in the future.
Oxfam knows very well that knowledge of how the change will occur is minimal, and all that can be done is to provide a rough hypothesis of how change may occur. Using systems theory to generate hypotheses of change is the best way forward.
Much of Oxfam's work will focus on experimental methods, which will involve trying things out on a small scale, learning from them, and adjusting and expanding them as needed. Projects can only progress through a series of learning cycles aided by immediate feedback. An appropriate organisational culture will be the crucial ingredient for this approach to work.
It will require a high degree of humility to accept that not always is right about the decisions. It will require curiosity to seek regular feedback to motivate more and more work. It will require good reflective skills to be able to analyse the implications of new findings.
Oxfman will also need to change her attitude towards failure and understand that interventions do not always work as planned in such complex and liquid times as these we live.


Conclusion
There was a time when it was possible to predict many aspects of the life of an organisation. It was even possible to hypothesise with a reasonable degree of certainty how individuals would relate to the organisation and, therefore, which internal communication actions would be most appropriate to manage the machine. That time is over. Organisations are no longer quiet houses to live in, places where nothing new happens, but communities in constant flux. That necessitates professionals to be active in the first person, read and interpret what is changing, and conscious protagonists of change in themselves, others, and the organisations themselves.
In the liquid society (Bauman, 2006) based on knowledge, the value of continuous learning and knowledge embodies a utility available to the organisation to teach people to live in the contexts of modernity and to guide them in social, economic and cultural actions.
The organisations are not bureaucratic machines, rigid, inspired by the logic of scientific management, but intelligent organisms with lean and reticular structures.
Their interactions with the reference environment are dynamic and dialectical, focused on the quality of the people who work in them and define the relational and communicative.
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Appendices:
SWOT analysis
Participation in class
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1) defining realistic objectives

in the short and long term. Targets driving the company in a clear direction and can be used as the.
basis for a comprehensive energy strategy.

2) preparing a solid energy strategy

After defining the objectives, a strategy outlining the path to achieve them is necessary. The strategy
must include specific objectives, actions, and budgets, establish the necessary investments, risks to
the company, and opportunities,

3)create an energy leadership team: responsibilities must be assigned at a high level
4)examining economic feasibility, balancing economic and environmental priorities;
5) choosing the best energy partner
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Critical thinking allows a person to reflect and make decisions by analyzing data and information,
evaluating them, and drawing objective conclusions.

Critical thinking is based on three strategies: the ability to reflect without relying on impulsive
judgments, the ability to motivate, to ask questions, and the ability to look for alternatives, analyzing
possible solutions to achieve the result.

So, critical thinking is rational and reflective thinking. It involves analysis, reasoning, evaluation and
communication. Its importance is based, first of all, on the ability to evaluate oneself in order to be
able to identify one's weaknesses and strengths.
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The factors contributed to success of getting a fast covid vaccine are:Examination procedures were
accelerated whit repeated clinical reviews. Data on the vaccine and its effect are evaluated
immediately rather than waiting for the trial phases.

Data evaluations were entrusted to a task force of experts; by analysing the data quickly, scientific
evaluations proceed faster.

Translations of product information are translated into all languages electronically, which saves time.
The standard procedures to authorise a medicine lasts 67 days; for the covid vaccine, they are
reduced to 3 days.

Other factors have allowed the vaccine to be released so quickly, for example, speed of delivery of
the vaccine on a global scale and therefore production capacity and supply times

resolution of logistical issues, then find suitable space for storage of the vaccine

Global solidarity, being committed because ‘all countries, even those with low and middle income
could benefit from it.

We can conclude the Covid 19 pandemic has highlighted the scientific approach and technology
used; medical research has benefited significantly from technology, not only in aiding in the
dissemination of medical information but also in connecting and transmitting valuable data to all
countries for global collaboration.
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Critical thinking is a cognitive activity associated whit using the mind. Have a critically analytical means using mental processes such as
attention, categorisation, selection and judgement.

Good critical thinking skills can assist us in assessing our abilties, interests, and thought processes in a much more realistic and accurate
manner. This helps us decide where to spend our energies when looking for work, pursuing higher education, or making life decisions.
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