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Introduction

Critical thinking is the act of purposefully analysing information on order to make better judgements and decisions. It involves using things like logic, reasoning and creativity to draw conclusions and to generally understand things better. Therefore, in order to become a better critical thinker, it is important to ask questions when a problem or a decision is presented, before jumping to any conclusions.




2.0 Concept of critical thinking

According to Jonathan Haber (Haber, 2022) critical thinking is frequently mentioned as an indispensable twenty-first century ability, the key to achievement in school and work. Given the tendency to consider fake news, draw inaccurate assumptions, and make choices centred on emotion in favour of reason, it may very well be said that critical thinking is crucial to the existence of a democratic society. 
Haber argues that the fundamental critical thinking concern today is that not as much as necessary individuals are doing sufficient of it. Thankfully, critical thinking can be trained, performed, and evaluated. 


3.0 Critically assess the impact of beliefs, attitudes and values on the workplace behaviour



Zeeman, A. (2019) states about Charles Handy (1932-2018) that (Zeeman, 2019) is an Irish author and philosopher, and lecturer focused on administrative behaviour and management. Charles Handy is worldwide recognized for his influences on the area of management. His work consists of publications of extremely inspirational books of business literature. Charles Handy is furthermore known to be one of the best business minds of this era and is co-founder of Handy Model of Organisational Culture.

According to Denini, J. (2011) the theories of Charles Handy have had a strong influence on modern management philosophy. Alongside the other theoretical models, Charles Handy elaborated his Four Cultures Theory in which he defined each person’s culture, linking it to one of the Greek gods. Each of Handy's cultures results from a different assumption about individual stimulus, thinking and learning, combined with a unique supposed foundation for power and influence. 

Charles Handy's Four Cultures
1. The Power Culture: Based on Zeus, this culture is one of centralized, or top-down, power and influence.

2. The Role Culture: Based on Apollo, this culture is an inflexible one, run by strict practices, closely specified roles and accurately allocated powers.

3. The Task Culture: Based on Athena, this culture is small-team-based, outcomes- and recommendations -oriented, and evidenced by flexibility, adjustability and empowerment.

4. The Person Culture: Based on Dionysius, this culture directs attention to the individual. Such an institution is values-oriented, individuals-focused and designed to meet each employee’s realisation needs.

It is also known that Charles Handy proposes six influence methods: physical, exchange, rules and procedures, persuasion, ecology, magnetism (Rhodes, 2021).

Handy believed that (Sociologytips, 2022), in order for an organization to be effective, the management have to have confidence in the employees. He includes seven rules of trust in this way: trust is not blind, trust needs boundaries, trust demands learning, trust is tough, trust needs bonding, trust needs touch and trust requires leaders.










(Ward, 2021) Henry Mintzberg’s ten managerial roles are:
· Figurehead
· Leader
· Liaison
· Monitor
· Disseminator
· Spokesperson
· Entrepreneur
· Disturbance Handler
· Resource Allocator
· Negotiator


(MindTools, 2022) Each of Mintzberg’s 5 Ps represents a different approach to tactic. They are:
1. Plan.
Planning happens obviously to many managers and per se, has become the standard first step.
2. Ploy.
Mintzberg states that beating the competitors, by planning to disturb, deter, demoralise, or else influence them, can be part of a strategy. So, the strategy can be a ploy, as well as a plan.
3. Pattern.
Strategic plans and ploys are both premeditated movements. Occasionally, however, strategy develops from past organizational behaviour. Instead of being a deliberate option, a steady and effective way of doing business can develop into a strategy.


4. Position.
Position is a different way to describe strategy and that is, how it is decided to be positioned in the open market. To this extent, strategy helps to look at the link between the organization and environment, and it helps to build up a viable competitive lead.
5. Perspective.
The possibilities an organization considers about its strategy depend on its culture – same as patterns of behaviour can appear as strategy, patterns of thinking will structure an organization's perspective, and the ideas that it is able to do best.

Mintzberg suggests dividing up management roles and responsibilities and structuring the workplace to make simpler complex concepts. This makes it easier to organize corporations into a more efficient culture, and it grants each member to develop their own skills (Dopico, 2021).

Henry Mintzberg lined up the idea of marrying practical experience with business theory. In one of his books, Inside our Strange World of Organizations, he enumerated clearly defined roles for managers to grow into effective team leaders (Harappa, 2020).



