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[bookmark: _Toc518614967]Executive summary
The report aims to establish a scope for applying critical thinking capabilities. The critical thinking will be done based on beliefs, attitudes, values and management theories. The scenario will be analyzed by taking examples from learner’s own experiences. The learner will relate the scenario to his previous workplace at Tesco as a floor manager. various management theories will be identified and a specific management theory will be analyzed to the workplace context in regards to its influence on the learner’s behavior, values and attitudes. 


[bookmark: _Toc518614968]Introduction
Critical thinking is the process of analyzing a phenomenon or a scenario from different perspectives producing knowledge which can make the understanding easier with logical reasoning. This reasoning is aided by facts and informed opinions. People are not wired to think critically if it is not required. Human beings tend to simplify things by linear thinking (McPeck, 2016). So critical thinking is not an inborn trait. It is considered as a skill as it can be developed through repetitive practice and training. This module aims to develop a critical approach to work place thinking which can help learners to hold different perspectives on different scenarios and phenomenon. A management theory will be identified in relation to a specific organizational context and the impacts of beliefs, attitudes and values will be analyzed critically. 
[bookmark: _Toc518614969]Developments
[bookmark: _Toc518614970]A.C 1 identifying a management theory relevant to learner’s role and critically assessing its impacts on learner’s values, beliefs and attitudes. 
 For critically assessing the impacts of a relevant management theory on work place behavior, first a firm understanding of values, beliefs and attitudes is required. In the following segment these aspects are discussed in detail and their differences are provided. 
Values:
Values are the shared set of ideals that are present in individuals originating from the same or similar cultural group having similar practices. The values basically help to identify the right from wrong, the good from bad, the correct from incorrect and these aspects are often subjective to context. For example polygamy is a general practice in many tribal cultures, but in the modern society people always refrain from polygamy as it is considered to be unjust and incorrect (Mayo, 2017). Though values are not defined by any strict set of rules, it has significant influence on the preferences and perspective of individuals. 
According to the theory of human values, three types of values exist. These are:
i) Foundation values: these are responsible for producing the basic structure of our value system and our judgment mechanism. These values influence all the major and minor decision of our lives superficially e.g. justice, equity etc. 
ii) Focus value: These values shape our attitudes and behavior to phenomenon that are experienced in everyday lives. These influence our judgments that we have to make throughout our daily functions. They also help in solving ethical dilemmas. The values include, truthfulness, honesty etc. 
iii) Future values: These values are influential on the potential decision individuals are most likely to make. For example, if alcoholism is looked down upon and is tabooed in a particular society, then the children from the society will more likely to refrain from alcoholism in the future. 
These values influence our beliefs and also shape the logics behind our beliefs. Variations in beliefs are also incurred due to the variation in values.  The individuals having a larger sub set of values in common tend to have a stronger relationship than the ones who don’t have such common values.
The value theory suggests that the activities of individuals are influenced by their values and the value formation is a lifelong process which can be altered by experiences if proper reinforcements are available and the logical grounds are resonant to the ones persistent in individuals. The decisions to different issues are also influenced by values. 
Beliefs:
Belief refers to the acceptance of a fact or existence of something that might or might not be backed up by solid evidence. Individuals are usually committed to some ideas which have been formulated and reasoned throughout their lives. This commitment is belief. Beliefs highly influence opinions on respective subject matter. For example, a Muslim will always place positive opinion about Islam as he/she believes in the code of Islam, whereas an atheist will hold obstructive or negative opinion about any religion as doesn’t believe in the teachings or practices of Islam. Beliefs are mostly influenced by values. The beliefs which have common elements with the values of an individual are selected by that individual (Gore, 2017). 
According to the theory of belief bias, individuals often accept the things which resonate with their belief systems. If information or a phenomenon, lacking solid evidence is put forth an individual, then its acceptance will depend on the existing values and beliefs of that individual. On other note, according to the theory of conversion, beliefs may change if significant logic is present to overcome the perseverance of existing beliefs.  
