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[bookmark: _Toc534623789]Developing Workplace Critical Thinking
[bookmark: _Toc534623790]Introduction
Critical thinking is a vital requirement among the staff in any organisation. This aspect is useful for employee as they are able to have a comprehensive view of any issues affecting them and the entire organisation, and later come up with long-lasting and informed solutions.  Due to this, many organisations have seen the urgency of including this type of a soft skill in their workplace as a means of achieving organisational success. By the use of critical thinking, individuals have an open thinking capacity of coming up with all the possible solutions that they may have for a specific issue, which is an opportunity for success. Therefore for businesses to have a reliable workforce, there is need to include critical thinking as a basic aspect for employee development. In this paper, I will use some managerial theories relating to my role at work place to describe how they impacts on my beliefs, values and attitudes. I will also assess the influence of beliefs, attitudes and values on my workplace behaviour.
[bookmark: _Toc534623791]L01. Identify a management theory relevant to your role and critically assess its impact on your own beliefs, attitudes and values.
Human beings have different, beliefs attitudes and values which are key determinants of our feelings, perceptions and thoughts. It would therefore be valid to state that they shape the way people view their workplaces and the kind of activities that they involve themselves in. below is a discussion about the differences among the three elements.
[bookmark: _Toc534623792]The difference between beliefs, attitudes and values
Beliefs. These are the internal feelings that certain elements may be true even though they may not be proved to be (Gibson et al, 2009). People who practise critical thinking should first seek for reasons why they would believe in some of the aspects presented to them. Although some of the believes that people hold may not be related to their job, there is an extent in which they may affect their operations at their work places and the manner in which they interact with their colleagues. Values. This is the measure of worth that people attach to different elements in their lives. At workplaces, people have different values for the things that they view as being of significance for both their career and life outside their work. It is for this reason that different staff have various qualities such as honesty, positivity at work and integrity which they view as the most relevant for their success. 
Attitudes. This is the manner in which people are able to express both their beliefs and values in different settings, which is expressed through the words and behaviour that people portray (Singh et al, 2011). Therefore, through attitudes, different people would react differently to the same conditions presented at their workplace. Attitudes also shape the way people relate to one another at work, as individuals are likely to be more attracted to people they share common beliefs and values. 
[bookmark: _Toc534623793]The Beliefs, Attitudes and Values theory by Rokeach
This is one of the widely known theories which can be used to explain the relationship between beliefs, attitudes and values. The theory holds that it is critical for ones believes, attitudes and values to be in harmony to one another. To show the interrelationship among the three aspects, the theorist analysed the major component of each of them. In relation to beliefs, he stated that there are two major categories, the central beliefs, and the peripheral beliefs. The central beliefs, he stated, are those which are central for one’s existence, and hence are hard to change, while the peripheral beliefs on the other hand are less of significance to individuals and are easier to change (.Rokeach, 2008) 
He further classified attitude to either being positive or negative. In this, Rokeach noted that the kid of attitudes that individuals have determine their behaviour. Relating this to a workplace setting, the attitudes that employees have on their colleagues shapes how they relate to one another as they work together towards achieving organisational goals. Lastly, in analysing values, he stated that values are the beliefs that individuals hold dear and live by in their lives. Therefore, unlike the thousand beliefs and attitudes which an individual may have, one can only have few values which they follow in their life. 
Therefore, from the theory, it is evident that the kind of values, beliefs and attitudes that people have shape the way they carry out their critical thinking and come up with their decisions. However, according to Rokeach, values are the central elements which constructively determine how people deal with different situations, involve with others and decide on their actions. He claims this by stating that by influencing the values of an individual, one is able to change what they believe in as well as the attitudes they have on various elements. For instance, through sharing the values advocated for in an organisation, the staff are able to change their beliefs and attitudes towards their operations as a way of fitting within the company, which would work out to meet organisational objectives. Generally, from this theory, it is clear that beliefs, attitudes and values shape people’s behaviour.
I chose to use this theory to explain the relationship between beliefs, values and attitudes because of various reason. First, it is a consistent theory that demonstrates the ideas in it are logically constructed with no flaws, which proves its internal consistency. Additionally, the theory does not present any contradicting ideas with any other popularly accepted theories, which is a credit to the external consistency to the theory (Hansla et al, 2008). 