4.0 Identify a management theory relevant to your role and critically assess its impact on beliefs, attitudes and values



According to The Team Building Company (Company, 2022) Adair accosted leadership from a more realistic and simpler perspective; by illustrating what leaders have to do and the procedures they need to apply.

His model was symbolically based on three intersecting circles characterising: 

Accomplish the mission.
Develop and retain the team.
Improve the person.
This establishes a clear division between leadership and management.
Forging fascinating 'Great Man' leaders is challenging and cannot be sure of. You cannot promise that such an individual can be conceived and once formed, that they will be trustworthy. Adair's theory is more rational and shows that leadership can be trained and that it is a transmissible aptitude.

The three circles in Adair's model intersect because:

The mission requires a team because one individual alone cannot realize it.
If the team demands are not met the mission will endure and the people will not be pleased. If the person demands are not met the team will endure and fulfilment of the mission will be compromised.

Leadership Functions:

Adair enumerates eight Leadership Functions essential to attain success.
These require to be continuously improved and perfected to guarantee success.

a. Characterizing the mission: Using SMART goals (Specific, Measurable, Achievable, Realistic and Time-Constrained) to establish a strong intent.
b. Planning: An open minded, positive and creative search for options. Eventualities must be planned for, and proposals must be explored.
c. Briefing: Team briefings by the leader are a fundamental task and vital in order to establish the right ambience, promote teamwork and inspire each person.
d. Controlling: Leaders have to self-discipline, put control methods in place and efficient allocation and observing skills in order to get the best outcomes from minimum requirements.
e. Evaluating: Evaluate outcomes, assess implementation, appraise and prepare the people.
f. Motivating: Adair recognizes eight fundamental rules for stimulating individuals in his book Effective Motivation (Guildford: Talbot Adair Press, 1987). Adair also designed the 50:50 rule which says that 50% of inspiration comes from within an individual and 50% from the environment and especially the leadership they come across.
g. Organising: Good leaders should be competent to coordinate themselves, their team and their organisation.
h. Setting an example: The best leaders easily set a good example. If exertion needs to be made it will slip-up and a terrible example is noted other than an excellent example.

Motivating Your Team:

The eight rules for inspiring individuals:

· Be determined yourself.
· Select ambitious people.
· Consider every person an individual.
· Set attainable but ambitious goals.
· Realize that improvement itself encourages.
· Catalyse an inspiring environment.
· Offer pertinent incentives.
· Recognise success.

John Adair's study is commensurable with motivational theoreticians such as Maslow, McGregor and Herzberg.
He underlines the need for growth of the team and team building.
This can be attained through team building presentations and applying theories such as that of Belbin.
Where Adair indicates the need, Belbin delivers one of the tools.

According to Erik Tritsch (Tritsch, 2022) Goleman’s Theory of Emotional Intelligence was initially created in 1995 when he issued a book based on his work. The idea of emotional intelligence (EI) helps people to direct their reasoning and behaviours. He characterized emotional intelligence as the capacity of people to identify their emotions and those of others for determination and controlling of emotions for themselves and their connection with other people. 







Goleman’s Key Components
Self-Awareness
· According to John Mayer, self-awareness is the capability of a person to understand the existing feeling and its motives. It supports people to understand their strengths and weaknesses and handle the result of tempers, feelings, and drives in others.
· Self-Awareness relies on the capability to spot and observe one’s personality and accurately detect emotional state in other persons.  Emotions constantly evolve and can be communicated both verbally and non-verbally. Without self-awareness, an individual cannot objectively assess emotional states because there is a need to know the reason for each emotional state.
· Individuals who have the attributes of self-awareness demonstrate self-confidence, mainly when they assess their performance with the opinions of their colleagues.
Motivation
·  Motivation is the inner passion that drives outward activities. It considers the benefits of engaging in activities in the long run rather than immediate gains.
· The stronger the motivation, the more the tendency to focus on the set goals by individuals. Motivated individuals have a strong drive to achieve more, and they also display optimism even if they face unexpected challenges.

Empathy
·  Empathy refers to the ability of individuals to respond to others based on their emotional make-up or reactions.
· It involves the show of concern towards others when they have negative experiences. It requires sensing the feelings of others, allowing them to share how they feel and understand them based on their perspective.
· This component improves attributes such as cross-cultural sensitivity, talent building and retention, and to clients.
Social Skills
· An individual’s social skills determine the extent to which relationships and networks are built and maintained. It involves the ability of the individual to find common ground with other people under different circumstances and leverage their views about the world to build relationships.
· This component is essential in building teams and bringing about positive change in settings. It also fosters interactions among people with diverse backgrounds through enhanced communications.
Self-Regulation
·  Self-regulation is the ability to control unexpected or disruptive emotions or impulses by maintaining a positive outlook even when situations do not go as planned. It helps prevent spontaneous judgment.
· It improves openness to change and adaptability among individuals. It also empowers individuals to develop good initiative, optimism, and integrity. Individuals that exhibit self-regulation do not react to setbacks but they respond appropriately by managing their emotions.

