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Critical thinking has become an essential capability in modern organisational practice, particularly within complex, values‑driven environments such as social care cooperatives. As workplaces evolve in response to increasing governance demands, diverse teams, and rapidly shifting expectations, employees are required not only to perform tasks but to interpret information, evaluate assumptions, and make reasoned judgements that support effective decision‑making. Critical thinking provides the rational framework through which individuals question evidence, analyse perspectives, and reflect on their own reasoning processes (Facione, 2020; Halpern, 2014). In doing so, it strengthens professional judgement, enhances interpersonal effectiveness, and supports ethical, person‑centred practice.
For individuals working in internal functions such as finance where accuracy, accountability, and collaboration overlap the ability to think critically is particularly significant. It enables employees to navigate ambiguity, challenge unhelpful norms, and contribute constructively to organisational learning (Brookfield, 2017; Chatfield, 2021). Within organisational behaviour literature, critical thinking is understood not as a single skill but as a multidimensional process involving analysis, evaluation, reflection, and informed decision‑making (Ennis, 2018; Paul & Elder, 2019). This is especially relevant in environments where beliefs, attitudes, and values strongly influence workplace behaviour.
In the context of Cartrefi Cymru Cooperative, where empowerment, shared responsibility, and person‑centred practice form the foundation of the organisational ethos, critical thinking plays a vital role in sustaining a psychologically safe and collaborative culture. Employees are encouraged to question assumptions, engage in reflective dialogue, and contribute to collective problem‑solving behaviours consistent with Edmondson’s (2019) work on psychological safety. For the individual completing this assignment, critical thinking is central to understanding how their own beliefs, attitudes, and values shape their workplace behaviour and how these interact with the cooperative’s values‑driven culture (Askeland et al., 2022; CIPD, 2023).
Furthermore, critical thinking is essential when applying management theories such as McGregor’s Theory X and Theory Y. These frameworks offer valuable insights into human motivation and managerial assumptions, but their relevance depends on the ability to interpret them critically and consider how they interact with personal values, conflict tendencies, and organisational context (McGregor, 1960; Miner, 2015). By engaging in critical analysis, the individual can better understand why they identify strongly with Theory Y principles and how colleagues with different beliefs or conflict modes may interpret the same theory differently.
Overall, critical thinking underpins the reflective and analytical approach required for this assignment. It enables a deeper examination of how internal psychological concepts influence behaviour, how management theory shapes expectations, and how individuals can adapt their practice to support effective teamwork and organisational cohesion. In doing so, it supports the development of more effective, ethical, and contextually aware leadership within a cooperative environment.
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Beliefs, attitudes, and values are central psychological structures that shape how individuals interpret workplace situations, interact with colleagues, and make decisions. Organisational behaviour literature recognises these constructs as foundational influences on employee motivation, interpersonal dynamics, and ethical conduct (Furnham, 2021; Robbins & Judge, 2022; Schwartz, 2012). Within social‑care‑based cooperatives such as Cartrefi Cymru, understanding how these internal frameworks influence behaviour is essential for effective leadership and team unity. The cooperative model emphasises empowerment, shared responsibility, and person‑centred practice, meaning that employees’ internal belief systems directly influence how effectively they contribute to organisational goals (Askeland et al., 2022).
Finance teams operate at the intersection of accuracy, compliance, and service delivery, requiring both technical precision and interpersonal responsiveness. Personal beliefs about responsibility, attitudes towards teamwork, and values relating to helpfulness, honesty, and learning directly shape workplace behaviour (Robbins & Judge, 2022). However, workplace environments are rarely uniform. Differences in beliefs and attitudes among colleagues can create friction, particularly when expectations around shared tasks differ. In the individual’s team, for example, some colleagues demonstrate reluctance to answer general phone calls or manage shared inboxes, while others willingly take on these tasks. These differences highlight the importance of understanding how internal psychological constructs influence behaviour and how they interact with organisational culture and perceived role boundaries (CIPD, 2023).
