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Part 1: Report 

[bookmark: _Toc132148118]Executive Summary 

The following report delves into the case study of Microsoft, to outline the key role of organizational culture on the workplace environment. Through an examination of the company’s implementation of the contingency management approach and its response to the COVID-19 caused challenges, this paper examines how a company's culture influences its strategic decision-making. Additionally, the report acknowledges the role of one’s beliefs, values and attitudes in shaping one’s evaluation of an organization’s approaches, to conclude by providing recommendations on how Microsoft and other companies can effectively adjust their approaches to the post-pandemic environment. 

[bookmark: _Toc132148119]Introduction 

In the modern business landscape, organizations face numerous challenges in maintaining their competitiveness and ensuring the success of their operations (Guillén and Ontiveros, 2012). One critical factor that plays a pivotal role in achieving these goals is organizational culture. The beliefs, attitudes, and values embedded within an organization's culture shape employee behavior, impact decision-making, and ultimately influence the organization's performance (Ogbona and Harris, 2002).

With the unprecedented disruptions caused by the COVID-19 pandemic, organizations have had to navigate through significant changes in the workplace. From remote work arrangements to heightened health and safety measures, the pandemic has reshaped how organizations operate (Boiral et al., 2021). As organizations strive to adapt to the "new normal" in a post-COVID world, understanding the implications of organizational culture on employee performance and aligning workplace changes accordingly has become crucial (Bayramov et al., 2023). Critical analysis and evaluation serve as a fundamental component in the development of effective business strategies, as they enable the identification of potential drawbacks and challenges that may arise in the process (Mohamed and Lashine, 2003). 

This report aims to delve into the significance of organizational culture, as well as examine how organizations can effectively address the challenges posed by the pandemic and tailor their workplace changes to create a resilient and adaptive business environment.

To illustrate these concepts, this report will draw on a case study of the global technology company Microsoft, examining how the organization's culture and management approach influence its work environment and response to the COVID-19 pandemic. By analyzing this case study and accounting for different beliefs and viewpoints, the report will provide valuable insights and practical recommendations for organizations looking to optimize their organizational culture in the face of workplace changes in the post-COVID era.

[bookmark: _Toc132148120]Company Overview: Microsoft

Microsoft Corporation, headquartered in Redmond, Washington, is a multinational technology corporation that specializes in the development, manufacturing, licensing, and distribution of software, hardware, and other technology-related products and services. Founded in 1975 by Bill Gates and Paul Allen, Microsoft has emerged as one of the world's leading technology companies, with a significant global presence and a diverse range of products and services (Microsoft, 2023). 

Microsoft's core products include the widely-used Microsoft Office suite, Windows operating system, Azure cloud computing platform, and a variety of hardware devices such as Surface tablets, Xbox gaming consoles, and related accessories. Moreover, the company offers a wide range of enterprise software, developer tools, and AI-powered solutions for various industries, including healthcare, finance, education, and more.
The organization’s mission is to empower individuals and organizations worldwide to achieve more through its innovative technologies (Microsoft, 2023). 

As of 2022, Microsoft boasts a global workforce of over 190,000 employees, spanning across numerous countries with offices and data centers in over 100 nations (Microsoft, 2023). 

The organizational structure of Microsoft is renowned for its emphasis on diversity and inclusivity, fostering a collaborative and innovative culture that empowers its workforce. The company's core values, which serve as its guiding principles, encompass integrity, diversity and inclusion, respect, and a steadfast commitment to innovation and sustainable practices (Microsoft, 2022). The organization’s commitment to these values and practices has helped it become a global leader in the technology industry, and cause it to continue to strive for excellence in driving positive change in the world through its products, solutions, and organizational culture

[bookmark: _Toc132148121]Organizational Culture at Microsoft

Organizational culture is a fundamental aspect of Microsoft's operations, influencing its employees' behavior, decision-making processes, and overall performance. Beliefs, attitudes, and values are concepts that play a crucial role in shaping workplace culture. Beliefs are ideas or convictions that individuals hold to be true, attitudes are evaluations or feelings towards specific objects or situations, and values are enduring beliefs and principles that guide behavior. Understanding the differences between these concepts is vital in the workplace, as they influence how individuals perceive and respond to their job, colleagues, and organizational policies.

