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[bookmark: _Toc224678065]1.Beliefs, Values and Behaviours

Beliefs, Values and Behaviours intertwine and are intricately connected. Beliefs influence values, and values contribute to how individuals think and impacts how an individual acts in their personal life or in the workplace. 
This assignment will critically examine the relationship between beliefs, values and behaviours in the workplace. It will explain how all three of these concepts influence and shape the outcomes of many management theories. Through critical thinking and analysis, the assignment will explain how understanding these interconnecting factors can contribute to more effective leadership, improved organisational flow and 
improved performance in the workplace.



[bookmark: _Toc224678066]1.1 Beliefs 
Beliefs play a role in forming how individuals shape their experiences, make decisions, and how they behave in both personal and work settings.
According to (Milton Rokeach, 1973) beliefs represent enduring propositions that individuals hold to be true about the world, themselves or others, and those beliefs often form the foundation upon which attitudes and behaviours are developed. 
In simple terms Rokeach's approach states that people hold a system of beliefs, not just one. Also, that some beliefs are exceedingly difficult to adjust, as they are central to an individual's identity
Alternatively, there are behaviourist perspectives that challenge these theories. For example, B.F. Skinner (1953) proposed that behaviour is learned through processes of reinforcement and punishment, suggesting that individuals do not necessarily act according to internally held beliefs or values instead, behaviour can behaviour can be shaped by external environmental stimuli and the consequences that follow actions. From this perspective, behaviours in the workplace may develop because they are rewarded or reinforced by organisational systems rather than because they reflect personal beliefs. This challenges cognitive appraoches that emphasise internal values as the primary drivers of behaviour, highlighting the importance of environmental conditioning and learned responses. 





[bookmark: _Toc224678067]1.2 Values

Unlike beliefs, which reflect perceptions of what is true, values represent what individuals consider important or desirable, shaping ethical judgements and decision-making. His research highlights that understanding these factors is critical in organisational and social settings, as it allows leaders and managers to align with their policies, team goals, and workplace culture with employees'’ intrinsic motivations, fostering engagement, cooperation, and reflective practice (Schwartz, 1992)
This theory consists of ten basic values, including- self direction, stimulation, hedonism, achievement, power, security, conformity, tradition, benevolence and universalism.
Swartz tested his model in over 20 countries, demonstrating that the 10 values stated above are universal. 
Values are not just ideas; they guide behaviour and priorities. In a workplace setting, the interaction between beliefs, values and behaviours can affect everything, down to styles of leadership, decision-making, ethical conduct and organisational skills. 







1.3 Behaviours
One perspective that contributed to the understanding of behaviour is the work of John B. Watson, he argued that human actions could be understood by examining observable responses to stimuli, rather than internal mental processes (Watson, 1913) also the responses environmental influences rather than focusing on internal thoughts or emotions. In the context of the workplace, this suggests that employee behaviour can be influenced by the systems and structures that exist within a business. For example, clear expectations, training, and consistent management practices can shape how employees behave and respond to workplace situations.
Behaviour can also be influenced through learned associations. The research of Ivan Pavlov demonstrated how individuals can develop behavioural responses when certain stimuli become linked with certain outcomes. Although Pavlov’s work focused on conditioned responses in animals, the principles have been widely applied to human behaviour. In a workplace environment, employees may develop behavioural patterns based on repeated experiences. For instance, if a positive outcome consistently follows a particular action—such as recognition from management for excellent customer service—employees may become more likely to repeat that behaviour in future situations. Ivan Pavlov demonstrated that behaviour can be learned through association, a process known as classical conditioning (Pavlov, 1927)
In hospitality environments, behaviour plays a particularly key role because employees are frequently interacting with customers and colleagues. Professional conduct, communication, and the ability to remain calm under pressure are all behaviours that contribute to service quality. Employees may learn these behaviours through workplace training, observation of experienced staff, and feedback from managers. When organisations promote supportive environments where constructive feedback and recognition are common, employees are more likely to demonstrate behaviours that support teamwork and customer satisfaction.
However, behaviour cannot always be explained solely through external influences. Some researchers and theorists argue that behaviour is also shaped by social observation and cognitive interpretation. For example, Albert Bandura proposed that individuals often learn behaviours by observing others and modelling their actions. In workplace environments, employees may imitate behaviours displayed by supervisors or colleagues who appear successful or respected. This means that leadership behaviour can significantly influence how other employees act within an organisation. Understanding behaviour is therefore essential for effective management. Managers who recognise the factors that influence behaviour are better able to encourage positive conduct and address issues when they arise. In hospitality workplaces, where teamwork, communication, and customer interaction are central to operations, positive behaviour can contribute significantly to organisational success. By creating environments that reinforce constructive behaviours and provide clear expectations, organisations can support employees in developing professional conduct that benefits both staff and customers.