Beyond individual differences, organisational context also plays a significant role. Cooperatives rely heavily on shared responsibility and mutual accountability, meaning that employees’ values must align with the organisation’s ethos for the culture to function effectively. When values are misaligned, behavioural inconsistencies emerge, which can undermine team cohesion and create tension. This interplay between personal and organisational values is a recurring theme in organisational behaviour research (Chatman, 1989; Meglino & Ravlin, 1998).
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[bookmark: _Toc225708136]Beliefs are cognitive propositions individuals hold to be true (Schwartz, 2012). They influence how individuals interpret events, assess risk, and understand their responsibilities. For example, the individual holds a belief that teamwork is essential for organisational success and that shared responsibility strengthens collective performance. This belief shapes their willingness to support colleagues, answer general enquiries, and contribute beyond their immediate remit.
Attitudes, by contrast, are gauging judgements positive or negative towards people, tasks, or situations (Ajzen, 1991). They influence emotional responses and behavioural intentions. In the individual’s finance office, attitudes vary significantly among colleagues. Some demonstrate positive attitudes towards collaboration, while others display more rigid or self‑protective attitudes, preferring to remain within the boundaries of their own job descriptions. These differing attitudes influence how individuals respond to shared tasks such as managing the team inbox or answering general phone calls. Ajzen’s (1991) theory of planned behaviour suggests that such attitudes, combined with perceived norms and perceived behavioural control, directly shape behavioural intentions, which helps explain why some colleagues willingly engage in shared responsibilities while others avoid them.
Values are deeper, enduring principles that guide behaviour and ethical decision‑making (Hitlin & Piliavin, 2004; Rokeach, 1973). They are more stable than attitudes and often serve as moral anchors. The individual’s values work ethic, punctuality, helpfulness, kindness, loyalty, honesty, trustworthiness, approachability, and commitment to learning represent core drivers of their behaviour. These values align with Cartrefi Cymru’s cooperative ethos, which emphasises empowerment, rights‑based practice, and shared responsibility (Askeland et al., 2022; CIPD, 2023).
Research suggests that values remain relatively stable across the lifespan, whereas attitudes are more susceptible to change based on organisational climate and leadership behaviour (Meglino & Ravlin, 1998; Stiglbauer et al., 2022). This distinction helps explain why the individual’s values consistently guide their behaviour, even when team dynamics vary. Their commitment to learning and approachability, for example, influences their willingness to support colleagues and engage in problem‑solving, regardless of situational pressures.
The interaction between beliefs, attitudes, and values is complex. Beliefs influence how individuals interpret workplace events; attitudes influence how they feel about those events; and values influence how they choose to act (Furnham, 2021). For the individual, a belief in the importance of teamwork, combined with positive attitudes towards collaboration and strong values of helpfulness and loyalty, results in behaviours that support team unity and organisational learning.
However, when colleagues hold different beliefs or attitudes, tensions can arise. For example, colleagues who believe that their responsibilities are limited strictly to their job descriptions may adopt attitudes that oppose participation in shared tasks. Their values may prioritise independence, predictability, or efficiency over collaboration. These differences highlight the importance of understanding how internal constructs shape workplace behaviour and how they contribute to team dynamics and perceptions of fairness (Robbins & Judge, 2022).
[bookmark: _Toc225712065]Critical Assessment of the Individual’s Beliefs, Attitudes and Values and Their Impact on Workplace Behaviour
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[bookmark: _Toc225708138]The individual’s beliefs, attitudes, and values have a significant positive impact on their workplace behaviour. Their belief in teamwork and psychological safety leads to behaviours that promote collaboration, openness, and support. This aligns with Edmondson’s (2019) findings that psychological safety enhances team learning, innovation, and performance. The individual’s commitment to being helpful, approachable, and trustworthy contributes to a learning‑oriented environment, consistent with the values‑driven practice emphasised by Askeland et al. (2022).
