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Introduction
From my own point of view, the ability to think clearly and make the right decisions is what makes the biggest difference in the results people achieve at work. However, decision-making is not based only on logic. It is strongly influenced by individual beliefs, attitudes and values, which shape how situations are interpreted and how actions are taken.
In practice, I have observed that two individuals in the same situation can make very different decisions, depending on how they think and what they prioritise. This has made me realise that improving performance is not only about knowledge or skills, but also about understanding how thinking influences behaviour.
This assignment explores the relationship between beliefs, attitudes and values and their impact on behaviour and decision-making in the workplace. It also examines how critical thinking can improve the quality of decisions and reduce the influence of bias and emotion.
The RED Model of critical thinking is used as the main framework throughout this assignment, as it provides a practical and structured approach to analysing situations and making decisions. In addition, behavioural and social theories are considered to understand how external factors can influence thinking and behaviour.
From a practical perspective, the purpose of this assignment is not only to explain the theory, but to show how these ideas apply in real situations and how they can improve the quality of decisions, consistency and long-term performance. The goal of this assignment is to critically assess these concepts to deepen understanding of decision-making in professional contexts and to reflect on how these concepts apply to real workplace situations.
[bookmark: _Toc224764082]1.0 Beliefs, Attitudes and Values in the Workplace 
In the workplace, behaviour is not shaped only by rules and procedures, but by individual beliefs, attitudes and values. These internal factors influence how situations are interpreted, how decisions are made and how individuals respond to responsibility and risk.
According to Robbins and Judge (2022), employee behaviour is strongly influenced by perception and motivation, not only by organisational structure. This explains why two individuals in the same role can produce very different outcomes.
From a practical perspective, I have observed this directly in my own work. In roles that involve responsibility, such as driving and advising clients, the way a person thinks has a direct impact on performance and results. For example, in my role as an HGV driver, I have experienced situations where decision-making directly impacts safety. The way I interpret risk, based on my beliefs and values, affects how I react in real-time traffic conditions. Similarly, as a protection advisor, I have seen how personal values influence how clients approach financial protection, with some prioritising long-term security and others focusing only on short-term affordability. For example, I worked with a client who had an above-average income but initially questioned how paying an additional monthly premium could benefit him. His main concern was short-term affordability, as he did not immediately see the value of income protection. By applying a structured approach, I explained the potential financial impact of being unable to work due to illness or injury, linking the discussion directly to his current lifestyle and financial commitments. Once the risk was clearly understood in practical terms, his perspective shifted from cost to long-term security, and he decided to take out an income protection policy covering his full income. This experience reinforced how personal beliefs and values can change when information is analysed more critically and linked to real-life consequences.
 Overall, individuals who approach situations with discipline, accountability and structured thinking tend to make better decisions and avoid unnecessary mistakes.
Critical thinking is essential in this process, as it allows individuals to question assumptions and make decisions based on evidence rather than habit or emotion (Paul & Elder, 2019).

[bookmark: _Toc224764083]1.1 Beliefs
Beliefs are assumptions that individuals accept as true based on their experience and environment. These beliefs influence how situations are interpreted and how decisions are made (Rokeach, 1973).
Rokeach (1973) explains that beliefs often operate without full awareness, shaping behaviour in the background. In the workplace, beliefs about responsibility, risk or performance can directly affect outcomes.
In real workplace situations, I have noticed that when decisions are based on past assumptions rather than analysing the current situation, the risk of mistakes increases. For example, relying on previous patterns instead of evaluating real-time conditions can lead to incorrect judgments, especially in roles that require attention and responsibility.
Kahneman (2011) highlights that individuals often rely on mental shortcuts, which can reinforce existing beliefs and reduce objective thinking. Recognising and questioning these beliefs is therefore essential for improving decision-making and achieving consistent results.