Microsoft's culture is shaped by its core values, leadership principles, and long-standing traditions, which have evolved over the years as the company has grown and adapted to changing business environments (Buble, 2012). 

One of the key components of Microsoft's organizational culture is its emphasis on a growth mindset. The company believes in continuously learning, improving, and adapting to new challenges and opportunities. Employees are encouraged to embrace a growth mindset, which fosters a culture of innovation, experimentation, and continuous learning. This mindset encourages employees to take risks, learn from failures, and constantly strive for improvement, creating a dynamic and forward-thinking work environment (Pfister, 2009). 

In addition to a growth mindset, Microsoft's organizational culture is also characterized by a strong focus on diversity and inclusion. The company recognizes the value of diversity in driving creativity, innovation, and business success. Microsoft strives to create an inclusive and equitable work environment where employees from diverse backgrounds feel empowered, respected, and valued. As a result, the company’s culture of diversity and inclusion has a positive impact on employee performance by fostering creativity, innovation, problem-solving, decision-making, employee engagement, talent retention, and customer understanding (Microsoft, 2022).

Moreover, Microsoft's organizational culture is also shaped by its leadership principles. The company has a set of leadership principles that guide its employees' behaviors and decision-making processes. These principles include fostering a customer-obsessed culture, driving results, practicing inclusive leadership, and promoting a growth mindset, among others. These leadership principles serve as a compass for employees at all levels of the organization, helping them align their actions with Microsoft's core values and overall strategic direction (Microsoft, 2022).

[bookmark: _Toc132148122]Contingency Management Theory 

The contingency management theory refers to a management approach that focuses on adapting to the specific circumstances or contingencies of a given situation. As per this theoretical framework, there is no one-size-fits-all approach to management, and that effective management strategies should be contingent upon the unique characteristics and demands of each situation (Donaldson, 2001).

The management approach places great emphasis on the importance of flexibility and adaptability in management and posits that a company’s management needs to be proactive in identifying and addressing contingencies in order to be able to effectively assess and adjust their management practices accordingly. According to the theory, effective managers are those who are able to diagnose the unique contingencies of a situation and apply appropriate management strategies accordingly. This may involve using different leadership styles depending on the needs of the situation, as well as tailoring decisions based on a situation’s specific circumstances, rather than relying on predefined rules or standard operating procedures (Fiedler, 2006).

The theory also recognizes the importance of contingency planning, which involves anticipating potential future contingencies and developing plans to address them. As per the contingency approach, this provides organizations with a greater potential to respond to unforeseen events or changes in the business environment, and to be able to overcome potential challenges (Benson, 2004).

[bookmark: _Toc132148123]The Contingency Management Theory at Microsoft 

The contingency management approach has been acknowledged as a successful strategy for organizations to achieve sustained business prosperity by adapting their operations to varying situations and contingencies (Psychogios, 2005).  Accordingly, many organizations incorporate this theoretical framework into their strategic planning.

The company Microsoft exemplifies this approach in several aspects of its operations.

Firstly, Microsoft's leadership style is adaptable, reflecting the contingencies at hand to ensure the most optimal management strategy (Prakash, Bisla and Rastogi, 2021).

Secondly, Microsoft's decision-making processes are tailored to the specific contingencies involved. For strategic decisions related to product development, market expansion, or resource allocation, Microsoft embraces a collaborative and inclusive approach, involving input from diverse stakeholders and teams. However, for operational decisions concerning day-to-day activities, Microsoft adopts a more streamlined and efficient decision-making process to ensure agility and adaptability (Lawless, 2017).

Moreover, Microsoft's organizational structure is designed to align with the contingencies it faces. During periods of rapid growth, a decentralized and agile structure fosters cross-functional collaboration and innovation. Conversely, during times of operational efficiency or cost containment, a more centralized and hierarchical structure may be employed to ensure consistency and control, depending on the situation (Ishneet and Sonam, 2015).

Lastly, Microsoft's approach to employee motivation and rewards is contingent upon the situation and contingencies involved. In times of high performance and innovation, recognition programs are implemented to reward and reinforce creative contributions. Nevertheless, during periods of organizational challenges or changes, reward programs are more focused on recognizing employees for their adaptability, resilience, and contributions in managing the situation (Heck et al., 2012). 