Their strong work ethic and punctuality reflect a belief in professionalism and reliability, which positively influences team functioning and organisational trust. These behaviours align with Cartrefi Cymru’s cooperative ethos, which emphasises shared responsibility, empowerment, and person‑centred practice. The individual’s values also support the development of positive relationships with colleagues, fostering a sense of unity and mutual respect (CIPD, 2023).
Furthermore, their value of learning encourages continuous improvement and reflective practice. This is particularly important in finance roles, where accuracy and compliance are essential, and where errors can have significant organisational consequences. Their willingness to seek clarification, ask questions, and support colleagues contributes to a culture of shared learning and reduces the risk of mistakes (Halpern, 2014; Paul & Elder, 2019).
The individual’s values also support ethical decision‑making. Honesty and trustworthiness are essential in finance roles, where transparency and accountability underpin organisational integrity. Their behaviour reflects a commitment to ethical practice, which strengthens organisational credibility and supports compliance with regulatory expectations (Robbins & Judge, 2022).
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[bookmark: _Toc225708139]Despite these positive impacts, the individual’s values can also create challenges. Their desire to “go the extra mile” may contrast with colleagues who prefer to remain within strict role boundaries. This dynamic can create feelings of division or imbalance, particularly when some team members appear reluctant to answer general phone calls, manage shared inboxes, or proactively seek information to support the wider team. Such behaviour reflects what Li et al. (2023) describe as uncertainty‑avoidant tendencies, where individuals prefer predictability and may resist tasks perceived as outside their remit. Hofstede’s (2001) work on uncertainty avoidance similarly suggests that individuals with higher uncertainty avoidance may favour clear structures and defined roles over flexible, shared responsibilities.
Equally, colleagues who are highly proactive may appear intrusive or over‑involved, creating a different form of tension. Grant and Schwartz’s (2011) “too much of a good thing” principle suggests that even positive attitudes and strengths can become counterproductive when taken to extremes. For the individual, balancing their own values with the diverse attitudes of colleagues requires emotional intelligence, perspective‑taking, and adaptability.
Another challenge arises from the individual’s strong value of loyalty. While loyalty can strengthen team structure, it can also lead to reluctance to challenge poor practice or address conflict directly. This is particularly relevant in environments where some colleagues may not demonstrate the same level of commitment to shared tasks. The individual may feel frustrated but avoid addressing the issue due to their desire to maintain harmony. Rahim (2011) notes that such tensions between harmony and accountability are common in organisations and can lead to unresolved issues if not managed constructively.
This dynamic is further complicated by the cooperative context. Cooperatives rely on shared responsibility and mutual accountability, meaning that avoidance of conflict can undermine the collective ethos. When individuals avoid addressing issues, problems may persist, leading to reduced efficiency, increased frustration, and potential burnout for those who take on additional responsibilities (Edmondson, 2019; Robbins & Judge, 2022).
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[bookmark: _Toc225708140]The individual’s self‑assessment of critical thinking indicates moderate capability with room for improvement. This aligns with Chatfield’s (2021) argument that critical thinking requires ongoing reflection on assumptions, biases, and reasoning processes. Research suggests that individuals with stronger critical thinking skills navigate interpersonal tensions more effectively and challenge unhelpful norms constructively (Ennis, 2018; Halpern, 2014).
Critical thinking is particularly important in finance roles, where decisions must be based on evidence, accuracy, and logical reasoning. It also supports the ability to question assumptionsboth one’s own and those of colleagues. For example, the individual may assume that colleagues who avoid shared tasks are unwilling to help, when in fact they may lack confidence, feel overwhelmed, or be unclear about expectations. Critical thinking enables the individual to explore these possibilities, consider alternative explanations, and respond more effectively (Facione, 2020; Paul & Elder, 2019).