[bookmark: _Toc224764084]1.2 Attitudes
Attitudes influence how individuals respond to situations and challenges in practice. They affect motivation, effort and overall behaviour.
Ajzen (2005) suggests that attitudes shape the intention to act, which directly impacts performance. In the workplace, a proactive and disciplined attitude leads to better results, while a negative or passive attitude can reduce effectiveness.
In high-pressure environments, I have observed that attitude plays a major role in how individuals handle pressure and responsibility. In situations that require focus and consistency, maintaining a controlled and solution-oriented mindset leads to better outcomes compared to reacting emotionally or losing focus.
In demanding work environments, attitude is often the difference between average performance and consistent performance.
[bookmark: _Toc224764085]1.3 Values
Values represent the core principles that guide decision-making. They influence what individuals prioritise and how they approach different situations. (Rokeach, 1973)
Schwartz (2012) explains that values remain relatively stable and shape behaviour across different contexts. In professional environments, values such as responsibility, accountability and long-term thinking are essential for sustainable performance.
From my perspective, I tend to prioritise control, consistency and long-term outcomes when making decisions, particularly in situations involving risk. For example, in my role as a protection advisor, I have worked with clients who preferred to minimise monthly costs by choosing lower levels of cover. In these situations, instead of focusing only on affordability, I guide the discussion towards the long-term financial impact of unexpected events such as illness or loss of income. By analysing their financial commitments and future risks, I support them in making decisions that prioritise long-term security rather than short-term savings. This reflects a value system focused on responsibility and sustainability rather than immediate financial comfort. However, individuals with different values may approach the same situation differently. For example, someone focused on rapid outcomes may accept higher levels of risk, which can lead to different results.
[bookmark: _Toc224764086]1.4 Relationship between Beliefs, Attitudes and Values
Beliefs, attitudes and values are closely connected and together influence behaviour. Values guide, beliefs interpret, attitudes drive action.
From a practical perspective, this relationship can be seen in how individuals approach responsibility and decision-making. For example, a person who values discipline will develop beliefs about consistency, which will lead to a focused and controlled attitude in their work.
Understanding this relationship is essential for improving performance. Individuals who are aware of how they think are better able to adjust their behaviour, reduce errors and make more consistent, results-driven decisions (Robbins & Judge, 2022).
[bookmark: _Toc224764087]2.0 The Influence of Beliefs, Attitudes and Values on Behaviour 
In practice, beliefs, attitudes and values do not work separately but together influence behaviour.
From a performance perspective, behaviour is the visible outcome of how a person thinks. This means that the quality of decisions and actions is strongly influenced by internal factors such as perception, mindset and personal priorities.
According to Robbins and Judge (2022), behaviour in organisations is shaped by both individual characteristics and situational factors. However, even in the same environment, individuals often behave differently because they interpret situations based on their own beliefs, attitudes and values.
Based on real workplace situations, I have seen how different approaches to the same situation can lead to very different outcomes. For example, in my role as a protection advisor, I have worked with clients in similar financial situations who made completely different decisions depending on how they interpreted risk. Some clients focused only on reducing monthly costs and chose minimal or no cover, while others, after analysing the potential long-term impact of illness or loss of income, prioritised financial protection. These differences in behaviour were not random, but a direct reflection of how individuals processed information and evaluated risk.
[bookmark: _Toc224764088]2.1 Influence on Decision-Making
Beliefs, attitudes and values have a strong impact on how decisions are made, particularly in situations involving uncertainty.
Kahneman (2011) explains that individuals often rely on fast thinking, which can lead to decisions based on assumptions rather than analysis. While this can be efficient, it increases the risk of error.
In high-pressure situations, I have seen that when decisions are made under pressure, it becomes easy to react too quickly instead of thinking in a controlled and structured way. For example, I experienced a situation in my role as a protection advisor where time pressure affected the quality of my decision-making. During a meeting with a family who needed both mortgage protection and income protection, I rushed the process because they were both due to return to work and we had limited time. As a result, I relied on their approximate memory of the remaining mortgage balance rather than confirming the exact figure. This led to the policies being arranged on an incorrect amount. Two weeks later, I had to cancel and replace the policies with more accurate ones based on the correct mortgage value. 

