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[bookmark: _Toc77540578]Introduction 
This report sheds light on the topic of developing workplace critical thinking. The report discusses the impact of individual beliefs and values on behaviour in the workplace. In this regard, there is an analysis of various beliefs, attitudes, and values within the context of the workplace. Moreover, there is a critical evaluation of personal beliefs and the subsequent impact on behaviour in the workplace. A management theory has been selected, and an analysis has been carried out on how an individual with different beliefs and values can have a different interpretation of the theory. 
[bookmark: _Toc77540579]Beliefs, attitudes and values in the workplace 
According to the definition of belief, it refers to the idea, which a person holds as a principle to make distinct in the workplace from others (Fatima, 2017). Belief is essential in a workplace, as it drives employees to take responsibilities for tasks and engage them in celebrations of success with others within the workplace (Fatima, 2017). On the other hand, an attitude refers to the opinions, feelings and aspects in the workplace (Gaidhani, Arora and Sharma, 2019).  The right attitude can lead to job satisfaction and a drive for organisational commitment. This is essential for business. Values indicate the certain aspect of principles, which defines the right and wrong ways of working (Sharma, Khandelwal and Agrawal, 2018). It is important for the management of an organisation to promote values that help with making important decisions, and career choices become easier. 
The difference between personal belief, attitude, and values is that beliefs are made by past experiences, which is controlled by assumptions and convictions (Gkargkavouzi, Halkos and Matsiori, 2019). Values are worthy ideas, which are generated based on things, concepts, and people around the individual in the workplace. Attitudes indicate the internalised systems, through which behaviours, beliefs, and values are expressed by an employee. Therefore, the main distinction between belief and values is that belief is constructed based on the assumptions and what an employee experiences in the workplace. However, values stem from this belief and direct employees to inject the element of equality, honesty, education, effort, responsibility, along with faithfulness. On the other hand, the difference between belief and attitude is based on belief, which is a mental acceptance of a claim, which is conducted by the management; whereas, attitude is the ways, that employees respond to that conduct of the management (Gkargkavouzi, Halkos and Matsiori, 2019).  
Attitudes are the concept of liking or disliking things along with objects and people in the organisation, which is constructed based on a single belief. Attitudes guide actions, along with judgment, of subjects, and situations. This influences what values are generated by the employees. Attitude is dependent upon beliefs, which drive an employee to conduct an action. Although it is evident that these three elements of workplace context are interlinked with each other;  it cannot be denied that both of them are distinct with their principles as well. The importance of values is that it encourages employees to deliver quality, being honest, positive, reliable and a perfect team member (Wesselink, Blok and Ringersma, 2017). 
[bookmark: _Toc77540580]Beliefs and how they impact on workplace behaviour 
Equality
This belief refers to the specific protection against discrimination because of race or gender which is maintained by the management of the organisation with the help of the Employment Equality Regulations 2003, along with the Equality Act 2010 (Legislation.gov.uk, 2021). The origin of this belief is workplace security and protection from any type of bias. As the employees want to sustain the organisation for a long time, it is required to protect them against discrimination (Rodrigues et al., 2020). It will prove positive for management, if employees are satisfied with the conduct of the management (Holdsworth et al., 2019), as a happy employee is  productive and motivated but a harassed person is counterproductive and unhappy which can lead to numerous future problems like legal proceedings against an organisation. Unilever implements this belief for the employees while at work which aids in diversifying the environment with proper dignity and respect. Hence, this has helped the employees to work with a common value and attitude in the workplace (Unilever, 2021).
Religion
 It has been evident that religious belief amongst employees often drives them to be demotivated, as, in the international context of an organisation, the management has generally not been concerned about the diversified culture and religion of the employees (Heuckmann, Hammann and Asshoff, 2019). Therefore, it drives employees to be frustrated and their performance is also decreased, as they become less interested job wise. However, in recent times organisations are more aware of religious back grounds than they have been in the past. This is mainly due to diverse staff intake. A common example of dissatisfaction surrounds the  Muslim festival of Eid which is celebrated twice a year. This festival is dependent on the sighting of the moon so therefore it is impossible to pinpoint an exact date. Employees usually book a couple days off at a time to ensure they do not miss the big day. However, in organisations where there are a high number of Muslim employees it will be difficult to let every person take a day off as it will hamper productivity. This leads to unhappy employees and often leads to Manager and subordinate confrontations.


Attitude
In order to assess attitude in the workplace, it has to be said that with the help of a positive attitude, employees are able to engage in positive organisational environment. It also reduced stress upon employees, which eventually increases the productivity of the employees (Holdsworth et al., 2019). The impact of attitude in the workplace behaviour is both positive and negative, as positive attitude lifts the spirit of the workers high, whereas the negativity in attitude tends to decrease the spirit as well (Kashif, Zarkada and Ramayah, 2018),Similarly, the organisations are benefitted as well, due to the improved customer relations by the employees, which motivate other workers as well (Eldor, 2020). In addition to it, a positive attitude will  improve the standard of decision-making as well.