Developing stronger critical thinking skills would also support the individual in addressing conflict more constructively. By analysing the underlying causes of behaviour, considering alternative perspectives, and evaluating potential solutions, the individual can engage in more effective problem‑solving and contribute to improved team functioning. This aligns with Brookfield’s (2017) view that critically reflective practitioners are better able to identify and challenge assumptions that limit effectiveness.
[bookmark: _Toc225712069]Conflict tendencies

The Thomas–Kilmann Conflict Mode Instrument (Thomas & Kilmann, 2008) shows high scores in Avoiding and Accommodating. These tendencies suggest a preference for maintaining harmony and reducing tension, even at personal cost. While this aligns with values of kindness, loyalty, and approachability, it may also limit the individual’s ability to challenge poor practice or assert boundaries. This reflects the tension described by Rahim (2011), where values such as loyalty may conflict with the need to address issues directly.
Avoiding conflict can lead to unresolved issues, increased frustration, and reduced team effectiveness. Accommodating others’ preferences can create imbalance, where the individual takes on more than their fair share of work. Over time, this may contribute to emotional exhaustion or quiet resentment, particularly in teams where contributions are unevenly distributed (Robbins & Judge, 2022).
Developing assertiveness skills would help the individual address issues constructively while maintaining positive relationships. Approaches such as respectful inquiry and open questioning can support this shift, enabling the individual to surface concerns without escalating tension (Van Quaquebeke & Felps, 2018). In cooperative environments, conflict avoidance can also undermine shared responsibility. When individuals avoid addressing issues, the burden often falls on those who are more willing to take initiative. This can create resentment and reduce team cohesion. Developing a more balanced conflict style such as collaborating or compromising would support more effective teamwork and align more closely with the cooperative ethos (Rahim, 2011; Thomas & Kilmann, 2008).
[bookmark: _Toc225708141][bookmark: _Toc225712070]Critical Assessment of McGregor’s Theory X and Theory Y and Its Impact on the Individual’s Beliefs, Attitudes and Values

[bookmark: _Toc225708142][bookmark: _Toc225712071]Overview of Theory X and Theory Y

[bookmark: _Toc225708146]McGregor’s Theory X and Theory Y present two contrasting sets of assumptions about human motivation and behaviour at work. These theories have become foundational within organisational behaviour literature because they highlight how managerial beliefs shape leadership style, communication, job design, and organisational culture (McGregor, 1960; Miner, 2015). Theory X is grounded in the assumption that employees inherently dislike work, avoid responsibility, and require close supervision, direction, and control. Managers operating from a Theory X perspective tend to rely on formal rules, hierarchical structures, and external motivators such as rewards and sanctions. This approach assumes that without firm oversight, employees will not meet organisational expectations (Stuart & Lindsay, 2010).
In contrast, Theory Y proposes a more optimistic view of human motivation. It assumes that employees are naturally inclined to take responsibility, seek meaningful work, and contribute creatively when provided with the right conditions. Theory Y managers believe that individuals are capable of self‑direction, problem‑solving, and intrinsic motivation, particularly when they feel trusted and empowered (McGregor, 1960). This perspective aligns closely with contemporary leadership approaches such as participative leadership, empowerment, and psychological safety, all of which emphasise independence, collaboration, and shared responsibility (Edmondson, 2019; Wong & Cummings, 2009).
These theories also highlight the importance of aligning leadership style with organisational context and employee needs. In values‑driven environments such as cooperatives, Theory Y assumptions are often more compatible with the desired culture of empowerment, participation, and shared ownership (Olum, 2004). Cooperative models rely on trust, mutual accountability, and distributed decision‑making, making Theory Y a natural fit for environments where employees are encouraged to contribute beyond rigid job boundaries.
However, McGregor did not intend Theory X and Theory Y to be rigid categories. Instead, he argued that effective leadership requires understanding the assumptions that underpin managerial behaviour and recognising how these assumptions influence employee motivation. Modern interpretations emphasise that leaders may need to draw from both theories depending on situational demands, team maturity, and organisational pressures (Miner, 2015). This flexibility is particularly important in diverse teams where individuals may respond differently to independence, structure, and expectations.