This situation negatively affected the quality of my recommendation and highlighted the risks of making decisions without complete information. Reflecting on this, I realised that under pressure I shifted towards fast, intuitive thinking instead of applying a structured approach. Since then, I have prioritised accuracy over speed, ensuring that all key information is verified before making recommendations. This experience reinforced the importance of disciplined and evidence-based decision-making in maintaining professional standards.
However, this perspective can be limited because not all decisions made under pressure are necessarily poor. In some situations, experience-based judgement can be effective, especially when individuals have strong situational awareness. This suggests that the real issue is not speed itself, but whether fast decisions are supported by accurate reasoning and relevant evidence.

[bookmark: _Toc224764089]2.2 Influence on Workplace Behaviour
Beliefs, attitudes and values also influence how individuals behave in daily work situations, including how they handle pressure, responsibility and interaction with others.
Ajzen (2005) suggests that behaviour is influenced by intention, which is shaped by attitudes and perceived control. This explains why individuals with a disciplined and focused mindset tend to perform more consistently.
In practice, I have noticed that behaviour under pressure is a key indicator of mindset. In situations that require attention and responsibility, individuals who remain controlled and focused are more likely to make effective decisions, while those who react emotionally are more prone to mistakes.
This is particularly important in roles where decisions have immediate consequences. Maintaining a structured and disciplined approach improves both performance and reliability.

[bookmark: _Toc224764090]2.3 Influence on Risk Perception
Another important aspect is how beliefs and values influence the perception of risk. Different individuals interpret the same situation in different ways depending on their mindset and priorities.
Schwartz (2012) explains that values influence how individuals prioritise outcomes. For example, someone who values security may avoid risk, while someone focused on growth may accept higher levels of uncertainty.
From a practical perspective, I have observed that risk perception plays a key role in decision-making. As a protection advisor, I often see clients underestimate risk, believing illness or income loss won't impact them.  However, when these risks are explained in relation to their real financial commitments, their perspective often changes and they become more open to protection. This shows that decisions influenced by bias or emotion tend to be inconsistent, while those based on structured thinking and risk awareness lead to more stable outcomes.
[bookmark: _Toc224764091]2.4 Impact on Performance
Ultimately, the influence of beliefs, attitudes and values is reflected in performance. Behaviour driven by clear thinking, discipline and awareness leads to better outcomes, while behaviour driven by assumptions and emotion increases the likelihood of mistakes.
Paul and Elder (2019) emphasise that strong critical thinking improves decision quality by encouraging analysis, evaluation and reflection.
When decisions are made using a structured approach, performance becomes more stable over time. In both driving and advisory roles, performance is directly linked to consistency in decision-making. For example, maintaining focus and discipline while driving leads to safer and more efficient outcomes, while in advisory work, structured thinking leads to better client recommendations and long-term satisfaction.
[bookmark: _Toc224764092]3.0 Critical Thinking Models 
In practice, critical thinking becomes much easier when there is a clear structure to follow. These models are essential because they reduce the risk of impulsive or biased thinking.
One of the most relevant frameworks is the RED Model of critical thinking, especially when decisions need to be made under pressure (Faction, 2015), which focuses on three key stages: recognising assumptions, evaluating arguments and drawing conclusions. This model provides a practical structure that can be applied in real-life situations, especially when decisions need to be made under pressure.
However, the RED Model is not the only approach to critical thinking. Other models also offer valuable perspectives.
For example, Paul and Elder (2019) propose a framework based on elements of reasoning and intellectual standards, encouraging individuals to question clarity, accuracy, relevance and logic in their thinking. This model is more detailed and focuses heavily on depth of analysis.
Similarly, Kahneman (2011) introduces the concept of System 1 and System 2 thinking. System 1 is fast, automatic and based on intuition, while System 2 is slower, more analytical and deliberate. This distinction is important because it explains why individuals often make quick decisions without fully analysing the situation.