[bookmark: _Toc534623794]My role in the workplace
I worked as a volunteer assistant manager in a children’s home within the Copeland district. I volunteered for this position as a means of giving back to the society and also gain experience as an assistant manager which would help me develop key skills and knowledge for my career development. Being in the managerial team in the organisation, I reported to the senior manager who was the head of the establishment. As an assistant manager, my role was mainly to work along the senior manager to ensure that the home functioned efficiently for the good of the children and young adults staying in it. 
I was also responsible for the recruitment of deserving children within the home, supervising the other employees in their operations and ensure that care of the children was guaranteed at all costs. One major scenario which emerged at the children’s home was that one of the non-governmental organisation which had been financing the employee payment scheme was no longer able to. Therefore, the management had to look for better ways it would sustain the staff in the organisation.
This was a very demanding position for me to run, and especially due to the fact that it was a managerial position whose operations determined the success of the entire organisation. The nature of leadership within the organisation can be discussed using the Theory X and Theory Y which was developed by Douglas McGregor. The theory states that the attitudes and beliefs that the management of an organisation have about their employees shapes the management style they use to manage the organisation (Russ, 2011). It contains the Y element, where the management have a positive attitude towards the subordinate employees, and belief that they are able to work on their own to achieve their personal and organisational goals. This was the model used in the children’s home, which was comprised of decentralised authority and great responsibilities among all the employees. As a management team, we ensured there was collaboration and trust among staff of different ranks. 
The X element on the other hand demonstrates a management which does not belief in the ability of their employees, which makes them to use a directive leadership and have to supervise their employees in all their activities. Here, the staff are not given the freedom to express their innovative ideas as they are presented with tasks and restricted on how they are expected to tackle them. Organisations which use this form of management lack the value of critical thinking, as the staff are only restricted to specific ways of performing their operations. 
I chose to use the X and Y theory because of its capacity to compare the implications of both the X and Y element in an organisational set up. This is because the theorist presents the X aspect as a negative mode of leadership, which does not advocate for the development of employees. It also shows the Y theory as the most favourable mode of management for organisations, as the managerial team allows the staff to carry out their tasks in their own means which ends up being the most productive for them. This encourages critical thinking and innovativeness within the workforce, while ensuring acquisition of skills and competence necessary for career development among the staff. 
[image: Image result for Theory X and Theory Y which was developed by Douglas McGregor]
Figure 1 source: google
[bookmark: _Toc534623795]Critical assessment of your own beliefs, attitudes and values on a particular management theory
In the various roles that people hold in an organisation, they have different attitudes, beliefs and values. Through this, people choose how they would associate themselves with the other staff. In most of the cases, people feel more comfortable while interacting with the individuals who have similar beliefs, values and also same attitudes towards various aspects (Clay & Robinson, 2008). Being an assistant manager in an organisation needs someone who is able to think critically about all the aspects relating to their company. Such requires one to possess both creative and critical thinking, all which are determined by the beliefs and value systems which determine ones engagement and motivation towards their responsibilities. In this section, I will analyse my beliefs, values and attitudes as an assistant manager in relation to the behaviourist theory. 
The theory states that the management needs to treat employees as reliable components of an organisation by understanding their human aspects. In this regard, I believe that employees are the biggest asset for any organisation. This is because through performing their responsibilities, an organisation is able to achieve its objectives. Therefore, when the management respects and takes special interests in their staff, they also feel valued in the organisation and are motivated to accomplish their responsibilities, which increases organisational productivity. 
Additionally, a positive attitude towards their organisation and responsibilities would be of significance to an assistant manager. First, through the positive attitude, one is able to have a fruitful relationship with their workmates, hence they can collaborate to achieve common goals with excellence. In my position, the positive attitude helped me in encouraging team work, which involved constructively engaging with the rest of the managerial team and the subordinate staff to achieve the success of the children’s home. Also, people who have a positive attitude towards their work are motivated to overcome some of the obstacles that they are faced with during their work, which is a key component of the behaviourist theory.
Additionally, I also believe in the value of communication as vital at workplace. There would be no better way for one to understand human behaviour without communicating with those who one interacts with. Through communicating with individuals of all ranks within the children’s home, it was possible to understand people and how they felt about the home. For instance, the communication encouraged the employees to share their complaints with the managerial team and instant solutions were sought. This trickled down to the children living in the home, who acted as our clients as they were the centre of interest for all the operations carried out. They were also able to share any concerns to the administrations, and the appropriate resolutions were also put in place. This encouraged a positive correlation among the different stakeholders within the place. 