The Reflection of the Contingency Management's Approach on Microsoft’s Response to the COVID-19 Pandemic 

Microsoft also applied the principles of the contingency management theory to navigate the challenges posed by the global pandemic.

As the pandemic disrupted traditional work arrangements, Microsoft quickly adopted a remote work model, leveraging its technology and infrastructure to enable employees to work from home effectively. This decision was contingent upon the need to ensure employee safety and well-being while maintaining business continuity (Teevan, Hecht and Jaffe, 2021). 

Furthermore, Microsoft demonstrated agility and flexibility in its product offerings to meet the changing needs of customers during the pandemic. With increased reliance on digital technologies for remote work, learning, and communication, Microsoft rapidly developed and enhanced its cloud-based collaboration and communication tools, such as Microsoft Teams and Azure cloud services, to support remote work and online collaboration (Mehta et al., 2020). 

Moreover, Microsoft's leadership response to the pandemic was aligned with the principles of contingency management theory as it quickly adjusted to the new circumstances. The company's leaders took an adaptive and empathetic approach, recognizing the unique challenges posed by the pandemic and providing clear communication, guidance, and support to employees. They also encouraged collaboration, innovation, and agility in response to the changing circumstances, while prioritizing employee safety and well-being (Chen and Wang, 2015).

Lastly, Microsoft's corporate social responsibility (CSR) initiatives during the pandemic exemplified a contingency-based approach to social and environmental responsibility, as the company leveraged its resources and expertise to contribute to global efforts in combating the pandemic and its interrelated adverse repercussions. This included providing cloud services to support research and development of COVID-19 vaccines, donating funds and resources to charitable organizations, offering free access to its remote collaboration tools and involvement in benevolent initiatives (Sehgal et al., 2020).

[bookmark: _Toc132148124]Different Perspectives on Microsoft’s Response to the Pandemic 

Some individuals may view Microsoft's contingency approach as a strategic and adaptive response to the challenges posed by the pandemic. They may appreciate how Microsoft quickly assessed the situation, identified potential contingencies, and implemented timely adjustments to its operations, products, and management to effectively meet the evolving needs of its customers and employees. These individuals may see the contingency approach as a valuable tool for managing uncertainty and complexity during crises, and attribute Microsoft's success in navigating the pandemic to its application.

On the other hand, individuals with different values and beliefs may have concerns or critiques about Microsoft's contingency approach. 

For example, some may argue that Microsoft's remote work model during the pandemic could have negative implications for work-life balance, as employees may face challenges in separating work and personal life while working from home. 

Others may express concerns about data security and privacy issues related to increased reliance on cloud-based collaboration tools, such as Microsoft Teams. They may worry about the potential risks of sensitive information being shared and stored online, and the potential for data breaches or cyber-attacks. They may also have concerns about the collection and use of personal data by Microsoft or other third-party service providers.

There may be criticisms about the accessibility and affordability of Microsoft's products and services for all individuals and communities, particularly those with limited resources or internet access. Some may argue that not all employees may have the necessary technology or internet infrastructure to effectively work from home, which may lead to inequalities in the workforce. They may also argue that the cost of Microsoft's products and services may be prohibitive for certain communities or individuals, limiting their ability to access and benefit from them.

Moreover, individuals who prioritize stability and consistency in business operations may question the flexibility and adaptability of Microsoft's contingency approach, seeing it as lacking in long-term planning or strategic direction. They may express concerns about potential disruptions or inconsistencies in Microsoft's operations and may question the sustainability of the contingency approach in the long run.

Similarly, individuals who prioritize financial performance and profitability may question the cost-effectiveness of Microsoft's contingency plans or investments in certain initiatives during the pandemic. They may express concerns about the impact on the company's bottom line, and may question the allocation of resources to contingencies or sustainability initiatives that may be perceived as less directly tied to short-term financial outcomes.

Lastly, individuals may have differing perspectives on Microsoft's approach to social responsibility and ethical considerations during the pandemic. While some may appreciate Microsoft's efforts in supporting communities, healthcare organizations, or educational institutions through donations, technology access, or remote collaboration tools, others may question the sufficiency or effectiveness of these efforts, or may call for more proactive or impactful actions in addressing societal challenges during a crisis like the COVID-19 pandemic.