[bookmark: _Toc224764093]3.1 Comparison of Models
While all these models aim to improve thinking, they differ in their level of complexity and practical application.
The RED Model is more practical and easier to apply in everyday situations. It provides a clear structure that can be followed quickly, which makes it useful in environments where decisions need to be made efficiently.
The Paul and Elder framework require detailed analysis, rendering it especially suitable for academic settings or scenarios involving complex problem-solving.
Kahneman’s model does not provide a step-by-step structure but explains how thinking naturally works. It highlights the risks of relying too much on intuitive thinking and reinforces the importance of slowing down and analysing decisions. Critically, while all models aim to improve decision-making, their effectiveness depends on the context in which they are applied. In fast-paced environments, overly complex frameworks may reduce efficiency rather than improve outcomes, as they require more time and cognitive effort to apply.

[bookmark: _Toc224764094]3.2 Justification of Chosen Model (RED Model)
The RED Model is the most suitable approach for my own use. In fast-paced situations, decision-making often requires balancing speed and accuracy, and this model provides a clear structure without unnecessary complexity.
For example, when advising clients, I identify their assumptions, evaluate the available information and guide them towards logical conclusions based on evidence rather than emotion. This structured approach improves both clarity and confidence in decision-making.
Although more complex models offer deeper analysis, they are not always practical under time pressure. The RED Model provides a better balance between simplicity and effectiveness, making it more applicable in real workplace situations. Its value lies not only in its theoretical framework, but in its consistent usability under pressure.
[bookmark: _Toc224764095]3.3 Critical Evaluation
While critical thinking models are useful, they also have limitations. They cannot fully remove bias or guarantee accurate decisions, as thinking is influenced by emotions, past experiences and external pressures. Their effectiveness depends largely on how consistently they are applied, meaning that even a strong model can produce weak outcomes if used selectively or under comfort conditions.

In practice, the main challenge is not understanding the model, but applying it consistently under pressure. In real workplace situations, limited time, incomplete information and emotional pressure can reduce the effectiveness of structured thinking, leading individuals to rely on instinct instead.
For example, in my role as a protection advisor, I have experienced situations where time pressure led me to act too quickly, relying on assumptions rather than verified information. This resulted in less accurate decisions and highlighted the gap between theoretical models and real-world application.
Although there are different approaches to critical thinking, the RED Model remains the most practical for me because it is simple, clear and easier to apply under pressure. This shows that critical thinking is not a one-time process, but a discipline that must be applied consistently. Without consistency, even the most effective models lose their practical value.
[bookmark: _Toc224764096]4.0 Barriers to Critical Thinking 
While the RED Model provides a structured way of improving decision-making, in practice there are several barriers that can reduce how effectively it is applied.
Critical thinking is not only influenced by knowledge or intelligence, but also by various barriers that affect how individuals process information and make decisions. These barriers can reduce the quality of judgement and lead to inconsistent or biased outcomes.
One of the most significant barriers is cognitive bias, where individuals rely on assumptions or past experiences instead of analysing the situation objectively. According to Kahneman (2011), people often default to fast, intuitive thinking (System 1), which increases the likelihood of errors.
Another important barrier is emotional influence. Strong emotions such as stress, pressure or frustration can override logical thinking and lead to impulsive decisions. In high-pressure environments, this becomes a critical factor.