1.4 Cognitive Dissonance 
Often these traits of values, beliefs and behaviours flow, but then there is also the concept where an individual could feel conflicted, this is called Cognitive Dissonance. Cognitive Dissonance is a phycological concept that refers to the discomfort of an individual who holds two or more contradictory beliefs, values or behaviours at the same time.
According to Leon Festinger, who first introduced this theory in 1957, people are motivated to reduce this discomfort by changing their attitudes, beliefs, or behaviour to create consistency. For example, if a person believes that smoking is harmful but continues to smoke, they may justify the behaviour by downplaying the risks or convincing themselves that the habit helps them cope with stress. Cognitive Dissonance therefore demonstrates how beliefs and values can influence behaviour, and how individuals attempt to maintain psychological balance when inconsistencies occur.
This can prompt growth as can give an opportunity to reflect and can improve the quality of decision-making. 





[bookmark: _Toc224678068]2.Critical Thinking

Critical thinking is essential when analysing how the psychological and social factors influence management practices. Critical thinking involves the ability to objectively evaluate information, question assumptions, and consider multiple perspectives before reaching conclusions (Paul & Elder,)
In other words, critical thinking involves the ability to examine information logically, question assumptions, and evaluate the evidence before reasoned conclusions. Tom Chatfield (2018) emphasises that critical thinking requires individuals to engage actively with ideas rather than accepting them at face value.  This process includes analysing arguments, recognising bias, and considering alternative views. 


[bookmark: _Toc224678069] 3. Management Theories
Management theories give us a guide within the workplace to help explain and break down how business operate and how managers and leaders and efficiently and effectively lead employees to achieve their goals 
Early theorists sough to understand how productivity, motivation, and workplace behaviour can be improved by structure within the managements approach. According to Henri Fayol (1916) management involves key functions such as planning, organising, leading, and controlling, which guide managerial practice. Over time, management theories have evolved to include different perspectives, ranging from scientific and bureaucratic approaches and behavioural theories help managers understand how factors such as beliefs, values and behaviours can influence performance and efficiency. 



[bookmark: _Toc224678070]3.1 Behaviourism


Behaviourism is a psychological approach that emphasizes the study of observable behavior rather than internal mental processes, focusing on how behaviours are learned and modified through interaction with the environment. One foundational theorist in this area is Edward Thorndike, who introduced the Law of Effect—the principle that behaviours followed by satisfying outcomes are more likely to be repeated, whereas those followed by unpleasant consequences are less likely to occur (Thorndike, 1911). Thorndike’s experiments, particularly with puzzle boxes and animals, demonstrated that learning occurs through trial-and-error, highlighting the role of consequences in shaping behaviour. This perspective laid the groundwork for later behaviourists, such as B.F. Skinner, by establishing that behaviour can be studied scientifically and influenced systematically. In the workplace, understanding behaviourism can inform practices such as reinforcement strategies, training programs, and performance management, where positive outcomes are used to encourage desired behaviours and reduce unwanted actions. Thorndike’s focus on measurable responses aligns with modern approaches to behaviour modification, emphasizing practical application over introspection. Overall, behaviourism, through Thorndike’s contributions, provides a clear framework for predicting and influencing human behaviour based on observable actions and their consequences.












[bookmark: _Toc224678071]3.2 Social Learning Theory

Another view that contrasts with the theory of Cognitive Dissonance written by Leon Festinger is the Social Learning Theory, developed by Albert Bandura. Social Learning Theory states that behaviour is learned through observing and imitating others, particularly role models such as our elders, parents, teachers, or fellow peers. Bandura argues that individuals do not only learn through direct experience but also through watching the actions and consequences experienced by others. For example, a child who observes a parent acting out of kindness and empathy may well adopt similar behaviours. This theory emphasises the influence of social environments on behaviour, that the internal psychological conflict highlighted in Festinger’s theory


