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Intruduction
This assignment is divided into two parts. In the first, I will prove my knowledge from studying the theory given to me, my opinion on it and its use. While the second deals with the knowledge acquired during the course. I will mention here what I learned in the course and how this knowledge enriched me and I will use it in the future. This course was mainly about the development and use of critical thinking, which I will try to use in my work.

Part 1
My theory is one of the most well-known motivational theories, and that is Elton Mayo's management theory, also known as the Hawthorne effect, which he also writes about in his book The School of Human Relations. In this part of the assessment I will deal with the theory as such, I will introduce its author Elton May himself and a little of his life. The reason from which the theory was originally created, what was finally discovered during it, and I will evaluate its use today.
The creator of the theory is the psychologist and sociologist Elton Mayo, born in 1880 in Australia. Prior to his arrival in America and his Hawthorn experiment, he taught psychology at university and helped soldiers returning from World War I deal with the stress of war. He was also considered a pioneer in research into the psychoanalytic treatment of shell-shock. Mayo was of the opinion that not everyone is motivated by money and that there are other factors influencing motivation. Mayo has made several attempts in the textile industry in Australia. After recieved grant from the Rockefeller Foundation he moved to America, where he settled in Harvad, there he has begun from 1927 to 1932 his most famous research at the Hawthorn western electric plant in Ilinoia, according to which the theory is named. Here, he researched factors influencing productivity to prove what motivates and increases employee productivity as much as possible. As the main point at the beginning of the research, however, was to be the individual impact of lighting on employees. Here, he divided the employees of the power plant into two groups, which he monitored, communicated with them and examined how their productivity would move if factors such as light, pauses, length of working hours and the like were changed. It was these factors that Mayo considered to be the main ones. Whether the factors changed for better or worse, there was an increase in productivity, but in both cases. It turned out that supervised employees work better and the main reasons for the increase in productivity were communication with employees and a friendly approach, they made employees more satisfied and more productive when working in a team than as individual individuals. Discovered that if we give employees more freedom, a sense of belonging and create a pleasant social environment and the relationship between manager and employees will increase overall productivity. After retiring, he moved to England, where he died.
Supervision of employees can have both positive and negative impacts. For employees who tend to relax or do something else at work, they will be aware that someone is watching them at work and see their work ethic to increase productivity, as they will need to motivate and repress themselves to point out their results in a positive direction. If the employee has a different nature, he will be nervous. He will be afraid of being sufficiently efficient during such an observation or take it as saying that he is doing something wrong or not trusting him, he will start to stress and worry about what will happen and with excessive fears despite the fact that his performance without observation are really well, his productivity will decline due to nervousness, more thought and mistakes. This is also evidenced by the theory of the university, which tested monitoring on employees in the Indian suit factory.
The environment and relationships are really important factors in the workplace. If employees come to the work with reluctance and resistance, their work will certainly not have a positive response. If employees are stressed by superiors, shouting, threatening or other mental or even physical ways, their concerns do not allow them to reach their full potential, they will be more confused, they will not go to work or work satisfied and calm ready to fulfill the requirements. On the contrary, employees working in a friendly and calm team in which they feel good, where they have the right to express their own opinion, participate in discussions or present their ideas without being judged or neglected, have a sense of belonging and enjoy commuting to work. They even perceive it not only as a place they have to visit to make money to pay for all their payments, but as an environment full of friends where they can relax and focus on something other than problems or daily life responsibilities. Such happy and fulfilled employees then directly radiate their desire for the work they perform to the full, are effective and ready to help the company to grow.
Teamwork can also have both options. Most people are able to adapt to teamwork, even if they prefer to perform the activity as an individual, if he is in a good and helpful team. However, we will also find individuals who have absolutely no team spirit, working in a team will make them nervous, try to do as much as possible themselves or tend to be constantly controlling and reprimanded, because he will not be able to fully trust anyone else then himself. But for most people, working in a team also helps in the psychological need for social contact, whether for people who are happy with being busy, they like to communicate with people who are somewhat bland and quiet. We spend most of our lives in our jobs, which is why the colleagues we work with often also become our friends or at least a kind of social support. With a nice team and an aesthetically pleasing environment, it helps prevent burnout or depression.
Mayo's theory also carries a lot of criticism, especially that the survey was not conducted properly and the analyses were erroneous. The research was conducted only with a small group of people, it is not confirmed whether it would work or could be implemented in large companies. It is a mere assumption that what Mayo stated as the main reasons was also them. Economists Steven Levitt and John A. List, while repeating the experiment and analysing it, found slight signs of the Hawthorn effect, but not as drastic as described by May. This supported the analysis of the S R G Jones article in 1992, despite the lack of evidence in the original study, the paper said. But they wrote that even through this they continue to believe in its effect. His main critics included Daniel Bell, Reinhard Bendix, Lloyd H. Fisher, José Ortega y Gasset and James Hoopes. 