[bookmark: _Toc224764097]4.1 Conflict as a Barrier to Critical Thinking
Conflict is another key factor that can affect decision-making, as it can be both internal (within the individual) and external (between individuals or groups). Internal conflict arises when there is uncertainty or doubt, leading to hesitation or inconsistent decisions, while external conflict is caused by differences in opinions or competing interests.
According to the Thomas-Kilmann Conflict Mode Instrument, individuals respond to conflict through different styles, including competing, avoiding, accommodating, compromising and collaborating, each of which can influence the quality of decision-making.
In my own experience, I have encountered situations were relying too heavily on past experience, instead of analysing the present context, led to incorrect conclusions. For example, in a client discussion, I initially assumed that a familiar approach would be suitable based on previous cases, but the client’s actual circumstances were different. This created internal conflict between acting quickly based on experience and taking time to reassess the situation. As a result, the initial judgement was not fully accurate, which highlighted the importance of analysing each situation independently rather than relying on assumptions.
[bookmark: _Toc224764098]4.2 Impact of Conflict Styles
Different conflict styles can either support or weaken critical thinking. Avoiding conflict may lead to delayed decisions and missed opportunities, while a competing approach can result in fast decisions made without full analysis. Accommodating may cause individuals to prioritise others’ opinions over objective evaluation, and compromising can lead to balanced but not necessarily optimal outcomes. In contrast, collaborating is the most effective approach, as it encourages discussion, analysis and the integration of multiple perspectives.

From a critical thinking perspective, collaboration supports higher-quality decisions because it allows different viewpoints to be considered and challenged. In my experience, situations where open discussion is encouraged tend to lead to more accurate and well-reasoned outcomes compared to situations where decisions are made quickly or based on a single perspective.
[bookmark: _Toc224764099]4.3 Personal Application
In real workplace situations, conflict often appears when decisions involve risk or responsibility. Under pressure, there is a tendency to either rush decisions or avoid them, both of which can reduce performance and consistency.
For example, in my role as a protection advisor, I have experienced situations where time pressure and client expectations created uncertainty during the decision-making process. In one case, I had to balance providing a quick recommendation with ensuring that all relevant information was accurate. Acting too quickly risked making an incorrect decision, while delaying the process could affect the client experience. This situation highlighted how easily decisions can become reactive rather than structured under pressure.
This experience reinforced the importance of maintaining control and applying a structured thinking approach, even in challenging situations, to ensure that decisions remain accurate and consistent regardless of external pressure.
[bookmark: _Toc224764100]4.4 Critical Evaluation of Barriers
Bias, emotion and conflict cannot be fully removed, but they can be managed. The key factor is awareness, as individuals who understand how these barriers influence their thinking are more likely to control them and make better decisions.
However, maintaining this awareness consistently is challenging, particularly in fast-paced or high-pressure environments where there is a tendency to revert to instinct. From a critical perspective, this highlights that improving critical thinking is not only about understanding models, but about having the discipline to apply them consistently in real situations.
[bookmark: _Toc224764101]5.0 Application of Behavioural Theory to Critical Thinking 
Understanding critical thinking involves not only analysing individual behaviour, but also recognising the influence of the environment in which people operate. External factors such as social context and economic conditions can affect how decisions are made, meaning that individuals do not think or act in isolation.

