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[bookmark: _1ci93xb][bookmark: _Toc158626103]Introduction- The purpose of this assignment is to investigate the application of critical thinking inside of the setting of the workplace. Unravelling the complex relationship that exists between beliefs, attitudes, and values, as well as the tremendous influence that these factors have on the behaviour of employees in the workplace and the dynamics of the organisation, will be the primary focus throughout the course of this journey. In particular, the investigation will focus on the ways in which the beliefs, attitudes, and values of individuals influence the behaviours, interactions, and decision-making processes that they engage in within organisational settings.
Furthermore, this investigation will cover a variety of management theories in order to shed light on the consequences that these theories have for the culture of the organisation, the leadership methods that are utilised, and the level of employee engagement. Through the examination of these theories, the objective is to reveal the intricate connection that exists between management practices and the establishment, reinforcement, or alteration of the beliefs, attitudes, and values held by employees.
I will the exam the effects that managerial decisions, policies, and practices have on the perceptions, motives, and professional identities of workers will be carried out as the research moves forward into the area of management inside the workplace. When seen through this lens, the research will provide light on how management philosophies, styles, and tactics can either foster or challenge the alignment between individual and organisational values, thereby altering the dynamics of the workplace and the well-being of employees.
The study tries to explore the complexities of critical thinking in the workplace and the underlying factors that determine it by drawing on insights from relevant academic resources. The objective is to provide the audience with the information and understanding that is required to successfully navigate the ever-changing difficulties and possibilities that are present in current organisational contexts
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Beliefs, Attitudes and Values: What is the difference within a workplace setting? 
Employees' beliefs, attitudes, and values in the workplace are not fixed; rather, they change throughout time as a result of a variety of factors, both inside and external to the organisation. For the purpose of developing a positive organisational culture and increasing employee engagement, it is essential to have a solid understanding of the factors that determine their development and its progression. These cognitive and affective constructs have been the subject of investigation by a number of academic resources, which offer light on the elements that govern their formation and evolution.  
 According to Schein (2010), the culture of an organisation plays a significant part in the formation of the beliefs, attitudes, and values held by its personnel. During the course of their interactions with their coworkers, leaders, and the practices of the organisation, employees internalise cultural norms and values, which in turn shape the beliefs and attitudes that they hold for themselves. The research conducted by Hofstede in 1980, for illustration, established how national culture may have an effect on organisational culture, which in turn can have an effect on the values and behaviours of employees.  
 
According to Van Maanen and Schein (1979), the socialisation processes that take place within an organisation make a substantial contribution to the overall formation of beliefs, attitudes, and values. During the onboarding process, new workers are provided with formal training, informal contacts, and the opportunity to observe role models in order to gain an understanding of the organization's standard operating procedures, values, and expectations. This process of socialisation influences the attitudes of employees and directs the behaviours they exhibit while working for the organisation.  
 
The views, attitudes, and values of employees are significantly influenced by the leadership practices that are implemented in an organisation (Avolio & Bass, 2004). In a study conducted by Bass and Riggio (2006), it was discovered that transformational leaders, who are able to motivate and enable their followers, have the ability to favourably affect the attitudes and values of their employees, thereby building a sense of trust, commitment, and shared vision. In contrast, toxic leadership behaviours have the potential to damage the trust and confidence of employees, which can ultimately result in unfavourable views and attitudes.  
As an additional point of interest, Roberts and Dutton (2009) state that the growth and evolution of beliefs, attitudes, and values in the workplace can also be influenced by external factors such as cultural trends, economic conditions, and technological breakthroughs. In particular, the increase of remote work and digitalization has resulted in changes in the attitudes of employees towards the adoption of technology and the proper balance between their work and personal lives.  
 
According to the findings of research, the formation and progression of beliefs, attitudes, and values in the workplace are processes that are intricate and incorporate a variety of different aspects. All of these processes are affected by a variety of factors, including those that are individual, organisational, and environmental in nature. The views and actions of workers may be shaped over time by a number of factors, some of which may have a more direct influence than others, because these elements may interact with one another.  
 