[bookmark: _Toc132148125]Application of the RED Model of Critical Thinking 

The RED model for critical thinking can serve as a valuable framework for Microsoft to analyze and evaluate the various perspectives on its contingency approach during the COVID-19 pandemic. This model offers a structured approach to examining a subject through systematic and objective critical thinking, allowing for a thorough assessment and evaluation of different viewpoints on a particular issue or topic 19.  By applying the RED model, Microsoft can engage in a rigorous analysis of assumptions, arguments, and conclusions related to its response to the pandemic, driven by the contingency management approach, which can aid in making informed decisions and developing effective strategies for the post-pandemic circumstances (Wulandari, Baedhowi and Hindrayani, 2021). 

The RED model encompasses three steps:


1. [bookmark: _Toc132148126]Acknowledgement of Different Assumptions 

Microsoft can begin by acknowledging the different assumptions that are inherent in the various perspectives on its contingency approach during the COVID-19 pandemic. This involves recognizing the underlying implicit beliefs or presuppositions that shape these viewpoints. By being mindful of these assumptions, Microsoft can gain a deeper understanding of the different viewpoints and their underlying motivations.


2. [bookmark: _Toc132148127]Evaluation of Arguments 

Next, Microsoft can engage in a thorough evaluation of the arguments presented in these perspectives. This entails critically assessing the evidence, reasoning, and logic employed to support the viewpoints. Microsoft should carefully analyze the facts and data presented, assess the coherence and consistency of the reasoning, and evaluate the relevance of the evidence provided. This critical evaluation can help Microsoft determine the strength and validity of the arguments presented both in favor of and against its contingency approach.


3. [bookmark: _Toc132148128]Drawing Conclusions 

Finally, Microsoft can draw reasoned conclusions based on a comprehensive assessment of the arguments. This involves synthesizing the information gathered and forming well-supported judgments. Microsoft should consider the strengths and weaknesses of the arguments, weigh the evidence and reasoning, and take into account the complexities and nuances of managing a global pandemic. The conclusions drawn should be based on a thorough and systematic analysis of the different perspectives, and should be supported by sound reasoning and evidence.

[bookmark: _Toc132148129]Recommendations 

Based on the critical evaluation of different perspectives, Microsoft can consider the following recommendations to tailor workplace changes for the post-COVID mindset and create a more resilient business in the future:

Flexibility and Remote Work: The COVID-19 pandemic has accelerated the adoption of remote work and flexible work arrangements. Microsoft can continue to leverage these practices by creating policies and technologies that support remote work, such as providing necessary tools and resources for remote collaboration, promoting a healthy work-life balance, and offering flexibility in work hours and locations. This can help the organization adapt to changing work dynamics and create a more resilient business model that is capable of functioning effectively even in challenging situations (Adekoya, Adisa and Aiyenitaju, 2022).

Employee Well-being and Mental Health: The pandemic has highlighted the importance of prioritizing employee well-being and mental health. Microsoft can invest in programs and initiatives that promote employee wellness, including mental health support, stress management, and work-life integration. This can create a supportive work environment that fosters employee resilience, productivity, and engagement, which in turn can contribute to a more resilient business that can effectively tackle challenges in the post-COVID world (Jongsik, Junghyun and Sunghyup, 2021).

Innovation and Digital Transformation: The COVID-19 pandemic has elevated the importance of digital transformation. Microsoft can continue to embrace innovation and invest in cutting-edge technologies to stay competitive in the post-pandemic landscape. This can involve leveraging cloud-based solutions, artificial intelligence, and data analytics to drive business growth, enhance customer experiences, and adapt to changing market demands. Emphasizing innovation can enable Microsoft to create a more agile and adaptable business that can respond effectively to the challenges and uncertainties of the post-COVID reality (Kudyba, 2020). 

Sustainability and Social Responsibility: The pandemic has outlined the significance of sustainability and social responsibility in business operations. Microsoft can continue to prioritize sustainability initiatives, such as reducing carbon footprint, promoting diversity and inclusion, and contributing to social causes. Emphasizing sustainability and social responsibility can not only create a positive impact on the environment and society, but also enhance Microsoft's reputation and brand image, which can contribute to a more resilient and socially conscious business (Satish, 2021). 