I choose to use this theory because of its focus on the need to understand employees’ behaviour in order to know how they would be motivated to achieve goals set by their organisation. It is worth noting that different staff within an organisation go through different challenges from both within and outside the company. Therefore, it is the responsibility of the management to understand their behaviour and seek to find the most applicable solutions, which is the easiest way for the staff to feel motivated. Additionally, due to the current scenario of the lack of enough salaries for the staff, it was important to look for the best way to motivate the employees to keep delivering their services even without enough monetary appreciation by the organisation. 
[bookmark: _Toc534623796]L02. Critically assess the impact of beliefs, attitudes and values on own workplace behaviour
Every kind of organisation is comprised of people who possess different values, beliefs and attitudes. This is one of the aspect which causes conflicts in companies when people fail to understand one another. Also, due to these differences, people tend to adopt different behaviours, some which are learned earlier in life, while others are learned within their workplace setup. Being an assistant manager in a children’s home for the first time, there is an extent in which my personal beliefs, attitudes and values were portrayed through my behaviour. 
Integrity is one of the values which really guided my behaviour at my workplace. The first incidence I had to portray this was when the organisation was informed of the cut on employee remuneration scheme. In this, I had to be honest with the staff immediately to let them know about the current situation regarding their monthly compensation. Being an issues which would affect their operations, I proposed to the senior manager that best applicable decision that we had at hand was to request the employees to be on a voluntary scheme for two months as we looked for any other financiers. Through our honesty with the staff, a big percentage was able to move on with the decision, which helped in sustaining the children at the home.
I also believed in taking up responsibilities as they arise for the success of an organisation. Being in the management team, it was also my responsibility to come up with a long-lasting resolution on how we would support our staff and ensure that they were comfortable at their workplace. In this regard, I took the responsibility to make some applications for funding from different companies and government bodies. To follow the organisations hierarchy set up, I did this with the consent of the senior manager to who also supported the proposal. Through this, the organisation was able to attract financiers within a span of one month.
Additionally, my attitude towards my work was mainly focused on giving back to the community, and that is why I chose to take up the assistant manager role as a volunteer. Also, I saw the opportunity as one which would give me valuable skills and knowledge which I would apply later as I advanced in my career. Due to this attitude, I was able to perform my responsibilities without minding about any form of compensation, an aspect which motivated me to face every form of challenges which I faced while at my work station. 
Agreeing with the Kolb’s Learning Cycle, it is not enough for one to have experience only for them to learn. Rather, it is required that people reflect on the experiences that they go through, draw knowledge from them, and identify new concepts and ideas which they can apply in similar or other situations in the future (Dixon, 2017). Otherwise, without the reflections people would keep repeating the same mistakes. In most cases, we develop our beliefs, attitudes and values from what we see, experience, hear and read form different materials. Due to this, people will believe in different things, and mostly those which they suppose are important to their lives. 
Due to the differences in values that people have, staff working within the same organisation will tend to portray different behaviours. For instance, while some employees think that integrity is valuable in their operations, others may prefer completion of tasks despite the means used. Being an assistant manager for the first time, I believed that learning was really necessary for me to be successful in my new role. This was because my responsibilities required me to be a leader to employees who had been working within the organisation before I had joined. Hence, I needed to learn the culture of the organisation so fast so that I would fit in without straining. 
Reflection was the major form of learning that I used while at the organisation. Through this, I observed the manner in which my peers and the senior manager carried out their responsibilities. Afterwards, I did some evaluation based on the observation. It was through this that I was able to understand the culture of the organisation and the kind of relationship that the management maintained between them and the rest of the organisation. 
[bookmark: _Toc534623797]Explain the impact of workplace attitude
Over the course of one’s career, there are so many negative encounters that one will come across, which only their attitude would determine how they would go about them. The kind of attitude that individuals have towards their workplace is one of the determinants of their levels of productivity and the manner in which they accomplish their tasks. Therefore, it is valuable for people to strive for a positive attitude towards their work place. Below is a discussion of some of the impacts of workplace attitude. 
Workplace attitude influences teamwork. The attitude that one possess shapes how they are likely to function productively as a team member. For instance, within the children’s home, there were individuals from different backgrounds in terms of their ethnicity, beliefs, gender and experiences. However, it was only through being positive about our workplace that we were able to leave behind these differences and focused on achieving the common organisational objectives. 