[bookmark: _Toc225712072]The individual identifies as a Theory Y manager. 

This aligns with their values of trustworthiness, learning, empowerment, and psychological safety. Their belief that colleagues should take initiative, share responsibility, and contribute to team cohesion reflects Theory Y assumptions about natural motivation and self‑direction (McGregor, 1960). They tend to assume that, given the right conditions, colleagues will want to contribute positively and collaboratively.
Theory Y also aligns with the cooperative ethos of Cartrefi Cymru, which emphasises empowerment, shared responsibility, and person‑centred practice (Askeland et al., 2022). The individual’s values support this ethos, and their behaviour reflects a commitment to fostering a collaborative and supportive environment. This is consistent with research suggesting that leadership behaviours grounded in trust and empowerment can enhance engagement, satisfaction, and performance (Wong & Cummings, 2009).
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The individual’s Theory Y orientation strengthens their commitment to empowerment. However, it also creates frustration when colleagues behave in ways more aligned with Theory X assumptions avoiding responsibility, resisting shared tasks, or relying heavily on direction. Bloom’s Taxonomy provides a useful lens for understanding these differences: individuals operating at higher cognitive levels (e.g., analysis, evaluation, creation) may interpret Theory Y as natural, while others may prefer the structure associated with more directive approaches (Anderson & Krathwohl, 2001; Bloom, 1956).
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Individuals with different beliefs, attitudes, and values are unlikely to experience McGregor’s Theory X and Theory Y in the same way. For some, particularly those with strong safety‑oriented beliefs or high uncertainty avoidance, Theory Y may feel risky, idealistic, or even unfair. If an individual believes that work should be tightly structured, that responsibilities must be clearly defined, and that deviation from agreed processes increases the likelihood of error, then a Theory Y environment where independence and self‑direction are emphasised may be experienced as anxiety‑provoking rather than empowering (Hofstede, 2001; Li et al., 2023). These individuals may therefore gravitate towards Theory X assumptions, not because they inherently distrust others, but because they associate structure and control with psychological safety, predictability, and reduced personal risk.
Conversely, empowerment‑focused individuals, or those whose values emphasise growth, learning, and collaboration, may interpret Theory X as restrictive, demotivating, or even disrespectful. If a person believes that most people want to contribute meaningfully, take responsibility, and develop their skills, then close supervision, rigid rules, and limited autonomy may be perceived as a lack of trust or recognition. This aligns with Chatman’s (1989) argument that values shape how organisational expectations are interpreted, and with Olum’s (2004) assertion that management theory must be blended with contextual realities rather than applied in a one‑size‑fits‑all manner.
These differences highlight the importance of adaptive leadership. Leaders cannot assume that all colleagues will respond positively to the same balance of autonomy and control. Instead, they must recognise that colleagues may require different forms of support, communication, and expectations‑setting to feel confident and engaged. For example, individuals who prefer structure may benefit from clearer guidance, explicit role clarity, and more frequent check‑ins, while those who value autonomy may respond better to outcome‑focused goals, flexibility in how tasks are completed, and opportunities for self‑directed problem‑solving (Robbins & Judge, 2022). Adaptive leaders therefore move along the Theory X–Theory Y continuum, rather than rigidly occupying one end of it.
For the individual, this means that a purely Theory Y approach may not always be effective in practice. In some situations, elements associated with Theory X such as clearer boundaries, explicit expectations, and closer monitoring of shared tasks may be necessary to ensure fairness and accountability, particularly where colleagues consistently avoid shared responsibilities or fail to meet agreed standards. The challenge is to apply these elements without undermining the broader ethos of trust and empowerment. This requires careful communication, transparency about expectations, and an explicit link between structure and support rather than punishment or mistrust. In doing so, the individual can remain aligned with their core values of empowerment and collaboration, while still responding realistically to the diverse beliefs, attitudes, and values present within the team.