Agility and Resilience Planning: Microsoft can further enhance its business resilience by developing agile and robust contingency plans to tackle unforeseen challenges. This can involve scenario planning, risk assessment, and crisis management strategies to prepare for potential disruptions in the future. Having well-defined contingency plans in place can enable Microsoft to respond swiftly and effectively to any future crisis, minimize risks, and maintain business continuity (Holbeche, 2015). 

[bookmark: _Toc132148130]Conclusion 

Organizational culture is a fundamental aspect of an organization's success in the modern business landscape, and it has become even more crucial in the wake of the COVID-19 pandemic. The pandemic has brought significant disruptions and changes to the workplace, requiring organizations to adapt and evolve to meet the challenges of the "new normal." As organizations strive to adjust to the new business circumstances. understanding the profound impact of organizational culture on employee behavior and aligning workplace changes accordingly is paramount for sustained success.

This paper has explored Microsoft's strategic decisions and management approach, shedding light on their impact on the company's work environment, particularly during the pandemic. It also highlighted the importance of considering diverse perspectives and interpretations of strategies, recognizing how individual beliefs, values, and attitudes can shape perceptions of an organization's strategic planning. This underscored the need for inclusive decision-making processes when implementing organizational changes.

Overall, it is imperative to prioritize the development of a positive and adaptable organizational culture that fosters innovation, agility, employee well-being, and diversity. Such a culture can enable organizations to navigate through disruptions, capitalize on opportunities, and thrive in the evolving business environment. By recognizing the significance of organizational culture and taking proactive measures to cultivate a supportive and inclusive culture, organizations can enhance their resilience and competitiveness in the face of challenges, including the ongoing pandemic (Pless and Maak, 2004).


Part 2: Reflective Journal 

[bookmark: _Toc132148131]Introduction 

The Developing Workplace Critical Thinking module has been a valuable learning experience for me. It has provided me with new insights and knowledge on the importance of critical thinking in the workplace and how it can be applied in various professional settings. The current reflective journal will explore the learning process that I have undergone during this module and how it has impacted my overall understanding and approach towards critical thinking.

[bookmark: _Toc132148132]Week 1

During the first week of the university module, I was introduced to the outline of the module content and was exposed to some core concepts, including workplace context, culture, and change. These concepts encompass various elements such as beliefs, attitudes, values, emotions, interpretations, and perspectives, which play significant roles in personal and work relationships, as well as in civic and economic contexts. This introduction helped me gain a deeper understanding of how these core concepts shape the dynamics of the workplace.

Furthermore, I learned about the application of management theories to enhance organizational productivity and service quality (Ghoshal, 2005). This highlighted the importance of using established management theories as frameworks to improve overall performance in the workplace (Phillips and Klein, 2023). It also made me realize the value of applying critical thinking as a process of questioning assumptions and exploring alternatives. I recognized that critical thinking is a vital skill that can aid in making better decisions and resolving problems effectively (Huitt, 1998; Lai, 2011).

In particular, I found the emphasis on critical thinking to be highly relevant to enhancing productivity and service quality in the workplace. The insight that questioning assumptions and considering alternative perspectives (Hoffman and Elvin, 2004) has encouraged me to approach workplace challenges with a more open and analytical mindset, seeking diverse perspectives and considering different solutions to optimize outcomes.

As I progressed through the first week of the module, I became more aware of the significance of workplace context, culture, and change in shaping the dynamics of organizations. I realized that these elements are critical to understanding how individuals and groups interact in the workplace, and how they impact the overall performance and effectiveness of an organization. I assess this as highly beneficial.

[bookmark: _Toc132148133]Week 2

The second week of the university module focused on the topic of critical thinking, delving deeper into its themes and components. I learned that critical thinking is not only a productive and positive activity, but also a process that involves evaluating and analyzing information, challenging assumptions, exploring alternatives, and suspending judgment until all facts have been considered (Maths, 2010). I also gained insight into the emotional and rational components of critical thinking, which involve identifying and challenging assumptions, challenging the context, and developing a "thinker's vocabulary" (Elder, 1997).