It is essential to constantly adapt and evolve one's views, attitudes, and values due to the ever-changing nature of the workplace. It is possible that personnel will have to reconsider their views and attitudes in order to align them with the new priorities and goals of the organisation as it responds to shifting market conditions, technological breakthroughs, and societal trends. Since this is the case, it is necessary to cultivate a culture of learning, openness, and adaptation in the workplace in order to facilitate the continual development and evolution of beliefs, attitudes, and values.  
 
Ultimately, when we go into the specifics of workplace beliefs, attitudes, and values, it becomes clear that these concepts are not fixed but rather subject to change throughout time as a result of many internal and external factors. If businesses really want to create a great work environment and get their employees invested, they need to know what made them grow and change.  
 
Many factors, including leadership practices, organisational culture, and external influences, have a significant impact on how people think, feel, and act. The ever-changing nature of work also makes it imperative that these frameworks undergo constant refinement to meet the evolving needs of the business.  
 
The increasing popularity of alternate work schedules, like the four-day work week, is a striking trend that highlights the value of flexibility and creativity at work. There are several advantages for businesses and workers alike when the workweek is reduced from five days to four, according to studies.  
 
Employee happiness, work-life balance, and stress levels were all positively affected by a four-day work week, according to research from the Autonomy Institute (Barnes, 2021). In addition, a study done by Henley Business School found that when employees worked fewer days, they were more productive and creative (Jarvis, 2020). Reduced absenteeism and increased staff retention were other benefits of a four-day work week for businesses who adopted it (Barnes, 2021).  
 
Additionally, there are environmental advantages to a four-day work week, such as lower energy usage and carbon emissions from transportation (Barnes, 2021). Organisations can improve their efficiency, employee well-being, and sustainability by reducing the number of workdays.  
 
These results show that the four-day work week and other alternative work arrangements can change people's attitudes, values, and beliefs at work. A trusting, flexible, and productive work environment may be created when companies take a fresh look at scheduling and put their employees' health first.  
 
To sum up, the significance of constant adaptation and innovation is highlighted by the ever-changing character of workplace beliefs, attitudes, and values. By delving into the factors that shape their growth and adopting work arrangements that put employees' well-being first, organisations may cultivate a good work environment and thrive in the dynamic world of work. 



[bookmark: _Toc158626105][bookmark: _Toc158626106]How do an individuals Beliefs, Attitudes and Values impact their workplace behaviour? The ideas, attitudes, and values that people hold have a substantial impact on the behaviour and performance that they exhibit in the workplace. The complex relationship that exists between these cognitive and affective components and the behaviours and outcomes of employees within organisational settings has been explored by research conducted in the fields of organisational psychology and management at the organisational level.  
 
Beliefs, which can be defined as individual views or assumptions about the world, oneself, and others, play a significant influence in shaping the perceptions that employees have regarding their jobs, responsibilities, and the environment in which they work (Robbins & Judge, 2018). An example of this would be an employee who, because they believe in the significance of honesty, may place a higher priority on ethical behaviour while interacting with their coworkers and customers, so making an impact to the establishment of an organisation that has a culture of integrity.  
 