I would like to add that the result could also be distorted by the fact that, as some sources state, if it is true, that the members of the observed groups were only women. As such, women usually have a greater need to feel safe and communicate, while when we look at men, such a desire to fit in or communicate is not always paramount. It could be said that a man, as in today's households, the breadwinner of a family, does not have to have such an emotional relationship to work as a woman. He comes to work with the intention of working his own and being financially rewarded as best as possible to provide for his family. Just as women who support a family will have a greater need for good financial rewards, they will therefore be able to place less demands on the environment in which they work. The importance and ability of individual motivational factors will therefore be influenced primarily by the nature, character, social needs of the individual or his family status. 
Productivity could also be affected here in order to please and satisfy the employer by the employee, which, however, is only temporary and is gradually decreasing again, knowing that they are being monitored and their progress is being monitored. Or, as Clark and Sugrue stated in a review of pedagogical research, that every novelty causes an increase in productivity compared to normal. In the beginning, for up to 4 weeks, there is up to 50% improvement in 5-8 weeks, it already drops to 30% and after more than 8 weeks we get to only 20%, which can still fall.
Theory is still a favourite, but several factors today, and the character of people is changing. Today's times are starting to be more financially oriented in general, financial situation and constant price increases, so the main driving factor will be financial rewards higher than the minimum wage, overtime, more paid holidays and others. This will motivate us first when choosing or entering employment. However, this does not mean that the whole theory does not apply. For employees to be treated as human beings, not as machines, for all company employees to treat each kindly, friendly, respect remains and consideration. A satisfied and happy employee will still have higher productivity than that one disgusted and neglected. A combination of both financial evaluation factors and a human and friendly approach would be ideal. In small, family businesses, smaller production plants or factories where employees are in contact with their superiors every day, it would be possible to apply this theory to continue. It still requires natural leadership, simply because today, in principle, most employees affords more than anyone who dared in the 1930s. However, if we take into account a really large company, where first-line employees basically do not know anyone higher than the leader's own team and the occasional sight of a manager or group of leaders, this personal approach will not be very possible. Depending on the size of the team, at least the team leader could try an individual approach and evaluation, but even in some situations he does not have the opportunity to know his subordinates so well. We still need to maintain a guard, friendly and non-arrogant approach to employees, even if we do not know them, because we need to give them the opportunity to be heard and supported. Employees begin to abuse the kindness of employ and the moments when they are unattended in their favor, by doing the absolute minimum or even less than what would normally be expected of them.






The theory is applied directly in smaller operations and in larger companies its mission is rather dealt with by individual departments. The human approach, however, is established everywhere, and anyone from a higher position, for example, does not have the right to raise his voice against the employee or attack him in any other way. Any bullying or harassment is resolved immediately and the health and safety of the worker is paramount. He deals mainly with health and safety, which is mainly in charge of the working environment. The very approach of management to employees depends more on their nature and personal approach to their employment. He still answers that employees feel better and stay in a job with a good environment and a friendly team, even if they get another job offer. People are getting to be more committed for they work and they do not want to leave.
Although we are currently unsure whether the whole theory is correct and has been done carefully. The fact remains that even if employee access and satisfaction are not more effective than money or material valuation, it is still one of the main factors that every management should focus on and make sure that employees are satisfied and approached correctly. In today's world full of cruelty, indifference and arrogance, we should do all the more to keep this theory at least in the workplace. To create an oasis where people can feel safe. Although it is difficult despite the attitudes and behaviour of some employees, we should not forget that we are human and yet we will not be unpleasant and rude just because more and more people are becoming a group of uneducated and rude individuals. Humans really aren't machines, and that's why they should be treated accordingly. Everyone has the right to form their own opinion on this theory and to approach it accordingly. I myself think that there could be a lot of speculation about how the individual surveys were actually conducted. Just as we could criticize the fact that employees were observed and knew about the all study. As we have learned during our lessons, it is possible to take a critical approach to everything, and therefore whenever we wish we will find something on this theory as well as on anything else that we may not like or have a different opinion on.

Part 2
In the second part of my assessment, I deal with the content of the course, skills and knowledge that were taught to us through individual lessons and what their use may be in everyday life or in the workplace. I use lessons, group activities and questions that were used in class. I will evaluate individual lessons and observations with opinions of what individual circles have given me as individual.