Bloom's Taxonomy was introduced as a helpful tool to identify different levels of thinking skills, which helped me understand my own thinking level and areas for improvement (Krathwohl, 2002; Nentl and Zietlow, 2008).

Upon learning the content of this week of the model, I acknowledged that critical thinking is not only relevant in academic settings, but also plays a crucial role in communication, social change, and technological advances. It is a valuable skill that can be applied in various contexts to enhance decision-making and problem-solving.

A highlight of the week was the discussion on workplace harassment. It allowed me to apply my critical thinking skills to a real-life scenario and analyze the complex dynamics of workplace harassment from multiple perspectives. Moreover, it reinforced the importance of critical thinking in practical settings and how it can be used to navigate complex issues and situations effectively (Bowling and Beehr, 2006). 

[bookmark: _Toc132148134]Week 3

Week 3 of the module had its focal point on the concept of critical thinking in the workplace, highlighting the characteristics of good critical thinkers and the importance of avoiding socio-centric bias. I learned that good critical thinkers are rational, open-minded, fair, empathetic, intellectually autonomous, strong, and courageous. They strive to have a universal, cross-cultural, and fair-minded perspective, rather than being biased towards their own social group (Tripathy, 2020).

Moreover, another important part of the lecture regarded the human relations approach to management which emphasized the importance of attention, social interaction, and individual achievement in increasing worker productivity (Tran et al. 2020). 

From the material of the week, I also gained a deeper understanding of the differences between critical thinking and creative thinking. Critical thinking involves reflective reasoning about beliefs and actions, while creative thinking is more personal, subjective, and generative. Furthermore, critical thinking skills include observation, interpretation, analysis, inference, evaluation, explanation, and meta-cognition/self-regulation, while creative thinking skills include suspending judgment, abstraction, divergence, generativity, association, visualization, and cooperation (Paul and Elder, 2006).

Reflecting on the lecture, I believe that the knowledge and skills I gained will be valuable in my future career as they will enable me to approach situations with a more rational, fair-minded, and reflective mindset.

[bookmark: _Toc132148135]Week 4

Throughout week 4, I gained valuable insights into the development of critical thinking skills for problem-solving and decision-making in the dynamic and ever-changing business environment. 

The lecture emphasized the pivotal role of logic in critical thinking, the different stages of problem-solving and decision-making, and effective strategies for fostering creative and critical thinking. By delving into the characteristics of the evolving business landscape, the lecture provided me with a deeper understanding of the key attributes of successful business professionals (Dwyer, Boswell and Elliott, 2015).

One of the topics covered was De Bono's Six Thinking Hats, which introduced me to a useful technique for approaching problem-solving and decision-making from multiple perspectives (Kivunja, 2015). This approach has broadened my ability to think critically and consider different viewpoints, leading to more well-rounded and informed decisions.

Another important topic discussed was bureaucracy and bureaucratic management, which shed light on the complexities and challenges of organizational structures and processes. Understanding the impact of bureaucracy on decision-making and problem-solving in a business setting has helped me to appreciate the need for flexibility, adaptability, and efficiency in modern organizations (Bolfikova, Hrehova and Frenova, 2010).

Moreover, the content on the rationalization of society provided valuable insights into how societal norms and values influence decision-making processes in a business context. My better comprehension of the underlying social and cultural dynamics at play in business decisions has helped me to approach problems and decisions with a broader perspective and a deeper understanding of the context in which they arise.

Furthermore, the introduction to the Scientific Management Theory has made me recognize the importance of optimizing work practices to achieve organizational goals (Pryor, 2011). It underscored the significance of efficient and effective work processes in enhancing productivity and achieving success in a competitive business environment.

Overall, the content covered in this week helped me sharpen my critical and creative thinking skills and has facilitated my ability to approach real-world problems in a systematic and effective manner.

[bookmark: _Toc132148136]Week 5

During week 5, we continued to explore the topic of critical thinking and its practical applications, as well as discussed new theoretical conceptions.

One of the key concepts explored during this week regarded the Systems Theory, which emphasizes the interconnectedness and interdependence of various components within a system (Luhmann, Baecker and Gilgen, 2013). This perspective highlighted the need to consider the broader context and relationships when analyzing and solving problems in a business environment. It helped me realize the importance of taking a holistic approach and considering the potential ripple effects of decisions on the entire system of a company.