Attitudes:
Attitudes are reactions of individuals to certain phenomenon, action or idea. The reaction might be positive or negative according to the psychological setup of the individual (Petty, 2018). For example one might become more motivated to work under a lot of pressure and another might be completely depleted of will power under same circumstances. Their attitudes are different towards the same scenario. There are three major components of attitude. These are
i) Affective component: this component includes individual emotions associated with any particular action or idea. Negative emotions induce negative attitudes and vice versa. If an individual has been attacked by an animal, then whenever he/she sees the animal a sense of fear will persist. This might make them reluctant to cross paths with that animal. 
ii) Conative component: When an individual holds a particular attitude towards something, it is reflected through their behavior towards that particular thing. For example if an individual holds a negative attitude towards dogs, then they will be reluctant to pet them and may also run away from them as they don’t like the presence of dogs. The opposite is true for positive attitudes (Karren et al., 2014). 
iii) Cognitive component: the cognitive component includes the logical reasoning capabilities, understanding, beliefs and knowledge of individuals. A predominant belief influences attitudes towards something. For example, if an individual finds spiders to be poisonous and scary, he/she is likely to run away or repel all spiders when seen. The individual will always be on the look out to avoid any contact with spiders(Vogel & Wanke, 2016). 
The ABC model of attitudes suggests that attitudes are amalgamation of behaviors, cognitive aspects and emotions. Analyzing these aspects can help to determine and justify attitudes of individuals to different things. 




Role in the work place:
The learner has worked as a floor manager at TESCO. The main roles associated with it are as follows:
i) Managing individuals and coordinating them to achieve project objectives.
ii) Providing teams with necessary support and knowledge to get work done
iii) Monitoring activities and assessing performance.
iv) Communicating objectives relayed down by upper management
v) Providing guidance to achieve objectives
vi) Playing an intermediary role between management and employee.
Besides these, the learners work role included team building, identifying training needs of employees, grievance counseling and motivating individuals to extract the best performance. Moreover the learner was also responsible for solving any emergent problems or conflicts among employees and to lead them to right direction. To properly follow through the application of an effective performance management system was also within the responsibilities of the learner. 
Management theories relevant to learner’s work role:
Management is the art of getting things done strategically through employees by utilizing the available resources efficiently. Managing refers to the act of managing individuals or groups tactfully in order to achieve a collective objective or organizational goal. Management theories on the other hand are implemented in particular organizational contexts to increase productivity and the quality of service or goods delivered. 
In any business, the main goal is to make profit or satisfy the organizational goal. It comes with significant amount of challenges and barriers. To increase the efficiency of individuals and making best use of them, proper management techniques are required. the management theories provide a basis for these techniques (Hills et al., 2014). 
The intrinsic benefits of management theories are it provides a somewhat generalized data which are most likely to work, it places the focus of improving performance in the right direction and it improves the knowledge of managers through trial and error. The extrinsic benefits are that the theories can provide significant insight on the employee orientation and their willingness to adhere to different styles (Kerzner & Kerzner, 2017).   
Management theories typically provide basis for the systems which can be utilize to induce proper practices in a work place beneficial for achieving the objectives in particular situations. The management theories are mainly divided into four schools of thought. These are discussed in the following segment.
Classical school:
The classical school of thought encompasses process oriented approaches. Two of the theories are most recognized in this school. These are:
i) Bureaucratic theory: according to this theory organizations should be bureaucratic in nature. There are some criteria which are required to be fulfilled in order to achieve this state. These criteria encompass rigid hierarchy, formalism, central command, written documentation, defined authority and rule bound.
ii) Administrative theory: this theory focuses on explaining the role of managers. Five main roles are identified by this theory namely organizing, coordinating, planning, commanding and controlling (Turner, 2014). 