According to Robbins and Judge (2018), attitudes in the workplace have an impact on employees' levels of job satisfaction, motivation, and engagement. Attitudes are a reflection of an individual's feelings, emotions, and predispositions towards particular people, objects, or ideas. According to Judge et al. (2001), employees who have a positive attitude towards their work are more likely to demonstrate proactive behaviours, such as innovation and problem-solving, which can improve both individual and organisational performance.  
Employees' ethical judgements and behavioural intentions are significantly influenced by values, which are persistent ideas or standards that drive behaviour and decision-making (Robbins & Judge, 2018). Values play a vital role in moulding employees' behavioural intentions. It is more likely that employees will display organisational citizenship behaviours, such as aiding coworkers and going above and beyond their formal job responsibilities, when the values of the employees fit with the values of the organisation (Organ & Ryan, 1995).  
In addition, the combined impact of multiple different belief systems, attitudes, and values that exist within an organisation can have an effect on the culture, climate, and overall performance of the aforementioned organisation. It has been demonstrated through research that the presence of organisational diversity, which encompasses a variety of beliefs, attitudes, and values, can result in increased levels of creativity, innovation, and problem-solving (Hulsheger et al., 2009). Cox and Blake (1991) state that in order to effectively manage diversity, it is necessary to cultivate an inclusive culture that recognises, appreciates, and respects diverse perspectives while simultaneously supporting common aims and objectives.  
Furthermore, according to Robbins and Judge (2018), disputes that arise from distinct beliefs, attitudes, and values can have a detrimental effect on the ability of organisations to collaborate effectively, communicate effectively, and make decisions. For this reason, it is absolutely necessary for organisations to foster open communication, mutual respect, and techniques for conflict resolution in order to capitalise on the potential advantages of diversity while simultaneously minimising the potential disadvantages of variety (Thomas, 1991). 
Exploration of Management Theories
The study of management comprises a diverse array of theories, procedures, and models that are aimed at gaining an understanding of and enhancing the efficiency of organisations. Scholars and practitioners have produced a variety of frameworks to guide managerial practice and decision-making throughout the history of management, beginning with the early days of scientific management and continuing down to the present era of strategic management. This part begins an investigation into notable management ideas, digging into the various beliefs, attitudes, and assumptions that lie beneath the surface of these theories. It is through the examination of the divergent points of view that are presented by many schools of thought that we are able to acquire an understanding of the ever-changing nature of managerial practices and the intricate dynamics of organisational behaviour.  
 
One of the oldest systematic approaches to management is known as scientific management, which was developed by Frederick Taylor in the late 19th and early 20th century (Taylor, 1911). Scientific management is considered to be one of the earliest management systems. The use of scientific methods to analyse and improve work processes was something that Taylor campaigned for, with the intention of achieving the highest possible levels of efficiency and production. Standardisation, specialisation, and methods to management that are task-focused are places of utmost importance for managers who adhere to the principles of scientific management. According to Taylor (1911), their values centre on the maximisation of production through the precise management and measurement of the activities of workers, which frequently results in an organisational structure that is hierarchical and focused on mechanisation.  
 
These current management theories, on the other hand, such as human relations and systems theory, present a challenge to the ideals and perspectives that are associated with scientific management. Researchers such as Elton Mayo and Kurt Lewin brought attention to the significance of social dynamics, employee motivation, and participatory decision-making in the process of improving the efficiency of organisations (Mayo, 1933; Lewin, 1939). In contrast to the task-oriented focus of scientific management, these theories place an emphasis on the role of the attitudes, values, and interpersonal relationships of employees in the process of influencing the outcomes of an organisation.  
 
In the early 20th century, Henri Fayol and Max Weber made significant contributions to the development of classical management ideas. These theories of management emerged throughout this time period. In contrast to Weber's bureaucratic management theory, which emphasised the significance of formal rules and processes, Fayol's administrative management theory placed an emphasis on the fundamentals of organisational structure, authority, and control (Fayol, 1916; Weber, 1947). In order to accomplish the objectives of the organisation, managers who adhere to the principles of classical management place particular emphasis on hierarchical authority, formal rules and procedures, and the division of labour. When it comes to the operations of the organisation, its values revolve around consistency, predictability, and effectiveness.  
 
Behavioural management theories, on the other hand, such as the human relations approach and the Hawthorne studies, pose a challenge to the ideals and attitudes that are associated with classical management. Researchers such as Elton Mayo and Douglas McGregor have brought attention to the significance of employee satisfaction, social connections, and leadership style in terms of their impact on the performance of an organisation (Mayo, 1933; McGregor, 1960). The impersonal and mechanistic approach of classical management is contrasted with these theories, which emphasise the value of treating employees as persons who have their own distinct needs, motivations, and goals.  
 