Smriti Chand (Chand, 2022) states that Mayo was the first one to insist for the rapport of workers’ challenges in the context of growth of science and technology. He wished the management to understand the problems of workers and make efforts to redress them. His most important influences are:
1. Human Relations Approach:
Mayo is justifiably named the father of human relations movement. His thoughts were a breakthrough and a defining moment in human relations practice of the management. He acknowledged the significance of human beings in management. He believed that human beings are different and significant input into management implementation. The social and psychological needs of human beings cannot be disregarded, if management intends to improve efficiency.
2. Non-Economic Awards:
The previous belief was that employees will work extra if they are given more financial inducements. Taylor was the leading advocate of this methodology. Elton Mayo believed that the practices of financial incentives were not only ineffective but also impractical.
He was capable to prove that humane and regardful attention, sense of participation and being in the right place, appreciation, atmosphere, human dignity and social interaction are at times more important than pure financial incentives.
3. Social Man:
Mayo established a model of ‘social man’. He believed that man is essentially driven by social needs and finds his feeling of identity out of relationships with other people. He is more open to the social forces of the casual crowd instead of managerial motivations and commands. He also linked efficiency to a social trend.
4. Organisation as a Social System:
Mayo was of the opinion that casual interactions in the group are more valuable than conventional interactions. Individuals create casual groups to give a twist to their attitudes and try to find support for action from such groups.
In Mayo’s words, “An organisation is a social system, a system of cliques, grapevines, informal status systems, rituals and a minute of logical, non-logical and illogical behaviour.” He was of the view that managers have a duty to preserve a balance between the logic of efficiency’ wanted by the conventional management. He believed that in addition to logic and facts individuals are likewise driven by sentiments and feelings.
According to Sean Lea (Lea, 2022) social psychologist Rensis Likert initially defined his renowned management systems in the 1960s, determined from his studies of employee-manager interactions in organisational situations. His four systems are intended to underline different organisational changing aspects and physical characteristics built over relations between people. Remarkably, the systems delve into several soft management abilities such as trust-building and their impacts on the wider dynamic of the organisation itself.
The four management systems as discovered by Likert were: 
1. Exploitative Authoritative
2. Benevolent Authoritative
3. Consultative
4. Participative. 
In his opinion, the nearer the organisational characteristics are to the Participative system, the more assured and therefore more efficient the workers will be. On top of efficiency, the organisation will obtain various other advantages, such as staff retaining higher viability and mostly lower expenses over the long term. 
Mind Tools content team (Mind Tools, 2022) noted that Porter's Five Forces is an easy but effective tool that can be applied to find the major causes of competition in a trade or segment. Porter's Five Forces is a simple but powerful tool that you can use to identify the main sources of competition in your industry or sector. According to Porter, there are five forces that correspond to the main causes of competitive tension inside a business. They are:
1. Competitive Rivalry.
2. Supplier Power.
3. Buyer Power.
4. Threat of Substitution.
5. Threat of New Entry. 
He insisted that it is vital not to mistake these five forces with more transitory circumstances, for instance industry growth rates, government interventions, and technological innovations. According to Porter, the second-mentioned are instances of short-term factors, while the Five Forces are permanent parts of a business's structure.

Simon Buehring (Buehring, 2022) brings to attention a book called “The Fifth Discipline.” In this, Peter Senge examines the transformation in organisations using biological and ecological representations. For instance, he clarifies why various tree seeds grow in dissimilar shapes and sizes -- since evolving practices stimulate the tree to continue to exist.
Senge informs about the problems and compromises faced in the course of the change steps.
Challenges while initiating change
Such challenges frequently have related sources in a lot of organisations. That is because those involved:
· May not have the time to work on the change
· May not have the help to apply the change
· May not recognize the change.
Challenges while sustaining the transformation
As supporting the change, some instances of disruptions to the permanence of change are:
· Loss of job security
· Lack of trust between employees
· Loss of control.


