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Executive Summary
In this report, it has discussed about the significant role of HR manager in Unilever in order to increase the productivity of the organization. Along with that some other roles such as operation manager, production manager, marketing manager as well as accounting manager of Unilever in motivating the employees has also been evaluated. It has also highlighted about the roles and responsibility of the HR manager for understanding employee’s needs with the help X&Y theory of motivation. X&Y theory of motivation has been applied in the context and the assessment of HR managers’ role is described while analysing the proper values, beliefs and attitude in the context of the theory.
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[bookmark: _Toc39142845]Introduction
Critical thinking is the method of objective accession of the facts as well as the consideration of appropriate solutions to specific challenges within the workplace. It is significant within the workplace as it supports employees and team members to detect the problems for determining appropriate solutions for mitigating the problem. It also supports businesses to rum in a smooth as well as actively mitigating the issues and building new creative ideas in an effective manner. In the present study, the discussion has been completed based on the role of the HR (Human Resource) manager within Unilever. Further discussion has been done on the basis of assessment of critical thinking within the HR management in relation attitudes as well as value system and beliefs. 
[bookmark: _Toc39142846]Difference between believes, attitude and values
Every, human being has their own values, attitudes and beliefs that they developed throughout their life course. In the organizational context also the employees have to share their own values, attitude as well as beliefs with the organization so that they can create a harmony. As suggested by Collings et al. (2018), the perfect blend of organizational values, beliefs and attitude with individual ones can create an atmosphere of critical thinking which is responsible for the success of a company. Hence, it can be said that that all these quality are a part of cognitive behavior which governs the lives of a person and help them to achieve success in life.    
Beliefs
Beliefs are formed from real experiences and it directly affects the quality of work as well as life for an individual. Likewise, every organization follows certain manuals and protocols which are inspired by the core beliefs. This drives the companies and impacts them to achieve success. As mentioned by, Hewett et al. (2019), the organizational culture is created to maintain those beliefs while performing day-to-day activities. The beliefs set by the company as well as individuals are effective since it pushes the individuals and the teams to move forward and achieve the target. Therefore, it can be said that beliefs help the companies and individuals to grow and work together to achieve better results. Beliefs have become a part of individual and organizational part of identity which are governed by culture as well as moral and religious thoughts. Hence, in order to create an environment of critical thinking in the workplace, it is required to firmly hold onto the rational beliefs and morals. This will help the employees to create an environment of positivity and culture which helps an organization top flourish in the competitive atmosphere.  
Attitudes
Attitudes can be described as a conjectural constructs which presents the likes and dislikes of a person for anything (Roscoeet al. 2019). Therefore, attitude can be termed as believe which a person or an organization harbors while believing in a particular thing or notion. As suggested by Chieduet al. (2017), attitude can be a determinant which helps in establishing the way applying which a person responds towards a situation or people. Moreover, attitude is directly linked with positive or negative feelings and it influences a person to behave in a particular manner. In the organizational context also, the employees have to follow a certain attitude which shows whether the employee is dedicated towards the goal of the organization or not. A positive attitude of an employee towards a situation or people can establish an atmosphere which is influenced by organizational culture and quality. Moreover, attitude can bring out the best qualities among the employees such as honesty, respect, confidence and helping attitude. This helps in establishing a cheerful and happy atmosphere in the workplace which is essential for critical thinking.    
Values
Values can be described as principle and standard which is essential to gain success in the personal and professional life. According to Tenhiälä et al. (2016), individuals put value in high regards since it helps people to take decisions while maintaining ethics. Therefore, values are considered to be of high worth. Values are closely related with beliefs since it is formed through particular belief which is related to a type of behavior. Values are mainly of two types which are organizational value and personal value. Personal values are governed by personal thoughts and beliefs. An individual practices those values in their lives since it provides them with flexibility and a clear goal to achieve their personal goals. On the other hand, as per Saksida et al. (2017), company values are created to reach the organizational goals while maintaining a healthy working environment that is essential for reaching the goals.

