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Executive Summary   


This report is for a critical analysis of the impact of values, beliefs and attitudes at the workplace, for which relevant tools and procedures must be used.
This report will identify a management theory that reflects the values, beliefs and attitudes of the candidate, critically analysed, at the workplace.
This report analyses the effectiveness of the theories used in the management of the organisation and their impact on the candidate.
This report uses two models, namely RED and TOULMIN, to give veracity to the arguments included in this report.
The resources that support this report consist of textbooks, journals, reliable sites and theories.
This report critically analyses organisations that respect these values and beliefs as well as their influence on employees at the workplace.
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1.0 Terms of References



The report has been requested for Julie Thomas, on May 3th, 2019 and the purpose of writing this report is to critically analyses the impact of values, beliefs and attitudes in the workplace. The report will help to demonstrate the benefit of values and beliefs in the organisation. Marinela Berendei has written the report on 03th May 2019.



















2.0 Procedures




This report was inspired by books from the academic, cultural and intercultural business, books that have been rented from the University of Wales Trinity Saint Davies Library or read online, online journals, theories and reliable websites.


















3.0 Findings 

3.1 Critically analyse the impact of values, beliefs and attitudes in the work place

In the organisational environment, values are the convergence points of individual interests, allowing people to develop ideas and work for common goals. However, the importance of values is often neglected, not considered a priority for the development of the organisations.   
Still, a company cannot exist without a closed organisational culture and a system of solid values, without them being integrated and shared by the people who compose it. To understand the values promoted, commitment is needed both from management and employees.
If people are the engine of an organisation, we can look at the value system as a fuel that allows it to go on. Organisational values are a factor of uniqueness and personality: they define the processes, decisions and actions of the organisation. We refer here to the actual values, which should be manifested in each interaction of employees with the external environment, customers or the public.
It is essential to make a clear distinction between the fundamental values, the real and the aspirational values, the ones we want, but we still fail to put them into practice. Employees often manifest scepticism about the significance of organisational values. The reason is as follows: Companies confuse and promote aspirational values at the expense of real ones. 
Organisational culture is another essential element, which has a direct influence on the economic outcomes of an organisation. It can be located on an intermediate step between individual attitudes and general mentality, being influenced by both, but manifested in a smaller collectivity, would be the case for professional organisations.
On the same line (N. Foy, 1981) shows that organisations have cultures that people have personalities. The culture of an organisation "is its collection of beliefs and almost instinctively of organic reactions, heroes and villains, validations, prohibitions and commandments. Some of these would be neurotic by some people, are so deeply rooted that their origin is lost in the origins of past events, while others have vivid, noticeable causes. "
The critical aspect of an organisation's culture is that people can get better acquainted with the organisation or even anticipate their behaviour if they manage to understand how it is made up.

3.2 Critically assess its impact on your own beliefs, attitudes and values.

As human beings, we all have our values, beliefs and attitudes that we have developed throughout our lives. Our family, friends, community and experiences we have all contributed to our sense of who we are and we will see the world. As community service workers, we often collaborate with vulnerable people and who can live a lifestyle that integrates society's views as different or unacceptable. 


Values are opinions, standards, or qualities that a person or group of people held. A value can be defined as something that holds, these qualities that we consider to be of value.
A “value " is typically made up of a distinct belief that is connected to the value of an opinion or a variety of behaviour. Any people can see value in saving the world.
Values can influence many of the choices we make, as well as have an impact on the care we offer to our customers. It is essential that we do not change the client's decisions based on our values. We should always work based on customer support values.

Personal values are the first importance because it defines personal character. Personal values are developed throughout life, which is of greater or lesser intensity depending on the impact of the family, peers, educational institutions, technology, religion, music, media, culture, the workplace, major historical events, significant life events.

The principal values are those that are received and perceived within a group, community or culture. They are transmitted through sources such as media, institutions, religious organisations or family, but what is considered dominant in certain cultures or societies varies in all others.

It is essential to improve and know the values because these values are essential in the formation of a relationship with clients, co-workers and employers. It is essential not only to have knowledge about the personal values system but to understand that the values highlight beliefs and beliefs emphasise behaviour. Behaviour is the reflection of beliefs and beliefs are the reflection of the values.


The beliefs we have are a critical aspect of each person's identity and can be religious, cultural or moral. Beliefs are essential because they reflect the personality and the way of living.