Behavioural Management: The ideas of behavioural management centre on the concept of understanding and influencing the behaviour of individuals and groups within organisations. The Hawthorne investigations, which were carried out by Elton Mayo and his colleagues, shed light on the role of social and psychological elements in determining the attitudes, motives, and levels of productivity of workers (Mayo, 1933). Furthermore, Douglas McGregor's Theory X and Theory Y provided different assumptions about the attitudes and motives of employees. Theory Y advocated for participatory management and empowerment according to McGregor's research (McGregor, 1960).  
 
Classical management theories, on the other hand, such as scientific management and bureaucratic management, place an emphasis on control, standardisation, and efficiency. However, these theories frequently ignore the socio-psychological components of organisational behaviour. Researchers such as Taylor and Weber concentrated their efforts on improving the efficiency of work procedures and organisational structure, but they did not take into account the impact on the attitudes, values, and well-being of employees.  
 
Contemporary Management: Contemporary management theories embrace a wide range of methods, such as strategic management, systems theory, and contingency theory, all of which place an emphasis on the dynamic and complex nature of organisations. The concept of contingency theory, which was put forward by academics such as Fred Fiedler and Joan Woodward, emphasises the significance of tailoring management methods to the particular conditions and context of the organisation (Fiedler, 1964; Woodward, 1965). Systems theory, which was pioneered by researchers such as Ludwig von Bertalanffy, considers organisations to be interconnected systems that consist of inputs, processes, and outputs (Bertalanffy, 1968). Strategic management, which was influenced by academics such as Michael Porter and Henry Mintzberg, places an emphasis on the significance of aligning the goals, resources, and capabilities of an organisation in order to obtain a competitive advantage (Porter, 1980; Mintzberg, 1978).  
 
It is important to note that contemporary management techniques, in contrast to prior management theories, embrace the inherent complexity and ambiguity that exists within organisational environments. Adaptability, innovation, and strategic thinking are highly valued by managers who embrace current management theories. These managers also see the significance of taking into account the viewpoints, values, and attitudes of their people in order to accomplish the goals of the organisation effectively.  
 
In the framework of the study of management theories, the development of managerial thinking and practice over the course of time is illustrated. since the mechanistic views of scientific management to the humanistic viewpoints of modern management, academics and practitioners have struggled to comprehend the intricacies of organisational behaviour and effectiveness. This has been the case since the beginning of the field. Through the examination of the underlying beliefs, attitudes, and assumptions of various management theories, we are able to acquire insights into the various ways to managing organisations as well as the significance of taking into consideration the socio-psychological aspects of workplace dynamics.  
 
[bookmark: _Toc158626107]Management within the workplace, and how this impacts the employee’s Beliefs, Attitudes and Values
Management within the workplace plays a pivotal role in shaping employees' beliefs, attitudes, and values, as it directly influences the organizational culture, leadership practices, and work environment. This section will use the Toulmin model to argue for and explore the consequences of management's tremendous impact on employees' cognitive and affective constructs, drawing on both scientific findings and personal experiences. 
 
Employees' perceptions of themselves, their jobs, and the company as a whole can be profoundly impacted by management practices and organisational policies. For example, when a management regularly acknowledges and comments on employees' work, it shows that they value their contributions, and that the organisation values them. In contrast, workers may feel their thoughts and efforts are being ignored if management doesn't seem forthcoming with information or isn't transparent with them. 
 
Staff members report higher levels of job satisfaction and motivation after receiving constructive feedback and public acknowledgment from management. In order to boost morale and productivity, businesses should emphasise open communication and reward programmes that encourage staff to think positively. 
 
Workers' perceptions of their jobs, coworkers, and the company as a whole are heavily impacted by management philosophies and practices. When leaders have the ability to motivate and inspire their teams, it's not uncommon for employees to feel good emotions like excitement and dedication. On the other hand, employees may feel hostility and disengagement if their supervisors are too authoritarian or micromanage. 
 
When leaders model supportive and empowering behaviours, it shows in the attitudes of their staff, which in turn boosts engagement, commitment, and job satisfaction. 