Attitude also influences innovation. People are able to be innovative depending on the nature of environment which they are placed in. Employees who have a positive attitude towards their organisations are more likely to come up with ideas and concepts which are creative enough to increase the productivity and growth of their organisation (Becker, 2015). On the contrary, people who possess a negative attitude will be concerned with producing only that which is required of them and are not prompted to be creative. This makes a workplace such a dull surrounding to be at and slows down the growth of an organisation. 
In addition, a positive attitude among the employees contributes to customer satisfaction. People tend to treat their clients depending on how they perceive the companies which they work for. Individuals who have a positive attitude will treat their customers decently as they want them to be loyal to their organisations. In the children’s home that I worked in, the children staying in it acted as the immediate customers to the staff. As an assistant manager, the satisfaction of the children was my major focus. Therefore, I encouraged the other employees to develop the same attitude as we delivered to them. Through this, we were able to meet most of the children’s needs, each to the best of our capacity. Such an attitude also captivated a positive relationship and openness between the children and the staff, which made it easy to run the organisation. 
Work attitude as well determines employee turnover at the workplace. The staff will always be compelled to stay within work places where they feel comfortable and favourable for them to work at (Dochy et al, 2011). Therefore, employees who have a positive attitude towards their work station will always be propelled to stay even more, despite the kind of difficulties that they may be facing. For instance, this was evident in our work station when the employees learned that they would go for two months without receiving their salaries. Due to their positivism for the organisation, they were able to hold on till the organisation acquired financiers and they finally received their compensation. 
[image: Image result for impact of workplace attitude]
Figure 2 source: google
[bookmark: _Toc534623798]The validity of management theories to your role in the workplace
In every position that one holds in an organisation, there are various theories which can closely be related to their roles. Some of these theories have been proven to be resourceful to people who have used them to carry out their responsibilities. In this section, I will use some of the managerial theories which are valid for the role of an assistant manager, a position which I held in a children’s home as a volunteer student. 
The contingency management theory
The theory holds that the control systems and organisational structures which the management of an organisation decides to use are no rigid, but rather depended on the features of the external environment within which it operates (McAdam et al, 2016). Some of the external elements which may affect the management choices are such as political, social, economic, technological and legal aspects. Therefore, there would be no a concreate way to describe the most desirable management system of an organisation. 
One of the characteristics of the theory is that the external environment of a company determines its ability to obtain its resources. This can clearly be associated with the complex situation that the children’s home was faced with, and the establishment had to go for a month without receiving any funds to cater for the employee salaries. In this regard, as the management, we did not have any means we would prevent such from happening. Therefore, the only input that the organisation had was to look for means of adopting the change at first, look for the any available solutions, and settle on the most suitable choices.
Also, the management needs to allow all the departments to organise their operations as they seek to identify ways to achieve some of the scares resources. This was evident in the organisation through the senior manager letting the rest of the managerial team to propose the best ways we would acquire funding for the organisation. Through this kind of freedom, the relevant solutions were sought. Therefore, for managers who would wish to use this form of leadership for their organisation, it would be applicable for them to be flexible enough, so that they can change their approaches in relation to the current situation facing their organisation through adopting to the changes they are faced with. 
The Humanistic Approach
[bookmark: _GoBack]This approach is used in an organisation by having the administration relating to their staff as the major focus whenever making any decision. In this, the management has its major concern on the people rather than the tasks which they perform. Due to this, they are flexible enough to make any changes which would result to a positive working environment for their employees. In this regard, the management of the children’s home ensured that they considered the welfare of both the staff and the children before they made conclusions to any aspect relating to the organisation. 
In addition to this, participatory decision making was also encouraged. The humanistic approach holds that the management should allow for personal awareness and contributions among the staff (Dochy et al, 2011). This is a way of encouraging oneness and cooperation among all the employees. The management ensured this is achieved and considered the interests of the staff in coming up with organisational goals.
[bookmark: _Toc534623799]Conclusion
From the discussion in the paper, it is quite clear that critical thinking is an essential necessity for staff in any kind of position within a company. However, to develop critical thinking, people should choose wisely what kind of beliefs, attitudes and values they consider as the most significant for their career development. Additionally, it is also the responsibility of the management in companies to identify settings which they would use to trigger and develop critical thinking among their employees. By doing this, they are able to achieve their desired organisational goals. 
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