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Introduction

Thinking critically is important which is why it is required by an organization from its staffs and articulated by the mission, vision and objective statement. Critical thinking is useful not only in formulation strategies to deal with different stakeholders of an organization knowing their demands but also useful to ensure sustainable business decision making, policy implementation and objective setting. Understanding employees’ beliefs, values and attitudes are imperative here to assess their impacts on workplace and effectively design strategies that will enforce them to work at their optimum level and thereby organization will get the optimum productivity from organizationally citizenship behaviour, commitment and low churn rate of employees. Employee job satisfaction, productivity, customer satisfaction, job involvement and job engagement are also influenced by these. This assignment intends to about thinking critically at the workplace. The first section will cover the understanding of beliefs, attitudes and values and differences among the concepts within an organizational context and then the impacts of these concepts on workplace behaviour. The second section will cover identification of a management theory and impacts of beliefs, attitudes and values on the theory, and then how someone with different beliefs, attitudes and values interpret the theory.



1.1 [bookmark: _Toc13615287]Differences among beliefs, attitudes and values within a workplace context

Beliefs
The assumptions and perceptions an individual holds about himself or herself, other people of the society and organization, and the expectations and assumptions regarding a thing to be are broadly defined as the beliefs (Judge and Robbins, 2017). An individual is mostly influenced by his or her belief in doing a job, assessing others’ action and all other regular life actions. For example, the eating habit and dressing style of a staff member within an organization is mostly determined by his/her belief if there is no set organizational rules and regulations there. Beliefs come from multiple sources. 

The key sources are religious, through and practices which form different set of beliefs (Stern, et al., 2005). Then culture, social norms, family bonding, friends and others’ influence, evidence and practical experience of life may form strong to moderate belief within a person regarding a particular aspect. Each individual differs from others in terms of beliefs which makes generalization difficult by which a manager can take decisions in a standard manner (Judge and Robbins, 2017). Beliefs are of two kinds – broad and peripheral. Broad beliefs are strong enough and closely tied to a person mind and difficult to change whereas peripheral are less tied to mind and thereby comparatively easy to change (Pearson Canada, 2019). 

Attitudes
The way how an individual responds to different situations and circumstances on the basis of learning and understanding is defined as attitude. It is formed on the basis of beliefs, ideas and experience a person has and it is said that a strong attitude to be followed by a strong belief (PsycholoGenie, 2019). It may be negative or positive feelings for a thing, person or idea. What type attitudes a person holds is easy to know by observing behaviour as it is expressed by the behaviours and actions at workplace (PsycholoGenie, 2019). But this is not so much easy in case of beliefs as their outcomes are less obvious. 

For example, a manager with a good attitude is, in general, found to show good manner and feelings towards his subordinates within an organization as he has belief that subordinates are also human being whose productivity is equally important as important as mine for the betterment of the overall organization and thereby he will behave others within an organization as like they were the family members. Conversely, a manager with negative attitude will try to find out the mistake of his subordinates and has complaints against others and systems who may behave roughly with others even for silly matters. 



Values
The way how a person learns to think and evaluate other persons, their behaviours and attitude to be is defined as the value (Kolodinsky, et al., 2008). It is particularly related to ethics, norms and customs like honesty, openness, integrity, loyalty, commitment, brevity and so on which are mostly abstract nouns and thereby it is felt not observed which means it difficult to evaluate values. Valuation and assessment of a value is influenced by the beliefs and attitudes of a person and so does critical reasoning and thinking. 

Moral and ethical values are of great diversity between person to person, organization to organization and country to country. In this regard, it can’t be said absolutely that a value is worse than another and accordingly a person with a particular value can’t be defined to be inferior or superior (Judge and Robbins, 2017). In absence of standard, values are instrumental and formed by doing the same thing with the acceptance of majority. Both as a manager and an employee of an organization, it is imperative that they perform their roles and responsibilities ethically and morally (Kolodinsky, et al., 2008). This is equally weighted in case of behaving with other colleagues and staffs of different hierarchy within an organization.

At managerial critical thinking is critical and the position demands a thorough understanding of the people being managed and leaded so that the decisions and policies imposed by the organization doesn’t contradict with the beliefs, attitudes and values of the employees. If this occurs, productivity may decrease, commitment will go down, organizationally citizenship behaviour disappears and mostly employees become dissatisfied which forces them to search for another organization, decreasing turnover rate of current organization and leaving experienced resources.