[bookmark: _Toc225712075]Conclusion

Beliefs, attitudes, and values play a central role in shaping workplace behaviour, influencing how individuals interpret situations, interact with colleagues, and respond to organisational expectations. These internal psychological constructs act as filters through which workplace events are understood, and they guide the behavioural choices individuals make in response to those events. For the individual in this assignment, values such as honesty, loyalty, helpfulness, and a strong commitment to learning underpin a consistently positive approach to teamwork and organisational contribution. These values align closely with Cartrefi Cymru’s cooperative ethos, which emphasises empowerment, shared responsibility, and person‑centred practice (Askeland et al., 2022; CIPD, 2023). As a result, the individual’s behaviour tends to support collaboration, psychological safety, and a willingness to contribute beyond their immediate remit.
However, the analysis also highlights that these same values can create tensions when colleagues hold different beliefs or attitudes towards teamwork, responsibility, or initiative. Organisational behaviour literature suggests that such differences are common in diverse teams, where individuals bring varied experiences, motivations, and value systems (Furnham, 2021; Robbins & Judge, 2022). For example, colleagues who prioritise predictability or role clarity may be less inclined to engage in shared tasks such as answering general phone calls or managing team inboxes. These differences can lead to frustration, perceived imbalance, or misunderstandings about fairness and contribution. The individual’s strong belief in collective responsibility may therefore clash with colleagues who hold more individualistic or task‑bounded beliefs. This reinforces the importance of critical thinking as a tool for examining assumptions, recognising alternative perspectives, and responding constructively to interpersonal tensions (Brookfield, 2017; Facione, 2020).
McGregor’s Theory Y aligns strongly with the individual’s values and leadership style, reinforcing their commitment to empowerment, trust, and collaboration. Theory Y assumes that employees are intrinsically motivated, capable of self‑direction, and eager to contribute meaningfully to organisational goals (McGregor, 1960). These assumptions resonate with the individual’s belief in shared responsibility and proactive teamwork. However, the analysis also demonstrates that individuals with different values, cultural orientations, or conflict tendencies may interpret the theory differently. Those with higher uncertainty avoidance, for example, may prefer the structure and clarity associated with Theory X assumptions, viewing autonomy as risky or overwhelming (Hofstede, 2001; Li et al., 2023). This highlights the importance of adaptive leadership recognising that different colleagues may require different forms of support, communication, and expectations‑setting to feel confident and engaged (Olum, 2004; Wong & Cummings, 2009).
The individual’s self‑assessment of critical thinking and their conflict profile provide further insight into their workplace behaviour. High scores in Avoiding and Accommodating suggest a strong preference for maintaining harmony and reducing tension, even when doing so may come at personal cost (Thomas & Kilmann, 2008). While these tendencies align with values of kindness, loyalty, and approachability, they may also limit the individual’s ability to challenge poor practice, assert boundaries, or address recurring issues within the team. Strengthening assertiveness and developing confidence in constructive challenge would therefore support more balanced and effective team interactions. This is particularly relevant in a cooperative environment, where shared responsibility requires all team members to engage actively and equitably in collective tasks (Rahim, 2011; Edmondson, 2019).
Overall, the analysis demonstrates that beliefs, attitudes, and values significantly shape workplace behaviour and team dynamics. For the individual, these internal constructs support positive contributions but also present opportunities for growth, particularly in relation to assertiveness, adaptive leadership, and critical evaluation. By integrating insights from management theory, conflict assessment, and organisational strategy, the individual is well positioned to continue developing their professional practice. Strengthening critical thinking, enhancing confidence in constructive challenge, and adapting leadership approaches to diverse colleagues will contribute to improved team cohesion, more effective collaboration, and sustained alignment with Cartrefi Cymru’s cooperative ethos.