Scientific school of thought:
This school of thought is mainly constructed around scientific facts relating to increasing performance of work. It deals with productivity of employees and how to manage them to bring out the most efficient outcomes. This endeavor gave rise to many prominent theories, two f which are most recognized. These are discussed as follows:
i) Taylor’s scientific management: this theory considers employees to be machines excluding the human emotion aspect. It focuses on increasing the productivity of the employees by tweaking the external factors. The main goal of the theory is to determine the most efficient method of production by experimentation, trial and error. According to this theory the employees should receive incentives and rewards to stay motivated about their work and proper division of labor is required to utilize the strengths of individuals and supplement the weaknesses. 
ii) Gilbreth’s scientific management theory: This theory suggests that the irrelevant steps involved in a process for completing a task should be removed to increase the efficiency of the process. it is also necessary for mitigating wastage of resource (Scarborough, 2016). 
Besides these other management theories are also prevalent these are discussed as follows:
Human relations theory:
The human relations theories emphasized on the human aspect of employees based on the studies by Professor Elton Mayo. According to the study the Hawthorne effect is the increase in motivation and productivity of employees experienced only when they are placed in a group setting. So the Hawthorne studies were the pioneer of human relations theory. From this the x and y theory, hierarchy of needs theory and two factor theories emerged (FAYOL, 2016). 
Contingency theory:
According to this theory there is no one best and generalized way to run an organization efficiently. The leader has to be versatile and apply different management styles in different situations. The leadership orientation is measures by Leadership orientation scale. The theory suggests that the organizations are to be classified into three variables. These variables are the acceptance of leadership by employees, the structure of employee activities and the degree of authority available to leaders. If the leadership is not well accepted, the change is to be induced through sheer authority but if the leadership is accepted and the work is well defined then higher degree of authority is not required to induce efficient results (Robson, 2015). 
Management theory specific to the learner’s work role:
While working as a manager at Tesco, I had to deal with different employees on a daily basis. Some of the employees were motivated to work others were not very motivated to work. The one’s who were motivated by themselves, didn’t require my interference. Bu the individuals who were not motivated to work automatically, required my hands on approach. So, the X and Y theory is applicable to my workplace context. In the following segment the effect of this theory on my beliefs, attitudes and values will be assessed critically. 
Theory x suggests that employees are not motivated naturally. So the managers have to take a pessimistic stance on the work. The employees dislike their work, they require strict control to extract proper outcomes, they need constant supervision, they lack ambition and they usually avoid responsibility and are in need of mangers directions on a recurring basis (Wheelan et al., 2017). So for this kind of employee, some of my beliefs were altered. As I believed in providing personal space to employees, the employees falling in this category would not do any visible work if they were given freedom as they are not motivated enough. I had to keep them under strict control and constant supervision. Moreover my friendly attitude towards them was not effective in making them motivated. So I had to be strict and in some cases harsh to get work done by them. Lastly, my belief that individuals have unique talents was changed as these employees were not displaying those talents even if they had them.
Theory Y suggests that employees are naturally motivated and the mangers or leaders have to take an optimistic approach in dealing with this kind of staff. The employees in this category are automatically motivated to work and they are more involved in decision making. They require little to no direction form leaders and are willing to take up responsibilities. The changes of creative problem solving are higher than that of Category X (Chang, 2016). in dealing with these employees I had to pull back on my belief of being an hand on leader as the employees were working at full capacity on their own. My involvement would not be able to make any further positive developments, rather the chances of affecting the flow negatively was higher. I also didn’t have to worry about challenges as the employees were capable enough to meet those themselves. Lastly, my belief that individuals need fulfillment of basic needs to work efficiently was changed as I observed many employees in this category to pull over time just for the sake of working. 
[bookmark: _Toc518614971]AC 2 Critically assessing the impact of attitudes, values and beliefs on workplace behavior.