1.2 [bookmark: _Toc13615288]Critical assessment of the impacts of beliefs, attitudes and values on workplace behaviour

Impacts of beliefs on workplace
What type of belief an employee holds affects his behaviour at workplace in different ways. A manager who has strong belief on his subordinates relay on their performance and integrity. This enables him to design self-assessment and performance appraisal, reducing some workload of the manager like monitoring and controlling as employees are good enough to believe in terms of their productivity and performance (Pearson Canada, 2019). Thus, belief affects the nature of appraising and workload of employees as well as monitoring and supervision. Broad belief of a manager on his own skills and expertise, sometimes, found to be the reason of overconfidence by which he takes major organizational decisions by himself rather than discussing with others (Judge and Robbins, 2017). 

People with broad beliefs are found difficult to influence, motivate and guide because they rarely come out of their belief zone. Conversely, employees with peripheral beliefs are easy to guide and change their actions at workplace (Pearson Canada, 2019). Therefore, organizations need to have idea of employee belief at workplace and then formulate the strategy to guide and manage them. Sometimes, organizations need to change their business model, ethics and code of conduct just because of belief of the employees and consumers at workplace (Judge and Robbins, 2017). For example, banking sector of Muslim countries are ignored by people who believe that interest is not allowed by their religion and thereby bankers of those countries were bound to rethink and come with another concept of Islamic banking to induce these people. That’s Islamic Banking is still popular in Muslim majority countries where some employees work now who were previously reluctant to work. This is the impact of belief on workplace.

Managers with the belief that the male are more efficient than the female has impact at workplace as they prefer male to female in hiring, appraising, compensating, promoting and other ways that lead to discrimination at workplace (Judge and Robbins, 2017). Thus, belief has impacts on job involvement, engagement, performance, satisfaction and turnover rate. Employees of a workplace are from different backgrounds and culture with diverse beliefs (Buelens, et al., 2012). A manager should recognize this and accordingly respect their beliefs not imposing his own belief on them. If this can be done, employers will positively affect their performance, increase commitment for the organization and motivate them to show organizationally citizenship behaviour (Buelens, et al., 2012). Belief is formed on evidence and experience and which affects behaviour also. For example, a manager found an employee lying will have less belief on him later despite speaking the true because there is a belief that he lies.

Impacts of attitudes on workplace

Attitude has a significant effect on workplace behaviour. It can be positive or negative depending on the beliefs, ideas, experience and other factors of a person. A manager with a good attitude is likely to behave with others positively which will result in good mood of workers that leads to optimum efficiency and effectiveness at workplace. Conversely, a manager with bad attitude will negatively affect the workplace behaviour his subordinates. Similarly with the colleagues, bad and good attitudes affect others to have a positive mood or negative mood that ultimately results in their performance of that day.

Positive attitudes of managers and colleagues at workplace will result in better understanding and feeling among themselves regarding the needs and objectives of each other, support one another, work with utmost level of efficiency, and materialize the organizational objectives (PsycholoGenie, 2019). Organizations with such a culture will have increase in productivity, better collaboration, higher job involvement and engagement, high turnover rate, better customer servicing and satisfaction, and achievement of target (Kreitner, et al., 2012). Opposite happens when attitudes are negative at the workplace.

Creativity and innovation are inherent process which comes out of critical thinking. When employees have better feelings within the group and with management, they are free to think about the organization and share information among themselves as well as support others to improve their performance and capitalize any idea found on workplace (Pearson Canada, 2019). This idea may come from observation of workplace, interaction with others and direct involvement with customer and other ways. If positive attitudes exist in this regard, it is likely that the ideas will be communicated with the manager and scrutinizes to add value for the organization (PsycholoGenie, 2019). Thus, creativity and innovation are supported by positive attitude at workplace. Employees are satisfied where their feelings are respected and this is possible with a good attitude from the management. 


Impacts of values on workplace

Values are the ways of evaluating and assessing others at workplace. It is related to ethics and morale which affect the workplace behaviour differently. Honesty and ethics of employees are the perquisite for better performance at workplace. An employee with ethical value will perform his or her jobs ethically whereas an unethical employee is likely to behave unethical if the organizations have loopholes. Detailed job description is designed and assigned to middle to lower management but higher level has informal job description and sometimes they have to go beyond their job description for the betterment of the organization and its sustainability that rely on the morale and ethics of these employees (Pearson Canada, 2019). Thus, sustainability and growth are impacted by values of employees.
[bookmark: _GoBack]An employee whose has  values like trust, honesty, integrity, openness, freedom and other values is respected at workplace for they will play the roles and do the responsibilities with care and morale (Judge and Robbins, 2017). The job satisfaction will positively be affected by such organizational culture which will be a motivation to be engaged in work more deeply, be committed to the organization, and perform organizationally citizenship behaviours. If workplace values are aligned to individual values, then there will have fewer conflicts at workplace and working with inner feelings and support for the organization (Kolodinsky, et al., 2008). This will create less stress for workers at workplace and improve relationships among the workers.