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






When the candidate develops friendships in the workplace, it is reasonable to want to spend more time with people who share the same values. However, professional relationships developed with the people are grieving for our other. Activating in the social care sector, the requirements are to provide the same quality of support for each and not just for those who share the same values and beliefs as the candidate.
 Working in the social care sector, the candidate encounters people whose opinions are different and do not correspond to the candidate's beliefs and who do not seem to understand his point of view. Raising awareness, responding to them and how they affect the way the candidate works is an essential part of personal and professional development.
If the candidate allows his preferences to dominate work with people, he will fail to meet the standards of code practices for social care workers established by UK regulators. All codes require care workers to respect and promote individual opinions and people's desires. When there is a conflict between opinions, it is necessary to identify and understand their views and values.
In this sector is essential behaviour to the service user, because it reflects the values, beliefs and implicitly the personal attitude. A proper attitude and correct behaviour to the service user bring positive things to the candidate. However, it must be aware that it is not possible to please everyone. While teamwork is essential in this area, sometimes personal values and beliefs can create conflicts between colleagues.
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As a manager in such organisations, it is crucial to understand and assume the beliefs and values, and they should not affect the way working with staff. In terms of maintaining professional conduct, the opinions of each other must be considered according to their beliefs and values.

Based on behavioural management theory, it relies on human behaviour at work, motivation, conflict, expectation and productivity improvement.

In human behavioural theory, as a manager, a safe and open environment must be created where staff can feel that their opinions and ideas are listened to and valued, contributing to increased productivity. As a manager, encouraging the staff to generate new ideas, it leads to contributing thinking and of course this brings to mind the admiration and confidence of the staff.
Maslow's hierarchy of needs has supported managers to encourage employee motivation. This theory, being used today for understanding human motivation, managerial training and personal development. Of course, Maslow's ideas support the hierarchy of needs in terms of employers ' responsibility to provide a working environment that encourages and enables employees to fulfil their unique potential is today more relevant than ever.
As a manager, having good thinking and a free spirit brings to effective communication with the staff. Free thinking and spirit make a mark on the critical and creative skills of thinking that denote a devoted person, motivating with values and beliefs, but does not affect the relationship manager-employee, and this is reflected in the devotion and staff productivity.
The motivational activities of managers, in any case, are mostly practical in their intent. The fundamental model of motivation demonstrates that all individual behaviour results from the need-to-order force that is directed towards a specific purpose or final desired. In drafting plans and then executing them, managers must gain the commitment of their employees.
Being the manager of people with different personalities and especially powerful is not precisely the easiest thing to do. As a manager, need to coordinate and motivate employees to do their job as best as possible. Moreover, each person must be treated differently than others to do their job well. 
When people work without a purpose, they feel mediocre, and this does not help the company at all. Need to establish a target that the firm needs to achieve so that it motivates employees to give the best results.
For some people, freedom, flexible program and confidence are the essential features of the ideal workplace. There are also people who see their bosses as mentors and have high expectations from them.
 Find out what matters have priority in their lives and try to use this information for the benefit of the company and the employees.


3.5 How can organisations influence employees to perform well?

The candidate believes that the behavioural theory supports and understands human behaviour in the workplace, encourages motivation and improves productivity. Having excellent communication with staff and reliable support, the benefits will be reflected in the performance of the organisation. So it will be a win-win relationship, where the employee is satisfied, can have a professional ascendant and a safe job, and the company grows potential clients because satisfied employees are like a good advertising ad, and this brings new customers.

International specialists have researched several organisations worldwide, from different developing countries, and have found that they frequently cannot motivate their staff or volunteers involved in their projects to form requirements or to remain for an extended period in the organisation.
Researchers have concluded that although there is a wide range of incentives and activities that can be used to motivate people, in reality, there is only one consistent specific element: successful interventions are those that address the needs personal and professional employees.

Facilities an organisational environment in which employees feel that they have value and receive the necessary support to put into practice their potential by contributing to the development of organisational strategies, structures and processes for improving the efficiency of the organisation.

Make sure the organisation has human resources policies, processes and procedures that focus on aligning employees ' goals with those of the organisation.
Enter activities, incentives and specific processes in the organization to motivate your employees.
Engage in proactive dialogue with employees to be aware of the cause of their expectations and to manage them more easily. However, beware that must keep in mind the objectives of the organisation.

Consider using a mix of non-financial or financial incentives that are appropriate to increase the motivation of employees and improve the efficiency of the organisation.

Even though we have convinced that employee engagement and organisational culture play a crucial role in the performance of the organisations, in most cases there are no methods of measuring the progress made. The most used method by companies consists of the application of annual questionnaires, the method that no longer keeps up with the changes happening in the current work environment.

Fortunately, various tools have developed that allow companies to obtain real-time information about the level of involvement, satisfaction and commitment of employees. By implementing such tools, organisations can develop and maintain an organisational culture that gives them a competitive advantage on the market.

3.6 Pearson’s RED Critical Thinking Model



A model that describes critical thinking is persons. The RED model is composed based on the definition of critical thinking according to the United States Department of Labor. The definition reads, “Critical thinking is the raw material that underlies fundamental workplace competencies such as problem solving, decision making, planning and risk management.” (Newton)

(Tyler, 2015)


A Case Study:




A social care company is facing a problem with one of the employees who claim that it needs another training to understand better the job role and to apply the information obtained at the workplace. In this industry, training is costly, even if supported by the government, involves elaborate work and long waiting time. The company manager concluded that it is faster and without any cost to ask another employee with long-lasting experience in the company to help his colleague with practical training.
As a reasonable request, the company's directors were informed of the employee's requirement, to have a training that would help him to know the role job of better, and decided to choose another employee with a long period and experience in the company that trains the colleague who needs more support.