[bookmark: _Toc224678072]3.3 Bureaucratic Management

This influential theory was created by Max Weber, a German sociologist from the 20th Century. Weber suggested that the workplace functioned most effectively through having specific roles and rules implemented.  Weber argued that organisations operate most efficiently when they are structured through clear hierarchies, defined roles, and formal rules that guide behaviour ad decision-making (Weber, 1947). Key principles of the bureaucracy theory include a division of labour, a clear chain of command, impersonal relationships, and merit-based recruitment. These features are intended to ensure fairness, efficiency, and consistency within organisational processes. While this structure can create stability and consistency, it may also influence how individuals respond when their personal values conflict with their companies' expectations. This brings us back to the theory by Leon Festinger, Cognitive Dissonance. This theory suggests that individuals experience physiological discomfort when their beliefs or behaviours contradict one another. Within bureaucratically run businesses, employees can feel pressured to conform to the establishment's procedures, even when these procedures challenge their personal judgement or ethical perspectives. Critical thinking therefore becomes essential in enabling individuals to evaluate their workplaces practices, question underlaying assumptions, and resolve conflicts promptly by encouraging reflective and critical approaches within this type of system. Often larger businesses operate with a bureaucratic structure like universities and hospitals with clear hierarchies, procedures and specific job titles.

Motivation theories also play a part in management. One well known theory is the Hierarchy of Needs, developed by Abraham Maslow. Maslow (1943) stated that human motivation is driven by a hierarchy of needs, ranging from physiological needs to self-actualisation. The theory suggests that managers should create environments that help employees meet these needs.
While the model suggests a linear progression of needs, in practice individualsmay prioritise needs differently depending on context, culture pr personal values. Applying critical thinking involves evaluating whether Maslow’s theory fully explains behaviour ioin a specific workplace setting, or whether alternative explanation- such as situational or organisational factors-may be more relevant. This reflective approach allows for a more balanced and context-sesitive understanding of motivation.





[bookmark: _Toc224678073]3.4 Socioeconomic Theory

Socioeconomic Theory is made up of these factors, beliefs, values and behaviours being shaped by social and economic environments. According to Karl Marx, social class structures influence views, oppotunities, and actions because economic systems determine access to resources and power within the societal system.  From this perspective, workplace behaviours and attitudes may reflect broader structural inequalities in and socioeconomic positioning (Marx, 1867/1976). However, this deterministic approached has been challenged by sociologists such as Max Weber, who states that social behaviour cannot be explained only through economic factors. Weber (1905/2002) proposed that culture, religion, and individual values also shape behaviour, highlighting that personal beliefs and social norms may influence actions no matter what an individual's economic class may be. Therefore, while the socioeconomic theory is a useful tool for understanding how structural factors influence behaviour, alternative perspectives and views make it clear that cultural and psychological influences are of significant importance.

[bookmark: _Toc224678074]4.Issues in the workplace and how critical thinking ad management theories connect




The hospitality sector is a highly dynamic and heavily customer-focused, this type of workplace requires all employees, managers, and all involved in leadership roles to be incredibly responsive to challenges they are met with whilst upholding an elevated level of service quality. One common workplace issue within the hospitality sector is miscommunication between staff on busy service periods. This part of the assignment will explore a particular situation that arose and explain how critical thinking could have improved the outcome, then outlay which management theory would best suit this issue and why 