[bookmark: _Toc225712076]References
Ajzen, I. (1991). The theory of planned behavior. Organizational Behavior and Human Decision Processes, 50(2), 179–211.
Anderson, L. W., & Krathwohl, D. R. (Eds.). (2001). A taxonomy for learning, teaching, and assessing: A revision of Bloom’s taxonomy of educational objectives. Longman.
Askeland, G. A., et al. (2022). [Full reference details needed].
Bloom, B. S. (1956). Taxonomy of educational objectives: The classification of educational goals. Longmans, Green.
Brookfield, S. D. (2017). Becoming a critically reflective teacher (2nd ed.). Jossey‑Bass.
Chatfield, T. (2021). Critical thinking: Your guide to effective argument, successful analysis and independent study (2nd ed.). SAGE.
Chatman, J. A. (1989). Improving interactional organizational research: A model of person–organization fit. Academy of Management Review, 14(3), 333–349.
CIPD. (2023). [Full reference details needed].
Edmondson, A. C. (2019). The fearless organization: Creating psychological safety in the workplace for learning, innovation, and growth. Wiley.
Ennis, R. H. (2018). Critical thinking across the curriculum: A vision. Topoi, 37, 165–184.
Facione, P. A. (2020). Critical thinking: What it is and why it counts. Measured Reasons LLC.
Furnham, A. (2021). The psychology of behaviour at work (3rd ed.). Routledge.
Grant, A. M., & Schwartz, B. (2011). Too much of a good thing: The challenge and opportunity of the inverted U. Perspectives on Psychological Science, 6(1), 61–76.
Halpern, D. F. (2014). Thought and knowledge: An introduction to critical thinking (5th ed.). Psychology Press.
Hitlin, S., & Piliavin, J. A. (2004). Values: Reviving a dormant concept. Annual Review of Sociology, 30, 359–393.
Hofstede, G. (2001). Culture’s consequences: Comparing values, behaviors, institutions, and organizations across nations (2nd ed.). SAGE.
Li, N., et al. (2023). [Full reference details needed].
McGregor, D. (1960). The human side of enterprise. McGraw‑Hill.
Meglino, B. M., & Ravlin, E. C. (1998). Individual values in organizations: Concepts, controversies, and research. Journal of Management, 24(3), 351–389.
Miner, J. B. (2015). Organizational behavior 1: Essential theories of motivation and leadership. Routledge.
Olum, Y. (2004). Modern management theories and practices. Makerere University.
Paul, R., & Elder, L. (2019). The miniature guide to critical thinking concepts and tools (8th ed.). Foundation for Critical Thinking.
Rahim, M. A. (2011). Managing conflict in organizations (4th ed.). Transaction Publishers.
Robbins, S. P., & Judge, T. A. (2022). Organizational behavior (19th ed.). Pearson.
Rokeach, M. (1973). The nature of human values. Free Press.
Schwartz, S. H. (2012). An overview of the Schwartz theory of basic values. Online Readings in Psychology and Culture, 2(1), 1–20.
Stiglbauer, B., et al. (2022). [Full reference details needed].
Stuart, R., & Lindsay, P. (2010). The psychology of work: An introduction. Routledge.
Thomas, K. W., & Kilmann, R. H. (2008). Thomas–Kilmann conflict mode instrument. CPP.
Van Quaquebeke, N., & Felps, W. (2018). Respectful inquiry: A motivational account of leading through asking questions and listening. Academy of Management Review, 43(1), 5–27.
Wong, C. A., & Cummings, G. G. (2009). The influence of authentic leadership behaviors on trust and work outcomes of health care staff. Journal of Leadership Studies, 3(2), 6–23.

image1.png
PRIFYSGOL CYMRU ———
S Y Drindod Dewi Sant
UNIVERSITY OF WALES

Trinity Saint David