Behavioural theory explains that behaviour is shaped by experience, environment and reinforcement, while Marx’s Social Conflict Theory highlights how access to resources and social position can influence thinking and opportunities. From a critical thinking perspective, this shows that decision-making is not always fully objective, as it can be affected by external pressures, financial constraints and social expectations.
[bookmark: _Toc224764102]5.1 Behavioural and Social Influence in Practice
In practice, individuals often act based on what is familiar or reinforced by their environment. Those from stable environments may approach decisions more cautiously, while those exposed to uncertainty may develop faster but more reactive decision-making patterns.
In advisory work, I have observed that client decisions are often influenced by external factors such as family opinions, financial pressure and past experiences. This shows that behaviour is not purely rational, but shaped by context. Environments that promote accountability tend to encourage more structured thinking, while those that lack it can lead to inconsistent or impulsive decisions.
This highlights that individuals may believe their decisions are fully rational, when in reality they are influenced by external reinforcement, reducing the quality of critical thinking and increasing the risk of bias.
[bookmark: _Toc224764103]5.2 Comparison with Different Thinking Approaches
Individuals do not respond to the same situation in the same way. Some rely on instinct and short-term outcomes, which can lead to faster decisions but a higher risk of error, while others apply structured thinking, focusing on analysis and long-term consequences.
From a results-driven perspective, structured thinking tends to produce more consistent outcomes, whereas reactive thinking leads to variability. This difference is often influenced by social and environmental factors, as individuals in structured or competitive environments are more likely to develop disciplined thinking patterns.
Critically, this highlights that faster decision-making is not always more effective. While instinct-based thinking can be useful, it becomes unreliable when not supported by analysis and reflection.
[bookmark: _Toc224764104]5.3 Critical Evaluation of Behavioural Theory
While behavioural theory provides a strong explanation of how actions are shaped, it has limitations. It focuses mainly on observable behaviour and external reinforcement but does not fully explain deeper cognitive processes such as reasoning and reflection. Similarly, social conflict theory highlights the influence of external systems but can underestimate the individual’s ability to think independently and make rational decisions.
From a critical perspective, neither approach is sufficient on its own. In real workplace environments, decisions are often made under time pressure, limiting the ability to fully analyse behaviour or social influence. As a result, decisions may still be affected by bias or external pressures, even when individuals are aware of them.
This suggests that workplace decision-making is too complex to be explained by a single theory. While behaviour is influenced by environment and reinforcement, individuals retain the ability to reflect, challenge assumptions and adjust their responses. For this reason, structured frameworks such as the RED Model add practical value by turning awareness into consistent action. A combination of behavioural understanding and structured critical thinking is therefore essential for achieving consistent performance.
[bookmark: _Toc224764105]5.4 Personal Application and Development
Understanding behaviour and social influence has improved my approach to decision-making. I have learned that consistent results depend not only on knowledge, but on the ability to control behaviour and apply structured thinking under pressure.
In situations involving risk, responsibility or uncertainty, I focus on analysing the context, questioning assumptions and maintaining discipline in my decisions. At the same time, I recognise that external factors can influence judgement, which makes awareness and self-control essential.
However, awareness alone is not enough. The key factor is the ability to apply structured thinking consistently, particularly under pressure. From my work experience, I have seen how incorrect decisions in such situations can have immediate and measurable consequences, reinforcing the importance of maintaining control and disciplined decision-making.
[bookmark: _Toc224764106]5.5 Link to Performance and Long-Term Results
The relationship between behaviour, environment and performance is direct. Individuals who develop awareness of their thinking patterns, manage external influences and apply structured decision-making are more likely to achieve consistent results.
In practice, improving performance depends on understanding personal behaviour, recognising external influences and applying structured thinking consistently. Results are not determined by isolated decisions, but by the ability to maintain discipline and clarity over time.
This creates a direct link between behavioural understanding and critical thinking. By combining awareness of external influences with a structured decision-making approach, individuals can reduce bias and improve consistency in their results.
[bookmark: _Toc224764107]6.0 Conclusion 
This assignment has explored how beliefs, attitudes and values influence behaviour and decision-making in real workplace situations. It has highlighted that decision quality is not based only on knowledge, but on how individuals think, interpret risk and respond to pressure. Decisions influenced by assumptions, emotions or external factors can lead to inconsistency, while structured thinking supports more stable and controlled outcomes.
The RED Model has been central to this analysis, providing a practical framework for recognising assumptions, evaluating information and drawing logical conclusions. Its strength lies in its simplicity and its ability to be applied consistently in real situations, particularly under time pressure.
At the same time, this assignment has shown that decision-making is not purely rational. Behavioural and social influences, such as environment, experience and external pressures, play a significant role in shaping how individuals think and act.
From my own experience, I have learned that improving performance is not only about understanding theory, but about applying structured thinking consistently in situations involving risk and responsibility. This highlights that critical thinking is not just an academic concept, but a practical discipline that directly influences performance and long-term results.
Overall, the key insight is that consistency in results comes from consistency in thinking. The difference between average and high performance lies not in knowledge alone, but in the ability to apply structured thinking objectively and consistently, especially under pressure.
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