[bookmark: _Toc224678075]4.1 The issue within the workplace

The issue that arose, also a common issue in the hospitality industry. Miscommunication occurs during peak service times when pressure is at its highest and staff must coordinate efficiently without hesitation.  In this case, during a particularly busy evening shift in a bar/restaurant, a communication breakdown occurred between the kitchen staff and the front-of-house team. A table of guests ordered meals that included specific dietary requirements. However, the waitress failed to clearly communicate the dietary restriction to the kitchen. As a result, the chef prepared the dish using ingredients that this customer could not eat. When the meal was delivered, the customer thankfully realised the mistake and complained. The dish had to be remade, resulting in delays, frustration among staff, and dissatisfaction from the guests. This situation displays how quickly service mistakes and failures can occur in hospitality environments when communication is not carefully managed and upheld. This could result in affecting the customer base, their customer experience, and a bad reputation. 
[bookmark: _Toc224678076]4.2 How Critical Thinking could have helped the Issue
Critical thinking could have helped prevent and resolve the issue more effectively. Critical thinking refers to the ability to analyse situations objectively, evaluate information, and make reasoned decisions rather than reacting impulsively and taking things by face value. Giving time to investigate evidence According to Tom Chatfield, critical thinking involves questioning assumptions, evaluating evidence, and reflecting on the consequences of decisions before acting. In the scenario described above, the waitress could have applied critical thinking by carefully reviewing the order and confirming the dietary requirement with the kitchen staff before the meal was prepared. Taking a moment to check the details would have reduced the chance of a mistake being made.
Critical thinking could also have been applied by the management team following the incident. Rather than assigning blame to an individual employee, managers could analyse the underlying causes of the mistake. For example, they might consider whether the ordering system was unclear, whether staff were professionally trained to communicate dietary requirements, or whether the workplace culture discouraged employees from double-checking orders during busy periods. By evaluating these factors, managers could create solutions that address the root cause rather than simply responding to the immediate problem.
The concept of organisational learning provides another perspective on how critical thinking can improve workplace practices. Chris Argyris introduced the idea of “double-loop learning,” in which organisations not only correct mistakes but also examine the underlying assumptions that led to them. In this case, double-loop learning would involve the restaurant reviewing its ordering procedures and communication systems to prevent similar errors in the future. For example, the team might implement a digital ordering system that clearly highlights dietary restrictions or introduce a policy requiring waiters to verbally confirm special requests with the kitchen.
4.3 How Management Theories could help to resolving the Issue
Management theories also play a crucial role in determining how workplace issues are addressed. One management approach particularly relevant to this scenario is participative management, associated with the work of Peter Druker. Participative management emphasises collaboration between managers and employees when solving problems and making decisions. Rather than imposing solutions from the top down, managers encourage staff to contribute ideas based on their experiences in the workplace.
Peter Druker emphasised the importance of involving employees in decision-making, suggesting that participative management improves motivation, productivity, and organisational effectiveness (Druker, 1954).
Utilising participative management in the bar/restaurant would involve bringing together front-of-house staff, kitchen staff, and all in leadership positions to discuss the incident openly. Each group could share their perspective on what went wrong and suggest improvements, leading to a solution. For example, waiters/waitresses might explain that the ordering system makes it difficult to highlight dietary restrictions, while chefs might suggest implementing clearer communication procedures during busy service periods. By including employees from every level in the decision-making process, managers can develop practical solutions that are more likely to be accepted and implemented by the team.
Another management theory relevant to this situation is contingency theory. Contingency theory suggests that there is no single best way to manage or lead, as effective approaches depend on the specific context and situational factors (Fred Fielder, 1967) In a hospitality environment, where workloads fluctuate depending on customer demand, managers must be flexible in their leadership style and operational procedures. During quieter periods, staff may have more time to communicate carefully and review orders. However, during peak service times, systems must be designed to minimise the risk of mistakes even when staff are working quickly.
By combining contingency thinking with participative management, hospitality managers can create systems that support effective communication under different conditions. For example, introducing simple visual indicators for dietary requirements on order tickets could help kitchen staff quickly identify special requests. Additionally, regular team briefings before busy shifts could remind staff of the importance of checking orders carefully.

4.4 Conclusion 
In conclusion, workplace issues in hospitality often arise from communication breakdowns and the pressures of fast-paced service environments. The incident described outlays how a simple mistake can lead to customer dissatisfaction, delays in service and tension among staff. Critical thinking could have helped prevent the issue by encouraging employees to verify information and reflect on the consequences of their actions. Management theories such as participative management and organisational learning provide a valuable guideline for addressing workplace problems constructively and to create solutions. All leading to a future where these avoidable mistakes are less likely to happen. By encouraging collaboration, reflection and continuous improvement, hospitality industries can reduce errors, enhance teamwork, and provide a higher standard of customer service. With any management theory being used to instruct or assist. There is also the importance of employees being versatile, adaptable, and ready and open to learn and grow.





[bookmark: _Toc224678077]5. Critically Assessing my own Workplace Behaviours




Beliefs, values, and attitudes play a significant role in shaping my behaviour within the hospitality workplace, as they influence how I approach customer service, interact with colleagues and respond to challenging situations. The hospitality industry is highly customer-focused and often fast-paced, meaning employees must manage both practical tasks and interpersonal interactions simultaneously. My personal values of professionalism, respect and fairness guide many of my day-to-day behaviours at work. For example, I believe that all customers should be treated with patience and courtesy regardless of how busy the environment becomes. This belief encourages me to remain calm and supportive when dealing with customer requests or complaints. Remaining mindfully calm in a busy environment can reassure the customer the experience will be well managed. In addition, valuing teamwork motivates me to assist colleagues during demanding periods of service, as cooperation is essential to ensure that operations run smoothly and customers receive a positive experience.