Ethical standards, cooperation, and organisational citizenship behaviours can be shaped by management decisions and policies that either support or challenge these ideals. For instance, when a business makes decisions based on principles of honesty and fair play, it encourages its employees to do the same. Employees' faith in and dedication to the company's principles might be eroded by a management style that promotes unethical practices or a culture of intense rivalry. In order to establish a positive organisational culture, it is essential for leaders and organisations to uphold ethical standards. This will help employees develop values like honesty, collaboration, and social responsibility. As a way to maintain and strengthen organisational values, businesses should set explicit ethical standards and offer managers training on making ethical decisions.  

Personal Experience: In my previous role, I experienced firsthand the profound impact of management on employees' beliefs, attitudes, and values. Our manager was initially an exemplary leader who regularly communicated the company's vision and goals, solicited feedback from team members, and recognized our contributions. I felt appreciated and inspired to give my all while working under his leadership. Everyone felt heard and valued thanks to the open-door approach, which encouraged trust and collaboration.  
 
Nevertheless, things changed as the company was reorganising. There was a marked lack of openness on the forthcoming changes, and our manager's communication became inconsistent. The air was thick with uncertainty, and workers were understandably worried about their futures with the company. Employees grew discontented and unmotivated, leading to a cascading fall in morale and production, all because management failed to provide clear instructions or guidelines. It became more and more clear that bad management practices had a negative effect on workers' values, attitudes, and beliefs. As sceptical thinking and distrust spread among the crew, the once-positive work atmosphere began to deteriorate. Workers felt alienated and frustrated because they doubted the company's principles and dedication to them.  
 
Upon further reflection, it is clear that strong leadership plays a crucial role in moulding the attitudes and actions of employees at work. Management decisions can have a positive or negative impact on morale, productivity, and company culture. Positive management techniques aim to inspire and empower people. This first-hand account highlights the significance of open and honest communication, sincere praise, and ethical leadership in creating a supportive workplace where workers are appreciated, inspired, and involved. 
Organisational culture and employee conduct are shaped in large part by the management's impact on workers' own values, views, and beliefs. Organisations may foster an environment that is good for employee engagement, contentment, and success by implementing principles including ethical decision-making, supportive leadership, and effective communication. The importance of management in creating a trusting, respectful, and collaborative work environment can be better understood by drawing on both academic research and first-hand experience. 

[bookmark: _Toc158626108]Conclusion
In conclusion, the exploration of management theories, the impact of management within the workplace, and personal experiences highlight the intricate interplay between leadership practices, organizational culture, and employee beliefs, attitudes, and values. Management theories, from scientific management to modern approaches, provide valuable insights into the evolution of managerial thought and the diverse perspectives on organizational behaviour. These theories underscore the importance of considering socio-psychological factors, such as communication, leadership style, and ethical decision-making, in shaping workplace dynamics and employee outcomes. 
The analysis of management within the workplace reveals the significant influence of leadership practices and organizational policies on employee beliefs, attitudes, and values. Effective communication, supportive leadership, and ethical decision-making positively reinforce employees' beliefs in their abilities and contributions, leading to higher levels of job satisfaction and engagement. Conversely, poor management practices, such as lack of transparency and autocratic leadership, can erode trust and morale among employees, ultimately impacting organizational performance and culture. 
Personal experiences further illuminate the critical role of management in shaping employee perceptions and behaviours within the workplace. Positive management practices, such as open communication and recognition, foster a sense of trust and collaboration among employees, leading to a conducive work environment where individuals feel valued and motivated. Conversely, negative management experiences, characterized by lack of transparency and ineffective leadership, can undermine employee morale and productivity, highlighting the detrimental effects of poor management on organizational outcomes. 
In light of these findings, it is evident that effective management is essential for creating a positive work environment where employees thrive, and organizations succeed. By prioritizing transparent communication, supportive leadership, and ethical decision-making, organizations can cultivate a culture of trust, respect, and collaboration that employee engagement, satisfaction, and organizational success. 
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