In the previous sections the description of beliefs, attitudes and values were provided. Beliefs are the commitments towards any idea through logical reasoning or even with any factual information. Values are the through process of individuals which help them to identify right from wrong and the attitudes are responses or reactions to phenomenon, action or situations.
Behavior:
Behavior is the external expression of human beings that is portrayed in response to different stimulus, actions, phenomenon etc. behaviors are highly contextual and many factors affect them. in workplace individuals have to face many stimulus and have to interact with many different individuals and scenarios every day as a result they portray a certain set of expressions through their behaviors. The behaviors are indicative of the individual values, belies and attitudes towards different things (Vogus, 2018). 
The values of individuals are formed from birth in their particular social setting. These values influence beliefs. These beliefs have significant effect on shaping the attitudes and all these elements together formulate the behavior of individuals which are portrayed by them while interacting with others or responding to any scenario (Sevim et al., 2015). 
The critical assessment will be done based on the RED model of critical thinking. The red model is described in the following segment.
RED model:
According to the red model there are three stages of critical thinking. These are described as follows:
i) Recognizing assumptions: the first stage of critically assessing anything requires understanding and recognizing the factors involved in the underlying assumptions. These assumptions are the basis for the final inferences. Adhering to one assumptions and disregarding the rest might produce a biased result. On the other hand, I fall the assumptions are understood and recognized the whole picture, the causality and the factors affecting the final outcomes can be judged neutrally. The assumptions should not be overlapped rather they should be isolated to have individual forms and meanings. 
ii) Evaluating arguments: the arguments present for each assumption should be evaluated from different angles so that they are justified to the point of no doubt. The arguments which fail to reach this point are to be discarded and the arguments which pass the criteria are to be worked with. The arguments which are usually enriched with facts and examples are stronger than the arguments which are presented on a subjective basis. Emotional driven arguments often lack factual confirmation which might not be able to induce objective results in critical thinking (McPeck, 2016). 
iii) Drawing conclusions: the facts and arguments provided against any context should reach conclusion or an inference. This ensures that the argument is focused on particular direction rather than just for argument’s sake. The underlying assumptions might be proved completely or partially wrong or right by the conclusion. For a generalized and authentic conclusion a clear understanding of the phenomenon under study should be present. Or else, the final outcomes might vary from actual arguments (Kivunja, 2015). 
The red model will be adhered to for this critical assessment of work place behavior. 
Role in workplace:
As a floor manager of Tesco the learner has to interact with employees for the most part. The main functions include motivating the employees to get the best performance out of them. in order to do this the hierarchy of needs comes into play. Moreover the two factor theory and X and Y theory also plays a role in understanding the needs of employees and the factors which motivate them. The learner also had to lead teams and individuals in many occasions which compelled the learner to adhere to the contingency theory of leadership. According to this theory the learner had to take up different leadership styles based on the work structure and the degree of power and authority available to the learner as a leader. Finally to implement an effective performance management style the learner had to understand the human aspect of the employees which incorporated the Human relations theories. 
Learner’s values and the effects on workplace behavior:
The learner belongs to a joint family. Consequently the learner had to encounter various interactions on a daily basis. The process incorporated many values, beliefs and attitudes into the learners personality. The values have significant impact on the workplace behavior of learner. 
i) Equity: I had two younger siblings and it taught me to share and make sacrifices for the greater good. I had to be equitable in sharing toys and other stuff with my siblings as I was the oldest. I also had the responsibility of being a role model. The sense of equity helped me to understand the distribution of resources according to need rather than in a equal manner. This helped me to understand the needs of different employees in the workplace and provide them with adequate resources so that they can give their best performance. 
ii) Respect: being in a joint family, my parents and elders always taught me the value of respect. They taught me that everybody was entitled to respectable behavior irrespective of their position. This helped me to maintain respect for my subordinates in the work place. In return I acquired their respect and was able to execute tasks with my leadership. According to the contingency model of leadership, I didn’t require much authority for executing orders as employees listened and adhered to my directions (Becton et al., 2014). 
iii) Equality: being in a government school I learned the value of equality. Our school had uniforms which made us all equals irrespective of where we came from. This helped me to be compassionate to my employees. It also helped me to provide opportunities equally to all employees and maintain a unbiased work place (Samnani et al., 2014).  