 However, job security is placed at risk due to the bad attitude of employees, the performance level tends to go down. In addition to that, employees often become careless regarding their performance, which is increased by good attitudes (Rodrigues et al., 2020). Besides, bad attitude often generates rudeness among employees, due to which the correlations between management and employees go down (Global Diversity Practice, 2021). 
Value
[bookmark: _Hlk77534132]Employee values are beneficial for the management of an organisation, as with the help of it; employees are driven towards the different goals of the organisation (Rayner and Morgan, 2018). Unvalued or negative value often directs them to have different intentions, and outcomes, which decreases the bond of the relationship. On top of that, productivity is also reduced. Oppositely, positive value helps the employees to improve efficiency, confidence, and skills according to the performance. The main advantage of being valued in the workplace is it can lead to a wide range of work and activities getting completed by the individual and can also create a sense of belonging. Any individual can face a pile of tasks if this belief is followed and shown (Hughes et al., 2018). An individual's experience in playing a particular role in the organisation helps in developing a certain belief, as a valued employee the company must provide empowerment, this will help them to know how important they are to that organisation (Hughes et al., 2018). In terms of decision-making and figuring out a particular approach for work, value plays an important role.
Accountability
Another belief is understanding the reason behind taking accountability at work. The principles of this belief shape the employee attitude in such a way that the particular person always focuses on the details of the work and as per the belief, he or she always wants to make that work perfect and sustainable (Eldor, 2020). When this belief is adopted by any individual, he or she becomes a reliable attribute to the organisation, this helps prospectively in bringing positivity to the individual (Narayanan and Murphy, 2017). 
Can workplace beliefs and values be correlated with Management & theories
Management people and management theories play a major role in belief upkeeping or neglect. The impact of belief in workplace behaviour is that if the management aligns the role expectations, self-identity, along with individual belief, the overall authenticity of the management is revealed, which encourages the employees to be engaged with the process of the organisation (Cuganesan, Steele and Hart, 2018). Therefore, the leaders can make them confident and committed to the performance. However, with the negative impact of belief, employees lose their confidence as well, which eventually decreases their performance and efficiency. Therefore, with the positive attitude of employees, management can increase productivity, and along with that, employees are encouraged to perform better in teamwork. On the other hand, the impact of values in workplace behaviour is that it helps to shape the situation encountered by the employees (Khari and Sinha, 2017). Therefore, they can work towards different goals and intentions, this helps the management to drive employees to go for several objectives at a time. However, it might damage the working relationship and creativity of employees as well. As one of the impacts is that the manager is accountable for controlling and commanding the task, the employees are too much dependable upon the manager (Kashif, Zarkada and Ramayah, 2018).

 Administrative management theory 
Henri Fayol’s principle of administrative management theory gives an overview of the management systems and the impact of an individual's beliefs, values, and attitude towards the workplace.  As per this theory, the managers or leaders of the organization are supposed to command, control, forecast, plan and coordinate the execution process of workplace projects. This management theory has also pointed out that the value of unity of direction, command, discipline, diversity at the workplace, and many more. As per this theory, centralisation is one of the key aspects of management (Edwards, 2018). It helps in making a diverse work culture.  The theory has also implied the stability of the tenure of the employees. A secured workplace culture helps in strengthening an individual's beliefs, values, and attitude towards the workplace.  Six major activities give shape to an individual's belief such as technical, commercial, financial, accounting, managerial, and security activities (Rodrigues et al., 2020). The individual's value in the workplace helps in keeping the right people and materials at the right place and right time. It is the manager's or leader's duty to command, control, forecast, and plan the work. The administrative management theory can be misinterpreted if the individual has a lack of idea about the workplace value (Narayanan and Murphy, 2017). The managers of HSBC have been helping to create a community of employees who have similar belief and values and a particular approach to work. This distinctive culture helps to encourage the right workplace behaviour. The supportive environment is created by the manager and is focused on mental and physical well-being (HSBC, 2021). 
[bookmark: _Toc77540581]Recommendation to reduce negative impact at the workplace
In order to reduce the negative impact of belief at the workplace, the organisation needs to identify the individual's attitude first. There is a need for stimulating motivation for eliminating all type of negativity (Anjum et al., 2018). Hence, the workplace must recognise and encourage employee achievement. It will help them to feel valued and empowered. If any challenging situation comes in the workplace, the employees must be asked to participate as a team to eliminate all risks related to that (Anjum et al., 2018). The manager should also focus on the genuine problems at the workplace and address those with the help of co-workers. A proper shift in the workplace or organisational behaviour is required (Naseer et al., 2018). The employees must be trained to take proper accountability for their task and the dependency upon the manager must be reduced. When the employees will observe the power of their value, belief and attitude in the workplace, they will put their best effort into work (Naseer et al., 2018). 
