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Critical thinking of NHS value

https://youtu.be/jtu9SSNZaRA		
		Value-4

COUNTING EVERYONE
DIFFERENCE BETWEEN BELIEFS, ATTITUDES AND VALUES IN AN ORGANISATION
Attitudes are defined by the organisational behaviour. They comprise of beliefs and values and thus, change of attitude changes beliefs and values. Beliefs are assumed to be true on the basis of previous experiences. Values are the concepts developed on own (Kumar, 2018). The NHS constitution has the attitude of improvising the health aspect of everyone. It works on a set of six values that inspire passion after binding them with the belief that services are based on needs, not an individual’s ability to pay (NHS, 2020).
CONTRIBUTION OF BELIEFS, ATTITUDES AND VALUES IN AN ORGANISATION
The NHS constitution has acted as philanthropically as possible based on its values and beliefs. Such an attitude has contributed in earning trust of the public and national favours. Any organisation which seeks internal or external stability must pay attention to what others need, be them the public, employees or investors. The resources or services must be made available without any bias so as to ensure that no one lags behind due to negligence. When talking about the NHS, its core attitudes set an example for other organisations. "Everyone counts" is one such value which reflects how it works ahead of any disparity (NHS, 2020). The organisation functions to ensure justified availability of resources to everyone in need. It has established such fundamentals that are customised by other organisations as per their requirements but achieve the same aim of serving the right people in the right manner (NHS, 2020).

APPLICATION OF CRITICAL THINKING MODELS
RED Model
Developed by Pearson, the RED model of critical thinking comprises of Recognising assumptions, Evaluating arguments and Drawing conclusions (Foster, 2017). When talked about the NHS value of counting everyone, the RED model can be applied in the following manner:
· Recognising assumptions: This aspect talk of analysing if any information was true even in the absence of being backed by empirical evidence (Foster, 2017). The most obvious assumption of ‘everyone counts’ that prevails is of considering everyone equal when in need of the services. Further, giving the utmost importance to the public is also assumed in each of its operations while sticking to professionalism.
· Evaluating arguments: this can be sought as the next phase of critical thinking where the assumptions are reappraised on the basis of sufficient evidence, turning out the argument to be on the better or worse side (Foster, 2017). Like, the assumption held before can be put to argument on the subject of corruption or unnoticed needs in the light of the evidence. The evidence can be availed from the internal as well as an external part of the organisation. The suppliers or the investors focus on collecting the most relevant and trustable evidence. The best evidence can be obtained from other stakeholders, i.e. employees and patients, who closely evident the claims. 
· Drawing conclusion: The last aspect requires concluding all the assumptions on the basis of evidence and standing at a bias-free result. Here, the impact on the employees and the stakeholders can be seen as critical thinking has achieved the final build (Foster, 2017). The claims and evidences from the stakeholders are assembled and it is concluded if the assumption of equality or priority to the people has firm grounds.
Critical thinking as per the RED model makes one aware of the reality, instead of being in the rumours. The employees or the society, on the basis of the RED model, can arrive at a conclusion if the organisation is actually following the value or pretend it for the namesake. The evidence helps in arriving any decision and helps them build up the trust. 
ALIGNING PERSONAL VALUES WITH THE ORGANISATIONAL VALUES
When working with an organisation, the employees ensure that their personal values are also fulfilled while they work with their heart and soul. Any discrepancies can result in losing their interest to work for the organisational benefits. The employees must ensure that their interests and the organisational interests are aligned enough to create a sense of motivation to work for those. The employees can choose organisations by aligning their values with that of an organisation in the following way: 
· Identifying the core personal values: A person should be able to identify what count as his values. He should be able to stress upon his reasoned values which cannot be compromised with (Smithburg, 2019). The employees at the NHS mostly develop the value of work life balance and equality in behaviour, treatment and pay. Also it is expected that their work and skills are respected.
· Knowing the organisation's values: The organisational values define workplace ambience. Such values can be published or reflected in the work culture. Also, these define the priorities of the organisation (Smithburg, 2019). The NHS constitution too works on the value of equality in all the terms and helps the employees to be rational at their work. Also, it focuses on up skilling its staff (NHS, 2020).
· Creating the action plan: Once the values of both are displayed, the employee should assemble the best of the combination. He must seek that his values are honoured at work as well as the value of organisational values are also maintained. If the values are congruent enough, working does not seem to be lethargic at any point (Smithburg, 2019). The values are conserved at the NHS. Thus, the employees are able to align their interests with those of the NHS.
Mentioning of the value of counting everyone, it should be ensured that the individual himself has the guts of counting everyone parallel to him, leaving behind the differences and supporting the organisational goals.
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