Figure 1: Cognitive behavior
(Source: Collingset al. 2018)
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	Beliefs
	Values 
	Attitude 

	Beliefs are mainly assumptions which are created by a person regarding a particular topic or thing (De Menezes and Kelliher, 2017). 
	Values are guided by beliefs and help a person to behave in a certain way (Raeder and Bokova, 2019).  
	Attitude is the response which is occurred when values are present in a person and it is the results of the values. 

	Beliefs produced from the seeing, hearing and thinking experiences of a person. 
	On the other hand, values decide which is right or wrong in the context of the behavior.
	Attitudes can be described as the likes or dislikes towards a person, thing or object. 

	Beliefs can be changed based on the experience of a particular situation.   
	Values are mainly permanent in nature.
	Attitude towards a person or a thing can be changed with time based on the particular context(Sanders and Yang, 2016)

	Beliefs can impact one’s values as well as morals 
	Values portray a particular belief that influence the actions as well as judgment of a person  
	Attitude is governed by several beliefs which influence a person to achieve a specific object. 


Table 1: Difference between belief, attitude and value
Despite having differences, belief, values and attitude influences a person’s behavior which further help them to achieve their personal target. At the same time, in the organization, the employees although having differences in their behavior work together to achieve the common goals create an organizational value. According to Swaminathan et al. (2020), the behavior is essential for the organizational culture as it evokes critical thinking among the employees. This leads to the success of the organization and helps them to establish their reputation in the market. 
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X&Y theory of motivation provides an in-depth knowledge regarding the human behavior and motivation behind the particular behavior. The particular theory describes that employees are naturally demotivated which give raise to authoritarian motivation style. As suggested by Velmurugan and Sankar (2017), one of the main reasons the theory is extremely popular even in the modern organizational context is that the theory reveals the drivers of human behavior as well as decision making. Moreover, the theory shows the way of critical thinking as it can provide the employees with work motivation. 
Furthermore, the theory particularly describes the importance of loyalty and attitude which are essential qualities in an employee. It helps them to connect with the organization values and ethics that help in creating psychological satisfaction among the employees (Rahimi et al. 2016). Therefore, it is undeniable that X&Y Theory is an essential theory for understanding human behaviors in the organizational context.
X Theory 
According to this theory management firmly intervenes to get things dome together mostly for the employees who disfavor work. In order to fulfill the needs of human behaviors and gaining the highest needs, it is necessary to motivate the employees by satisfying their primary needs.
According to X theory, the employees who are not willing to work can be motivated by satisfying some of their basic needs. The particular needs involve the efforts to satisfy the needs of the body for homeostasis which is maintaining consistency in bodily system. Therefore, it is one of the most important needs for the humans. The reason is that it helps the people to go out and live a life which is essential to fulfill particular requirements in a person. Moreover, in case someone is lacking in a particular need, they are likely to fulfill the particular need first.   
Apart from this, as per X theory, some other factors such as external rewards and heightened supervision can also be taken under consideration for motivating these sets of employees. According to Ilies(2017), every person wants to live in a safe and secure atmosphere which is apparent in the particular stage. Even from the childhood, people like to be surrounded in a healthy and safe atmosphere. Absence of the particular environment can create a sense of fear as well as anxiety in the people. People like to take control of their lives and that is the reason they practice order. This particularly affects the safety and security concerns which govern one’s behavior in the stage. The security can be of different types such as financial security, safety against injury and accidents as well as health and wellness security. Thereby, in accordance with Rahimi et al. (2016), to satisfy those needs people like to get jobs, move to a safer environment and obtain health insurance. Likewise, in the organizational context, employees like to work in an atmosphere and culture which provide them with resources. The resources help them to increase their critical thinking level and inspire them to be creative. 