In our course, we had five key areas, which were organizational culture, models of critical thinking, developing arguments, validating evidence and management theories. in the first lesson we were introduced to the content of the course, what it will teach us and what we should be able to do after its successful completion. We were explained how the course would take place and we learned the basic information needed to know about critical thinking. We were acquainted with the difference between critical and non-critical thinking, definitions for critical thinking, the division into psychological and philosophical part, we understood why it is important to think critically and what benefits it brings not only in work, but especially in everyday life. We discussed together Bloom's taxonomy, how to behave correctly during the argument and to reach a satisfactory conclusion with strong arguments, and how to assert your opinion. We learned how to use and distinguish between inductive and deductive reasoning. In the second lesson, logic, reasoning, sound and unsound argument were added to our knowledge. In the third week we focused on beliefs, values and attitudes. The fourth dealt with the argument, claims, evidence, and Toulmin's model. In the sixth, we delved deeper into the understanding of validating evidence, critical thinking models with Socratic questioning. week seven was all about causal reasoning. In the eighth week, they took the position of management theory in general and the three main theories together with their founders. In the last ninth week, it was about the system approach and its properties.
Of all the topics, the course gave me only a few pieces of information. I already know most of them or I will not use it other than in academic, professional expression. However, if I did not have the skills of critical thinking so developed then it would be a good way to at least try it, justification and pointing out that it is appropriate to use it and what to look for. In the argument, I would thus prevent endless arguments for my truth, which can be on both sides, because we can all look at the same thing from a different perspective.
The first lesson gave me information mainly from a theoretical point of view, which they did not use outside the course, but helped me to understand in some way how to look at the matter correctly and how to proceed in the analysis. Bloom's taxonomy, which I first encountered during our first lesson, progresses me, with how and what I can use if I want to verify something and show the steps that can follow before reaching a final conclusion or opinion. I can't blindly believe everything someone says or does in the newspaper or on the internet. We are in a time where we focus everything on marketing, profit, and so we decide on a large amount of manipulation and deception. Search for information about a given object, idea or offer, we monitor proven tests, surveys and analyses.
Recognizing and dividing into inductive and deductive reasoning was completely new to me and it took me a long time to learn to recognize them. The main problem for me was a complete understanding of their meaning and the correct procedure that needs to be followed to reveal them. The rest of the topics in the second week were easier for me and rather a repetition. Dealing with beliefs, values and attitudes for me was more about thinking about their meaning more in depth and realizing how important and influential a role they actually play. Dyer’s typs of claims were also a novelty for me, which will be useful for professional expression or argument. I get better knowledge what options we have to use if we want to get records proving the information or just to strengthen our own opinion. Toulmin's model taught me what is needed if the argument is to be successful, as well as what to focus on and what to check if I want to question one. Because as a manager it is always necessary to know with certainty what I am talking about and to be able to justify, question or stand up for other opinions.
How to recognize the quality of good evidence and what to focus on in the next search will also help me in common activities such as communication on television or advertising in a magazine. Both modules of critical thinking have been useful to me in deepening and using them properly. I would start with critical thinking from beginning then the RED model and Socratic questioning would be the right steps for me to understand it and control how to use it. The question of why, used mainly by children, I will be used more often. Whatever it is, it is important to look at it from all sides, try to find other options and ask question why. The main three key theories for me were both theoretically and practically enriching and due to their use even today they will certainly meet them or their modified versions in the workplace, or practice them in the future, so it will be good to know, recognize and know what they are what is their mission. 
I try to use critical thinking quite often. I do not jump to conclusions and I will really think about everything first. In some cases, I'm critical too much. Therefore, I did not expect that this course could give me something particularly new. But the opposite has become partially true. I learned more about the ways, theories and methods that fall under critical thinking. The course confirmed to me that I would have a different view than to take only everything as it was presented to me and believe everything. Using mainly practical experience and the example we have given. They will inspire and accompany me daily at work or in everyday activities. It will help me avoid running into some fraudulent site or information. I will be more careful and keep view over things.

Conclusion
This work introduced me to one of the well-known theories, about which I was able to learn a lot of interesting information, and despite its popularity, it was completely new to me at the beginning of this assessment. I was happy to learn new information from a survey dealing with the things we commonly encounter and discover their significance. The theory introduced me to the importance of the human approach and the ability to appreciate. While writing the assessment, I reminded myself again of everything we discussed during our time together. I appreciate that I had the opportunity to go through this course, to deepen my skills, experience and knowledge. I lacked some team work and the development of our skills in joint face-to-face training, which unfortunately the current situation did not allow us.
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