[bookmark: _Toc77540582]Conclusion
The report demonstrates that beliefs, values and attitudes are all part of workplace behaviour and that beliefs and values are also affected by managers and management theories. Five beliefs of employees in their workplace have been discussed. In order to present this , examples from different organisations such as Unilever, ASDA and HSBC have been given. Henry Fayol’s administrative management theory has also been briefly discussed to buttress the argument that management and theories can correlate a role in the impact of each belief in the workplace. It has been shown through the study that proper belief and shared value can increase the efficacy of work. A  recommendation for eliminating negative impacts of beliefs has been given in the report as well. 
Question 2 
[bookmark: _Toc77540583]Critical reflection on the development of critical thinking skills on the basis of the learning of the module 
Introduction
From participating in the module, I have acquired vast knowledge that has improved my critical thinking skills to the extent to which I am now scrutinising my day-to-day routine. Kolb’s reflection model is selected for carrying out the reflection. This reflective model is comprised of four stages which explore the development of these analytical skills (Din, Idris and Tajuddin, 2020). I will go through each stage and evaluate my journey.
Concrete experience 
The module takes place within a time period of ten weeks, in which a reasonable number of students took part in this online. Within the module, I contributed to various activities such as deductive and inductive reasoning exercises and participated in the Toulmin model of argument. I was given multiple tasks each week which I enjoyed as I gained new knowledge every week.
I admit it was the first time that I had participated in this type of module. As a result, I had an initial feeling of nervousness. I assumed that it would be tough to cope with the immense new topics, as well as simultaneously balance work and family life. Regardless, I maintained a positive attitude and relied on self-confidence; soon I started reacting to different situations in a calm and composed manner. After the second week, I was in my stride and had comfortably settled in. I noticed that not only was I anxious, but the other students also had similar feelings. Yet, we all managed the situation with time. Looking back, I feel content that I succeeded in my motive of expanding on my critical thinking.
Reflective observation 
From carrying out the reflective observation, I can confidently say that I had an excellent experience with this module. At first, I was not familiar with academic terms such as deductive and inductive reasoning, necessary and sufficient conditions, causal reasoning; due to this, it was challenging and confusing. However, once the lecturer started to explain and break down the terms it became apparent that I now understood. This is another reason why I moved to Higher Education: to learn and identify the correct terminology of everyday application. Ten weeks of critical thinking has certainly delivered that knowledge.  
My only criticism is I am not partial to online studies. I much prefer to physically be present in class along with the lecturer and my peers, I find that more invigorating and resourceful. Whilst online, not only am I more easily distracted but also focusing on a screen for lengthy periods is strenuous. Going forward, if classes are to remain online then I will have to adapt and devise a plan of action to counter these issues so my learning is not hindered next term. I believe if classes had been taken on campus, my learning experience for critical thinking would have been better engaging and interactive.
Abstract conceptualisation
Participation in this module has been significant in enabling me to recognise my various strengths and weaknesses. I have come to understand the different skills in which I excel and in which I lack. For me, concentration and communication were most difficult. Advancing to the next term, if classes are still online then I will actively log on to class with a laptop rather than a mobile phone, so that I can fully immerse myself in class discussions which will prevent me losing focus. Also, my decision-making skills require adjustment. I noted that during class activities on multiple choice questions, I was frequently alternating between answers as I couldn’t decide which box to choose; this may serve as a problem in the future. An individual should have good decision-making skill for dealing with any situation (Modecki et al., 2017). This problem occurred partially due to poor concentration as all the answers to these questions were provided during the lectures. I believe had I committed more to the class, my learning journey would have been more fruitful and promising. 


Active experimentation
Through the study of this module, I have succeeded in the growth of my critical thinking skills. Involvement in numerous activities during the module has stimulated and enhanced my critical thinking. I have implemented the new terms and names of applications that I have learnt during the ten weeks of lectures into my daily life. Throughout the day, right from the beginning to the end my decisions constantly revolve around critical evaluations which support me in making correct and informed judgments. My employment as a manager has greatly prospered from the lectures on various management models and theories as I am now looking at management from different angles and perspectives. I have enforced several applications of management at my workplace that I have learnt from the module, which has induced excellence in my managing potentials.
[bookmark: _Toc77540584]Conclusion
In this brief self-reflection, it can be concluded that I have successfully accumulated the information and all of the valuable components that are related to critical thinking. An application of Kolb’s learning cycle was used to evaluate the knowledge that has been gained. Overall, the reflection discussed what was learnt, the drawbacks of online learning and what measures will be taken if online teaching continues. Furthermore, the report reviews the new skills that have been attained during this module and how I intend to integrate these skills in my career.
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