Furthermore, attitudes formed through previous experiences can also affect how I respond to workplace situations. For example, if I anticipate that certain shifts will be particularly stressful or demanding, this expectation may influence my mindset before work even begins. Such attitudes can shape my behaviour towards colleagues or customers if they are not consciously managed. Through reflection, I have become more aware of how these attitudes can influence my communication and decision-making. Recognising these influences allows me to approach situations more thoughtfully and avoid reacting automatically to stress or frustration. Instead, I can attempt to maintain a professional attitude that aligns more closely with my underlying values.
Developing critical thinking has been important in helping me evaluate the relationship between my beliefs, values and behaviour at work. By reflecting on my actions during challenging situations, I can identify moments where my behaviour may not fully reflect the professional standards I aim to maintain. This reflection allows me to consider alternative responses and develop strategies for improving my workplace conduct in the future. For instance, taking a brief moment to pause and reassess a stressful situation can help ensure that my response remains calm and respectful rather than reactive. Overall, this critical assessment demonstrates that while beliefs, values and attitudes provide a foundation for my behaviour in the hospitality workplace, they must be continually examined through reflection and critical thinking. Doing so enables me to develop greater self-awareness and maintain professional behaviour that supports both effective teamwork and high-quality customer service.

[bookmark: _Toc224678078]6.Conclusion 

In conclusion, values, beliefs and behaviours are deeply connected elements that shape and determine who and what an individual is about.  How they perform in the workplace and how they interact on a daily basis. Values represent what an individual considers to be of importance, beliefs reflect what they perceive to be true, and behaviours are the outward expression of both. Throughout this assignment, it has been evident that these factors influence decision-making, communication, and responses to workplace challenges and possible issues.
From a critical perspective, it is clear that while values and beliefs can guide positive behaviour, they can also create bias and limitations if left unexamined. For example, personal beliefs about what “good service” means, may not always align with the standard of the business they are working for. This shows the importance of self-awareness and the ability to critically reflect upon themselves and all assumptions. Developing critical thinking skills allows individuals to question automatic responses and to consider different viewpoints and suggestions. This will lead to a more effective and balance work life. 
The hospitality section is dynamic and often require staff to adapt and alter their behaviour to suit different situations. This adaptability is influenced by both personal values and the culture of the business.
In shorter terms, if an employee is open to their own personal views and outlooks on life and what they believe in, it gives an opportunity to be able to be the greatest versions of themselves. 
Allowing gained wisdom to be assessed can show great traits in an individual. Being adaptable is recognised as being one of the most valuable qualities, particularly in the fast-paced hospitality sector. Adaptability refers to the individuals’ ability to adjust their behaviour, through critically assessing their values and beliefs. It is changing the way of thinking. Staff who take on being adaptable are far more resilient under pressure, better equipped to deal with these upcoming challenges, and then this contributes to the whole establishment running much more smoothly and affectively. 
Stephen R. Covey (1989) emphasises the importance of “seeking first to understand, then to be understood” as a key principle of effective communication. This can be particularly useful in all settings including the workplace.
 Building upon this, applying Covey’s principle in the workplace requires more than simply hearing what others have to say; it involves seeking to gain understanding with different viewpoints and always questioning initial responses and thoughts. In a workplace setting, this can enhance critical thinking by encouraging employees to pause, think, address and assess before reacting, gather relevant information and evidence, and to consider the different viewpoints or workmates and customers. 
For example, the hospitality industry, misunderstandings with customers or team members can often escalate when individuals prioritise being understood over understanding others. By adopting a listening-first approach supports more effective problem-solving, better decision-making and reduces the chance of conflict. This approach aligns perfectly with the development of emotional intelligence, as it requires a knowledgeable approach including empathy, patience and self-regulation. Overtime, consistency with the application of these methods, can strengthen professional relationships, improve teamwork and communications, and then therefore being a valued contribution to the overall success of the business. Integrating the principle of seeking first to understand into daily tasks not only enhances communication and understanding but also supports more reflective and adaptable workplace behaviour. 
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