Another aspect of value is accountability and transparency at workplace. Accountability and transparency at workplace are crucial to ensure that employees work with efficiency, use organizational resources for the betterment of organization not for personal benefits, and ensure timely entry and exit and reduction of waste time at workplace (Huczynski, et al., 2013). Certain values of employees are useful to ensure these objectives. For example, an employee with strong ethical foundation and morale is likely to perfectly perform these objectives. Managers need to improve ethics and morale of others to achieve these target. Managers are followed by his subordinates within an organization and so do his values (Judge and Robbins, 2017). So, there is a scope to improve instrumental values of employees by the actions of managers not by words as an ethical manager will enforce others effectively to be ethical rather than motivating to be ethical (Kolodinsky, et al., 2008). Thus, the role of manager is important to have positive impacts at workplace out of employee values by his actions.


[bookmark: _Toc13615289]
2.1 Identification of a management theory relevant to your own role

One of the influential theories in the area of management and motivation is XY theory which was introduced by Douglas McGregor in the 1960s during his studentship at MIT School of Management (Judge and Robbins, 2017). This theory was formalized and introduced by his famous book “The Human Side of Enterprise”. This theory is frequently used in human resource management, organizational behaviour, leadership and management and motivation despite being criticized by many for its rigidity but is still used to positively influence and manage human beings within an organization (McGregor, 1960). Organizational policy regarding communication, guiding, instructing, promoting, appraising, controlling, development and improving cultures are related to this this theory significantly. A manager can influence the motivation and productivity of a manager in different ways with the application of theory X and theory Y which are commonly known as Theory XY (Kopelman, et al., 2008).

According to McGregor, theory X and theory Y are the two ways to manage people of an organization. Theory X is a negative that is somewhat authoritative and Y is a positive that is somewhat participative in nature. The assumption of theory X is that people in general dislike and wants to avoid it and so the better way to force them through punishment and penalties to get the optimum outcome from the employees that drives up organizational objectives (McGregor, 1960). Another assumption made in X is that average people prefer to avoid responsibilities, to be directed and safeguard against the threats. Conversely, the assumptions of theory Y are opposite to those of theory X. According to theory Y, people in general likes work and they takes it as natural and day to day responsibilities where employee work on their self-direction, control taking the objectives of the organization as their own and thereby there should have no punishment rather they should be appreciated and rewarded for their performance and achievement (Kopelman, et al., 2008). So, managers should use participate management style to decide and manage the employees as of theory Y. But most of the managers use theory X which results in poor outcomes in their objective achievement where wise managers use theory Y to manage their people which results in better performance and develop the resources for the organization (Kopelman, et al., 2008).

This theory is related to workplace management and thereby it is chosen here. Threat of punishment may result in desired outcome in the apparent and short-run but they fail to retain employees and get desired target in the long-run (Hersey, et al., 2007). Moreover, it is unlikely to get the desired outcome from an employee by means of punishment if he or she doesn’t like a work. So, it is better to involve the workers to the job deeply through recognition of their achievement awarding a gift, promoting to higher position and so on (Hersey, et al., 2007).


[bookmark: _Toc13615290]2.2 Critical assessment of the impacts of beliefs, attitudes and values on a management theory relevant to your role

Beliefs, attitudes and values have impacts on the management and motivation theory of XY. First start with the impacts of beliefs. It is the personal issue of a manager which theory of X and Y to choose and apply to manage his or her workforce at workplace to get the desired outcomes and achieve the organizational target levied on him. The managers who impose theory X to get the work done his subordinates believe that punishment or threat of punishment will drive the employees up to work for the organization and meet the objective (Huczynski, et al., 2013). Otherwise they would not work carefully to meet the target and achieve the objective as they don’t like work. 

Conversely, managers who apply theory Y believe that employees are the same human beings as they are and thereby there should have a feelings and sympathy for the others to get the things done by them where recognition, reward and good cooperation are the ways to get them motivated and work for the organization (Claudia, 2014). In this way, managers will reach his target with the support of this employees. So, it’s up to the beliefs of managers which theory to apply in managing others. It is not unusual to apply both theory X and theory Y by the same manager at the same workplace simultaneously (Rokeach, 2012). This may happen when he or she finds that application of theory Y is not optimal and doesn’t result in desired outcome influencing the behaviour of people. 

Attitudes also affect the theory X and theory Y. Attitudes are of two types as said earlier which are positive and negative. Theory X is somewhat negative as it seeks threat of punishment to get the things done where theory Y is positive because it doesn’t seek threat of punishment (Davis and Newstrom, 2009). Accordingly, a manager with positive attitude will prefer theory Y as he wants to improve the performance of the employees through care and feelings. Conversely, a manager with negative attitude will prefer theory X as he wants to get the things done by threat of punishments and sometimes enforcement of other penalties (Claudia, 2014). It is also common that manager with positive attitude, sometimes, employ theory X when it seems that a particular context or employee is not possible to manage by means of feeling and care (Huczynski, et al., 2013). But it is unusual for a manager to apply theory Y having positive attitude. So, it can’t be said in a straight forward way how attitude affects theory X and Y. But it can be said confidently that attitudes have impacts on theory X and theory Y.