Challenges while redesigning and rethinking the change process
It is incredibly difficult to put out new practices efficiently. Therefore, ‘self-reinforcing processes’ are established. They may possibly be either positive or negative feedback loops:
Positive feedback loops (virtuous circles) can consist of:
· New business procedures
· New learning skills
· Commitment of individuals
· Investment in change proposals
· Credibility
· Enthusiasm
· The will to commit.
Negative feedback loops (vicious circles) can include:
· Terrible business outcomes
· Poor execution
· Complaints
· Personal problems.

According to changingminds.org (Changingminds, 2022), prominent psychologist Edgar Schein distinguished five primary mechanisms and five secondary mechanisms through which managers adjust cultures.
	[bookmark: top]Primary mechanisms
These are the primary approaches by which managers achieve cultural change through their obvious conducts.
Attention
The values, beliefs, main concerns, and so on of the manager exist in where they set their interest. People look at what the manager is looking at and concentrate hard on to their feelings. When a manager gets mostly enthusiastic or frustrated, then people presume that the topic being listened to is critical.
Reactions to crises
In a crisis, individual's deeper values are revealed, for instance whether they go into self-defence mode or whether they bravely pursue to assist other people first. The greater level of emotion in crises similarly indicates that it will be remembered what happened then more than at other times.
The outcome is that in a crisis, the manager's conduct will be both learned and also taken to be a firmer representation of who they really are.
Role modelling
Employees listen to managers, and they also watch attentively what they do. When there is a contradiction between these, they will consider the manager's actions rather than their statements. Employees also presume the behaviour of managers is what is right and will consequently follow them. How managers act is how their employees will be likely to perform.
Allocation of rewards
Incentives, from praise to promotion, are presumed to indicate required performance as well as required outcomes. If a cultural change to more collective behaviour is preferred and somebody gets an incentive for accomplishing excellent result but using egocentric behaviour, then it will be presumed that egocentric behaviour is accepted. To change the culture, it would be required for that individual to be criticized, not compensated, for their egocentric behaviour.
Criteria for selection and dismissal
Employment, promotion and notice are both critical for selecting who does what and also excessive methods of compensation and retribution. The measures applied should reflect the style and personality as well as the technical ability of the individual concerned. In this way, the cultural characteristics of the organization may well be integrated in the selection and notice procedures.
[bookmark: mak]Secondary mechanisms
These are extra procedures by which a manager might implicitly change the culture.
Design of organizational structure
'Function follows form' is a widespread saying and relates here. It has also been said that 'First we create our organizations and then they create us'. The ranked structure of any organization will have a delicate impact on how they work. Therefore, to change the organization, changing its formation can be very efficient.
Design of systems and procedures
The practices by which an organization is managed have a broad impact on how employees think. This consist of accounting, information systems, execution reviews and management development actions. Methodical design of these can guarantee orientation with preferred cultural directions.
Design of facilities
The arrangement of offices frequently indicates the values of an organization, both with regard to the who sits near who and also in the distinction in advantages that employees are provided. More space, thicker carpets, window seats, larger desks and more are all representations of dominance. In some conventional organizations, there are allocated meticulously corresponding to leader’s position. In other companies, each person has the same sized workspace with very little distinction among leaders levels.
Stories, legends and myths
The tales that employees tell and re-tell in organizations generally indicate the values and beliefs of the culture. Consequently, changing the tales will be likely to change the culture. This is remarkably effective as it is distributed at the personal level and thus fundamental support and reliability.
Formal statements
Formal statements by the organization, even though not all the time as reliable as workers whines, are the appearance of the organization, and therefore require consideration. They additionally may later shape the origin of formal disagreements and actions, from decisions around distribution of resource to sanction and discharge.



As Josiah Kaplan (Kaplan, 2022) states, created by Edward de Bono, the “Six Thinking Hats” method is a structure intended to encourage complete and lateral thinking in decision-making and evaluation. Six “hats” are open to use, each one characterized by a distinct colour representational of a distinct way of thinking, and each influencing a single style of analysis. These consist of:
· White hat: “Information”. Factually reflect existing information, concentrating only on data accessible, where disparities in current information exist, and what developments can be concluded from the information available.
· Red hat: “Emotions”. Distinguish emotional responses, beliefs, doubts and perceptions in oneself and other people, apart from the objective data itself.
· Black hat: “Negatives”. Suggest and take into account any possible flaws, threats, disputes and doubts in a conclusion or plan in order to pre-empt them and prevent the risks of over-optimism.
· Yellow hat: “Positives”. Find all positive, useful aspects and ideas regarding a decision or plan, with an eye in the direction of developing confidence and passion at the beginning. 
· Green hat: “Creativity”. ‘Blue-sky’ thinking. Regard as conceptual thinking, deviations, different proposals, and confrontational arguments.
· Blue hat: “Overview”. Take into consideration the whole thinking process itself. Evaluate and consider the six hats session until now, recognize places where a particular way of thinking needs developing, reassessing, or matching.