Learner’s beliefs and its effects on work place behavior:
The beliefs that I hold are results of a long process and have been accumulated through experiences and reinforcement of my values, society and culture. The following segment focuses on analyzing the affects of my belief on workplace culture. 
I believe that to be an effective leader and make positive changes to the work of employees, I must be able to lead by examples. In other words, I must have active participation in any operational execution. This belief has led me to getting involved in organizational tasks of Tesco as much as possible. And most tasks involved other employees. When I performed the tasks, the procedure was clarified and the employees acquired a better understanding of the functions. This helped them to work more effectively and efficiently (Bourdage et al., 2018). 
Secondly I believe that every individual is entitled to his or her personal space and with this personal space individuals can achieve great things in their respective areas. This personal space is required for absorbing information and growing as a person. Due to this belief I always provided flexibility in work so that the employees are able to innovate and adapt to changes in their own ways to make the process more effective and efficient (Howladar et al., 2018). 
I also believe that individuals have unique characteristic and abilities. All of them cannot be expected to perform at the same level. So I undertook contingency leadership and included the X and Y theory in my practices. This allowed me to reach different individuals with different needs for motivation and produce an effective team as a whole (Zhiliang et al., 2015). 
I believe that individuals can work effectively only when their basic needs are satisfied. So I adhered to Maslow’s hierarchy of needs to determine different incentives to mitigate the basic needs of the employees. Then the employees were able to provide their best performance.
Learner’s attitudes and their effects on workplace behavior:
Attitudes are responses or reactions to certain situations, ideas or phenomenon. In the following segment the effect of my attitude on workplace behavior will be analyzed.
I have always been optimistic about work and life in general. So I usually don’t get intimidated by excessive work load or overwhelming tasks. I am always open to suggestions and I keep myself surrounded with innovative people to produce out of the box solutions. While I was working as a Manager at Tesco I had to face many problems which didn’t have any immediate solution. But I kept committed to the process of trial and error until I finally solved the problem and produced knowledge for similar instances in the future (Saleem et al., 2015). 
I am not intimated or frightened by challenges. Whenever I face a challenge I see an opportunity to grow. In Tesco I had to face many challenges regarding the customers. Some customers were quite unhappy with the prices of some of our products. The prices had to be increased as the supply was less. So to calm the customer down I had to direct her to the value section where the prices were relatively cheaper (Sharma & Sharma,2015). The customer had what she wanted and the tantrum was dealt with. Through this experience I learnt how to address the needs of customers by first analyzing their needs and then speculating probable solutions against available capabilities. This was a growing experience for me. 
I hold a friendly attitude towards my employees. The attitude is also professional. This allows me to understand the grievances of employees at the same time keep them in check so that they perform their functions properly. This compels me to be friendly to my subordinates. I didn’t try to exercise power when I was working at Tesco; rather I tried to be calm and collected when it came to dealing with employees (Inamizu, 2018). This helped me to establish a good relationship with the employees and allowed the employees to work with peace of mind. 


[bookmark: _Toc518614972]Conclusion:
Critical thinking is very important in any modern workplace. It helps in understanding any situation from different perspectives. This allows in formulating more logical and innovative solutions to problems and induces innovative tendencies. In this report, various management theories were identified and relevant management theory was presented in organizational context of learner. Moreover an in depths analysis is done on beliefs, attitudes and values in pursuit of understanding the factors that affect these aspects and how these aspects influence workplace behavior. The analysis was done in the work place context of the learner who was in the position of a floor manager at Tesco. The individual roles associated with the post were assessed n determining the effects of beliefs values and attitudes on work place behavior. 
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