Y theory
As suggested by Velmurugan and Sankar (2017), employees also want to be involved in the emotional relationships which are one of the main drives of emotional behaviors. The Y theory stated that in order to keep those employees motivated who are already willing to work increasing their personal satisfaction is necessary. Therefore, it can be said that social needs help the person to achieve personal wellness which is important for the people. Moreover, this can help an employees to avoid issues such as anxiety, fear, loneliness and depression. Therefore, in the organizational situation when the social needs are fulfilled the employees gain motivation to work hard and achieve their personal and professional goals. 
The esteem need implies the desire to feel good regarding them. As suggested by Zeng et al. (2020), the particular stage reflects the needs for appreciation as well as respect in the personal as well as organizational situation. According to Y theory, the employees motivating role of job satisfies and encourages workers to approach their job without any direct supervision. However, these employees want to gain this need so that they can achieve personal as well as professional satisfaction. A feeling of need always remains on the mind of the humans which is to be valued by others. This inspires them to do and achieve things which earn them the feeling of accomplishment as well as satisfaction. Therefore, the employees participate in various activities, team performance in both academic as well as professional level. While gaining recognition, respect and acceptance people feel confident in their skills and work hard to achieve the personal and professional growth. On the other hand, lack of self-esteem can produce a sense of inferiority among the people which further become the reason for lower self-confidence and dissatisfaction. The particular need is especially important in the organizational context. In the organization employees want to give their best so that they can be an important asset for the organization. Moreover, a valuable employee always contributes their best in the organization which creates a proper organizational culture. Therefore, it inspires them to think critically and achieve better and innovative results while working in a team. 
According to the view the view of Oved (2017), the particular stage depicts a person’s capacity to reach the highest potential as a human being. It is mainly a feeling of fulfillment which reaching the best potential. Self-actualization can mean differently for different people. As suggested by Rakicand Zivkovic(2017), for one people it may be helping others and for another it is achieving the personal and professional goals. Most importantly, to achieve the self-actualization stage, every person need to complete the previous stages which will serves a motivation. In order to reach the full capability, the person needs to self-aware. This will further help them to achieve personal growth as they can understand the full potential. In the organizational situation also, the employees are only able to reach the stage when they have the desire to achieve and perform well. Hence, in order to keep the Y category employees motivated it is important to ensure that the employees are required to adopt certain beliefs and values which can be merged with the organizational ones. Moreover, they need to adopt the attitude which reflects that they are comfortable working in groups. At the same time, it is required to take a customer-oriented approach which helps them to achieve sustainability in the business. Hence, it can be said that applying particular beliefs, values and attitude can help the person to reach self-actualization stage. The reason is that it will also inspire them to work hard and accomplish all their targets. 