Simon Elias (Elias, 2022) believes that W Edwards Deming’s theory of profound knowledge is a management thinking originated in systems theory and derived from the belief that each organisation is comprised of a system of interconnected processes and individuals which make up its parts. The realization of those within the system is reliant on leader’s capability to coordinate the stability of each section in order to enhance the complete system.
Management Study Guide (Guide, 2022) confirms that in 1960, Douglas McGregor created Theory X and Theory Y implying two characteristics of human behaviour at work, or to be specific, two separate views of individuals: one of which is negative, called as Theory X and the other is positive, so called as Theory Y. According to McGregor, the opinion of leaders on the nature of people is centred on diversified beliefs.
Assumptions of Theory X
· A typical individual fundamentally does not like work and tries to avoid it whenever possible.
· Because the individual does not want to work, he must be encouraged, obliged, or cautioned with penalty so as to accomplish organizational targets. A close observation is necessary on part of leaders. The leaders embrace a more authoritarian approach.
· Many individuals position job security on top, and they have little or no motivation.
· People commonly detest obligations.
· People oppose change.
· An ordinary person needs strict direction.
Assumptions of Theory Y
· Workers can recognize their job as relaxing and normal. They practice their physical and mental efforts in an essential way in their jobs.
· Workers may not need only warning, outside control and compulsion to work, but they can use self-direction and self-control if they are committed and honest to accomplish the organizational goals.
· If the job is fulfilling and enjoyable, then it will result in workers’ devotion and dedication to organization.
· An ordinary worker can be trained to acknowledge and accept the obligation. In fact, the worker can even be trained to take responsibility.
· The workers have talents and potencies. Their rational faculties should be completely exploited. To be specific, the creativity, originality and innovative capability of the workers can be used to solve organizational issues.

Mike Clayton (Clayton, 2022) states that Philip Kotler is often viewed as the ‘father of modern marketing’. Kotler brought in Marketing Management the concept that there are five levels at which an organisation can offer its goods or services.
1. The fundamental value that the clients need
2. The standard product or service that the organisation has made
3. The product or service that the clients demand
4. A product or service that has extra benefits bundled in
5. A product or service that fulfils the maximum capability to please its clients.
According to BusinessBalls (BusinessBalls, 2022) Hofstede suggested that national and regional factors foster to the culture of the organisation and ultimately impact on the behaviour of workers in the organisation. Hofstede linked five factors which have an effect on the culture of a workplace.
a. Power Distance
Power distance index suggests that the conflicts in the work culture as per the control assigned to the workers. There are some organisations which trust in appointing team leaders who are accountable for their particular teams and have the task of obtaining the best out of the delegates. The delegates have to recognize their team managers and work as per their demands and guidance.
b. Masculinity vs. Feminity
This suggests that the effect of disparities in male and female values on the culture of the organisation. Organisations, where male workers overlook their female colleagues, will stick to separate guidelines as compared to organisations where females have a key say in the decision-making process of the organisation. The duties may also vary as per the sex of the workers. 
c. Individualism
There are some organisations which deeply depend on teamwork. Here people with a shared interest come together and work collectively as a team. These organisations think that the productivity is continually more when employees talk their ideas, talk about things between themselves to come up with ground-breaking ideas.
d. Uncertainty Avoidance Index
This factor focusses on the obscurity of strange or rare circumstances introduced to workers. The index indicates the tolerance level of personnel within comfortable and uncomfortable circumstances. Organisations as a whole seek to decrease these types of circumstances for their personnel and also guarantee they are ready for these kinds of challenges.
e. Long Term Orientation
In organisations that aim on the long-term liaison with personnel, naturally the personnel work hard to fulfil the demands of management. People who note the long-term investment in the relationships likely feel more connected to the organisation and concentrate on longer-term objectives.

5.0 Conclusion
In summary, positive attitudes are essential in people in order for them to be determined and involved in a project. Attitudes appear out of core values and beliefs that are hold within. Beliefs are principles and orientations hold to be true derived from previous events. Values are valuable ideas derived from ideas, theories and other individuals. Behaviours are how these embodied practices (attitudes, beliefs and values) are revealed.
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