After the practical training offered by his colleague, the employee found that he did not need practice, but technical and legislative information that would help him and better understand the job role. The employee was dissatisfied, and he still complained about his problem that was not solved.

To understand what was happening, the company manager requested a meeting with the employee who requested training, trying to help the employee and identify the real needs he has. As a result of the discussion with the employee, the manager concluded that, indeed, the employee did not need practical instruction backed by another colleague, but training with professional and information explained, which could help the employee and fully understand the job role.



Recognise assumptions: the manager did not identify what the employee wanted or the real problems he was facing. The lack of training made the employee feel unmotivated and invaluable because he needed more technical information to exercise his job role.

Evaluate arguments: The manager recalled that one of the supervisors recommended training for the employee who requested it, but the manager refused because he knew there was a need for elaborate work and a long time of which made him choose the fastest option for the situation. 

Draw Conclusion: The directors reviewed the evidence they had (the employee's request for informational and legislative training), without considering that people do not always ask clearly what they want.
If the company directors noticed their operating assumptions and analyzed them one by one; Fair assessment of alternative arguments and points of view; If they reviewed the available information before drawing conclusions; They could have recognised promptly and tackled the fundamental problem; So it is often the fact, there was an isolated failure in critical thinking.
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(Bing.com, 2019)









3.7 Toulmin Model of Argument:







[image: See the source image]


(Bing.com, 2019)










D: Data, meaning what is identified from reality (the candidate is an employee of the X organisation, and the organisation X pays the candidate's salary weekly).

C: Conclusion, meaning what can be concluded from the data (the candidate receives the salary from the organisation X).

W: Warrant (justification or general premise or rule of derivation), which allows concluding C from data D.

B: Backing, meaning sufficient motivation to consider justification W as plausible.

R: The reserve (has a role that we consider very important, namely to show under what conditions W justification does not reach the conclusion C of data D).

Q: This term, known as a qualifier (qualifier), is an adverb or an adverbial dwelling that changes the claim's claim and indicates the reasonable restrictions that the supporter assigns.



The major premise founded on the existence of statutes and laws according to which any man who works at a particular company, receives the salary, obviously, from the same company. The R-Reserve is easy to interpret and this phrase generally in the major premise draws attention that we are in the presence of a derivation rule that can fail under certain conditions (for example, if the candidate has friends who employed at another company that collaborates with the company the candidate is working on).
 It would be more to explain the presence of the qualifier. Integrated into the Toulmin (Q) scheme, the qualification explains, if required, the collapse to deduce the result from the data and realises, at the level of the relevant analysis, the probability to reflect the ' vulnerable ' link within B and W. 
Transliterated into the level analysis of the content, this allows to achieve the effectiveness of the rationalising based on incertitudes, but, on the other hand, allows the antagonist to strike the content of the speech, using an argument, in attacking and thus continue. It can, therefore, that individual reservations give a provisional representation to the conclusion. In other words, the success of speech argumentation is not confirmed 100%; It depends on a plenitude of circumstances – subjective and objective – present in any communication process. 









4.0 Conclusion




Critical thinking is an active, coordinated process that assumes that are genuinely thinking about something. This process cannot be learned outside of a context. Learning to think critically is best done when approaching new knowledge in this way.
  The latest research demonstrates that teaching skills in isolation, memorising knowledge leads to diminishing critical thinking. The ideas propelled by critical thinking supported by the area of cognitive psychology, philosophy and multicultural education.      
Their common points would be critical learning and thinking stimulated by opportunities where newly learned knowledge could apply in solving specific tasks. Learning is also improving when relying on previous knowledge and experiences.

Critical thinking reflected in the way of tackling and solving issues based on convincing, logical and rational arguments, involving the verification, evaluation and choice of the correct answer for a particular task and the reasoned rejection of other Variants Solutions. At the same time, critical thinking manifested by the desire to actively interact with the information, to call into question the new information, to bring about the pros and cons, to assess them in order to determine the value of the truth, to transform Information and generate new ideas. 
























5.0 Recommendations








There are several contradictions pointed at creativity: although creative personalities are the most beneficial in an organisation, the same organisation minds to lead them, to dominate them, to close their behaviour-it is right, seldom individualistic or restless, but that comes linked with the capability to be creative. Creativity is all the more valuable, is not anticipated, and this is not always agreeable with the needs of organisations to control a familiar environment.
Other contradictions are creativity and productivity. Any leader hopes for great ideas from the team and, however, many executives treat creative thinking in contrast with productivity. Notably, many employees feel instead of the pressure to be productive, and not creative.
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