Figure 1: X&Y theory of motivation
(Source: McLeod, 2020)
Applying the particular theory helps the HR management of the company Unilever to create an organizational culture and atmosphere that is better for critical thinking.  Along with this for the purpose of evaluating the art of critical thing, some other managerial roles in Unilever such as production, operational, marketing and accounts department has also been taken under consideration.
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The role of the HR manager in Unilever is to contribute ideas as well as lead the employees of this company in advancing objectives of the organization. As opined by Suryaningtyas and Asna (2017), the essential responsibility of the HR manager is to recruit qualified as well as talented and skilled employees for developing the performance of the organization. On the other hand, the operational manager of Unilever supports the employees to develop their knowledge as well as skills and experience in order to reach goals of the company in an effective manner. Along with that, as an HR manager, I have responsibility for creating satisfying as well as motivating working environments for the employees of this brand in order to influence their performance in a positive way. Apart from that, as the role of the production manager in this organization it is the responsibility to ensure that all employees are motivated and willing to work in order to meet the market demand. However, as HR manager I have the responsibility to manage relations of the individual employees with each other in order to make the team performance better in an effective manner. 
Furthermore, by following the policy of X&Y theory of motivation, the HR managers of this enterprise are able to identify the category of employees in order to make them feel motivated to perform well. As stated by McLeod (2020), Douglas McGregor, in his X theory stated that managers should satisfy lower levels of psychological requirements rather than fulfilling higher level of development requirements in order to motivate the employees who are not much willing to work. In this context, the HR manager of this brand can be able to understand the biological requirements of the employees. Apart from that, by following the policy of safety needs, the accounting manager of Unilever can be able to provide financial security as well as workplace security to the employees. In addition to this, it can support them to increase the motivation of the employees for performing well. However, by following, the principles of X&Y theory an operational manager can motivate employees to perform better by acknowledging their work hard effectively. In this aspect, Douglas McGregor has stated that the requirement for respect can influence the performance of the employees in a positive manner. Apart from that, by following the policy of self-actualization needs, the HR manager of this company can be able to provide opportunity to the employees to develop their career in an effective manner.
[bookmark: _Toc39142850]Evaluation of critical thinking in HR management in context of beliefs,   attitude and value system
HR managers are responsible for creating a proper environment for critical thinking. The reason behind this is that they are in charge of looking after the wellbeing of the employees. As per the view of Bandyopadhyayand Szostek (2019),it is the duty of the HR managers to establish rules and regulations so that the employees can follow the values as well as beliefs of the organization. On the other hand as a role of production manager, it falls under their liability to see that the employees are maintaining proper attitude in the workplace. As suggested by Desai et al. (2016), this will help the employees to get an environment that is best for critical thinking. In Unilever, the company follows some values and principles and it is the accountability of the Operational department to see that all the values are upheld in the organization. Being a HR manager there it is my responsibility to maintain the main values of the company which are responsibility, integrity along with pioneering and respect (Unilever, 2020). In context to a different scenario, every employee follows core values with the guidance of marketing managers within the marketing department.  Hence, in respect to this marketing department the company’s belief is to create products that can create desire through innovation as well as purpose. Unilever beliefs consumers are an essential part of their business as it helps in delivering sustainable ambitions (Unilever, 2020). All these values, believes and attitude provide the employees to work hard and achieve the organizational goals. At the same time, it is the responsibility of the HR managers such as me to help the employees in creating an atmosphere that is applicable for critical thinking to accomplish those values and beliefs. Hence, the impact of values, beliefs and attitudes on the workplace behavior are mentioned below in accordance with Douglas McGregor X&Y theory of motivation.
[bookmark: _Toc39142851]Impact of values in workplace behavior using the theory
Values have a large impact on the employees’ lives in the organizational context since it shows the way an employee addresses a problem and handle them. Therefore, according to Straub et al. (2018), it falls under the duty of the HR managers to see that every employee is maintaining the ethical values which are important for a company to successes. I particularly like to apply Douglas McGregor X&Y theory to establish better values which impact the organizational behavior. 
Promotes cooperating environment
Values are important in creating a company where employees work together to fulfil the organizational goals. That is the reason Douglas McGregor gave importance to values as it can earn the employees recognition and respect in the workplace. According to Ivanova (2019), critical thinking is an important part of employee culture which is impacted by values. Therefore, I try to influence continuous improvement for the employees in Unilever to get a positive impact on the minds of them. Moreover, I influence them to follow “Code of Business principles” so that employees can create positive impact (Unilever, 2020). 
Enhances interpersonal behavior
Interpersonal behavior refers to the communication behavior among the employees. As suggested by Lichtenstein et al. (2017), it is the duty of the HR managers to establish code of conducts so that the employees can follow them. I also like to promote communication which can fulfil the need of social needs that is an essential factor to achieve better results in work. In the code of business of Unilever, there are twelve principles which the employees need to fulfill to achieve higher standard of behavior (Unilever, 2020).
To help employees work for common goal 
It falls under my responsibility to look that the employees fulfil their duty to achieve the organizational goals. According to Winston et al. (2017), reaching the organizational goals can provide the employees with acceptance and recognition.. That is the reason I always inspire the employees to do work while maintaining integrity since it defines behavior. Integrity is an essential part for the business of Unilever as it guides the employees to do right thing to achieve long-term success (Unilever, 2020). Since the company exercise values as their core ingredient the company successfully achieved sales growth by 2.9% (Unilever, 2020).  