Honesty, integrity, openness, freedom, and morale are the few values of a person which along with other values have impacts on theory X and Y also. For example, an employee with a strong ethical and morale foundation usually work decently and carefully taking organizational objectives as his or her own objectives. In this regard, it is unnecessary and excessive to force the employee by threats and other means of negativities to manage him because he is self-responsible and self-controller (Davis and Newstrom, 2009). So, employees with positive values can be well-managed and controlled by means of theory Y not X. Conversely, there are some people who has poor ethical and morale reasoning, tries to avoid responsibilities and work (Rokeach, 2012). These people are more probable not to work with self-responsibility and self-control. In this context, manager should use theory X to control these people (Huczynski, et al., 2013).  Thus, values also affect the choice of theory X and Y for the managers as a tool to control and motivate his workforce.






[bookmark: _Toc13615291]2.3 Critical assessment of evaluating how someone with different beliefs, attitudes and values might interpret the theory differently

Different beliefs can interpret the theory XY differently. Whenever someone finds that his manager is using theory Y and underperformance will not result in any punishment by manager, he will have little care and attention to perform his task carefully (Judge and Robbins, 2017). On the other hand, an employee whose manager applies theory X to manage him will be fear of punishment and lose of job followed by underperformance which will force him to place utmost effort and achieve the best performance so that punishment can be avoided (Davis and Newstrom, 2009). Thus, an employee with the beliefs of his manager’ management style will interpret the theory differently. Similarly, this difference can occur among the managers. For example, a manager with the belief that employees learn better when performs their respective jobs is likely to use theory X and forcing the employees to do their jobs done by themselves. Conversely, a manager with the belief that it is his responsibility to support the employees to perform their jobs, is likely to use theory Y to support employees and take their support in decision making. Thus, both manager and employees with different beliefs interpret the same theory differently.

Variation in attitudes also makes differences among the managers and employees in interpreting theory X and Y. An employee of positive attitudes will see positive actions, outcomes, behaviours and events whereas a negative attitude employee will see and investigate bad events, actions and outcomes of his or her colleagues (Huczynski, et al., 2013). A manager with a positive attitude will ignore negativity of an employee and may be biased to theory Y despite significant presence of positivity. Similarly, a manager with negative attitude is hardly to observe positive actions and behaviours of employees.  This will result in difference in interpreting theory X and Y just because of differences in attitude.

Differences in values will result in different interpretation of theory X and Y also. A person with proper training and education followed by ethical foundation will hesitate to complain against his manager as his personal development is cared and facilitated by the management (Judge and Robbins, 2017). Conversely, a manager with less care and attention to personal development of employees will have more complaints from the employees, although not in formal and explicit way. Another example can be presence of positive value verses negative values. If an employee of positive values find to apply theory X by his manager, he may interpret the theory as the appropriate one because it is his duty to work with diligence which will lead to achievement of the target and his manager will never impose any punishment in this regard. Conversely, an employee with negative values may interpret the same theory differently and complaint against theory Y because it is natural for him to see the negative sides and ignore the positive factors.


[bookmark: _Toc13615292]Conclusion

Beliefs, attitudes and values are three crucial issues that affect the behaviour of workforce and managers at workplace differently. Beliefs are the ideas, assumption and perception regarding a subject or an object. Attitude is the way how people respond to different context, situations and objects on the basis of his or her beliefs and values. Values are the abstracts regarding someone or something to be or not to be. Beliefs and values are to feel not to be observed but attitudes are to observe by human behaviours. At workplace, each of the three factors along with their sub-factors affect the behaviour of manager and employees. As a manager, it should be noted that each employee has different set of beliefs, attitudes and values and thereby they need to be recognized where managers’ personal belief, attitude and values should not be imposed on those of employees. If this is done, productivity, performance, job involvement, engagement, organizational commitment, organizational citizenship behaviour and turnover rate are likely to be negatively affected. Otherwise, these factors can be positively induced and influenced by recognizing and respecting beliefs, attitudes and values of all employees. Theory XY is a management and motivation theory introduced by Douglas McGregor where X states employees don’t like work whom managers should enforce by threat of punishment to get the things done where theory Y states that employees like work and the best way to influence employees is to care and support them. Beliefs, attitudes and values also affect the choice of this theory and their application within an organization. Moreover, different people with different beliefs, attitudes and values interpret the same theory differently from different angles. 
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