Figure 3: Impact of values in workplace behavior using the theory
(Source: Ali et al. ,2018)

[bookmark: _Toc39142852]Impact of believes in workplace behavior using the theory
In the workplace culture, beliefs play an important part as it helps the employees to have faith on the working culture. Being a HR manager in Unilever, it falls under my responsibility to see that the employees while working in the team work together while maintaining respect of the work culture there (Usher, 2016). Douglas McGregor X&Y theory showed that employees believe in certain beliefs toin empowering and giving responsibility in order to be motivated (Thokozani, 2017). Hence, it especially influence the workplace behavior and as a HR managers IU alw3ays try to upheld those believes to gain better results. 
Engagement from employees     
Organizational beliefs help the employees to become a part of the organization and work while maintain the rules and regulations (Mayoet al. 2018). In Unilever, we firmly believe that it is necessary to create purpose while bringing changes in the work while improving the products (Unilever, 2020). Therefore, as per the view of Thokozani(2017), every employee tries to give their best while taking that belief in heart and work towards fulfilling the commitments. This fulfills the need of social as well as esteem which further results in self-actualization needs. 
Engagement from employees       
Organizational beliefs can increase happiness among the employees which further create job satisfaction. As a HR manager I try to enhance growth and long-term as well as short-term interests for the employees and stakeholders so that the organization can build reputation (Unilever, 2020). A safe and secure environment can provide the employees as well as other stakeholders with satisfaction since it helps them to activate their critical thinking and achieve their target. This is one of the main criteria of hierarchy of need theory since it can help the stakeholders to attain self-actualization stage. In Unilever around 150,000 people works and for their wellbeing the company introduced various programs such as well-being Framework and communication campaigns which bring further satisfaction (Unilever, 2020).  

Figure 4: Impact of believes in workplace behavior using the theory
(Source: Thokozani, 2017)
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While working in an organization it is important to maintain certain attitudes which can bring success. Being a HR manager of Unilever, it is under my responsibility to influence the employees behave in certain manner that can affect the organizational culture. Positive attitude can always bring better results in terms of performance and productivity. Expressing the right attitude can motivate the employees and help them to gain recognition and acceptance as per Douglas McGregor X&Y theory. It can further influence the attitude among the employees and influence them to achieve the personal as well as professional target. 
As mentioned by Huberand Kleinaltenkamp (2018), proper attitude can influence the employees to work in a culture that can bring out the innovation and creativity. Hence it can impact the overall performance of the employees. In Unilever, we try to create an atmosphere that helps in gaining sustainable growth. Therefore, it helps the employees to gain satisfaction and the company to gain esteem which is an important part of Hierarchy of needs theory (Stawasz, 2019). That is the reason Unilever managed to gain €51.980 billion revenue in 2019 (Unilever, 2020).[Refer to Appendix]
 Moreover, as per Tahirand Iraqi (2018), the right attitude can help the employees to overcome problems and with determination and right skills bring out the best results. As a HR manager, I look after the fact that the employees get enough resources which can give them a sense of fulfillment which is essential to gain self-actualization. That is the reason the company has successfully achieved a growth by 8.1% in earnings per share and return on investment capital was up to 19.2% (Unilever, 2020).

Figure 5: Impact of attitudes in workplace behavior using the theory
(Source: Stawasz, 2019)
[bookmark: _Toc39142854]Conclusion
While concluding the report it can be said in Unilever the HR managers practice beliefs, values and attitude so that employees can perform well while improving their critical thinking level. Therefore, the management applies Douglas McGregor X&Y theory which is an important theory that describes the motivational factors that works best for the employees’ behavior and inspires them to work hard. The particular theory helps the HR managers to show the employees right way with which they can accomplish self-actualization stage. While reaching the stage they can successfully their personal as well as professional target. Therefore, The HR managers help them to attain those stages while fulfilling the psychological needs.   
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