The learning content also delved into decision-making skills and critical thinking poles, presenting different approaches to decision-making and their implications. This discussion provided valuable insights into the cognitive processes involved in decision-making and the role of critical thinking in making informed choices which made me reflect on my own decision-making skills and how I can enhance them through critical thinking.

The Contingency Management Theory was another topic covered during this week, which outlined the need for adaptability and flexibility in response to different situations (Luthans and Stewart, 1977). Moreover, this theory highlighted that there is no one-size-fits-all approach to management and decision-making and that effective leaders need to be able to adjust their strategies based on the unique circumstances they face. This understanding challenged me to be more adaptable and open to changing my approach based on the specific context of a situation.

The practical exercise provided during this week allowed me to apply the theories learned in a real-world business scenario, which helped solidify my understanding and application of the concepts. It encouraged me to think critically and consider the various factors at play, such as the systems involved, decision-making approaches, and contingency factors, in order to arrive at the most effective solution.

[bookmark: _Toc132148137]Week 6

The lecture in week 6 highlighted how critical thinking is a multifaceted process that involves examining assumptions, evaluating evidence, exploring alternatives, and developing reflective criticism to arrive at well-reasoned conclusions. I learned that critical thinking goes beyond problem-solving and decision-making.

The lecture also shed light on the challenges and barriers that can hinder critical thinking, such as rigidity, inflexibility, lack of confidence, dogmatic assertive behaviour, inability to concentrate, and unwillingness to think. I realized that these barriers can impede one’s ability to think critically and objectively evaluate situations, leading to biased or incomplete conclusions (Reed, 2013).

Several core critical thinking skills such as analysis, inference and evaluation were also explored in the lecture. I understood that honing these skills is crucial for developing effective critical thinking abilities and requires actively engaging in the process of evaluating information, questioning assumptions, and considering multiple perspectives to arrive at well-informed decisions (Tripathy, 2020).

Furthermore, the lecture highlighted that critical thinking is not just limited to academic or professional contexts, but it is also applicable to life in general. It is a mindset that involves approaching problems, questions, and issues with an open and reflective attitude. Consequently, I acknowledged that being a critical thinker is not just about possessing specific skills, but it is also about cultivating a curious, open-minded, and reflective approach to life (Lai, 2011).

[bookmark: _Toc132148138]Week 7 

The content of this week provided valuable insights into various approaches and techniques for fostering innovation within a company.

One part of the lecture focused on substitution and swapping techniques, highlighting the importance of continually looking for ways to make improvements and emphasizing the need to question and modify various components and processes to drive innovation and create positive changes.

Furthermore, characteristics of successful innovative companies were also explored outlining the importance of a conducive environment for innovation (Kohlbacher, 2008). This made me aware that fostering a collaborative and inclusive culture that encourages idea-sharing and open communication can facilitate innovation within an organization. The lecture also described the innovation potential assessment, outlining the necessity to evaluate various aspects of a company's strategy and planning to evaluate its innovation potential (Jensen, 2001).

Consequently, I can evaluate that the week’s content has provided me with a holistic understanding of managing innovation and creativity within a company which will be highly useful in my future endeavours. 

[bookmark: _Toc132148139]Week 8 

The week 8’s lecture focused on change management in the context of critical thinking in the workplace.

The ADKAR model was introduced, with the importance of developing corrective actions to address any gaps in the ADKAR process being emphasized. I became cognizant of the need for continuous monitoring and evaluation of the change process and taking proactive measures to address any issues or challenges that may arise (Hiatt, 2006).

The lecture also discussed the consequences of not managing the people-side of change, which include lower productivity, resistance, turnover of valued employees, disinterest, and arguing about the need for change, among others. This indicated some potential risks and challenges that organizations may face if they neglect the human aspect of change management. As a result, I realized that addressing the emotional and psychological aspects of change is crucial to ensure a smooth transition and acceptance by employees.

[bookmark: _Toc132148140]Week 9

The last lecture introduced three types of control - feedforward, concurrent, and feedback, as key components of the control process. I learned that feedforward control involves establishing standards of performance before the actual performance occurs, with the aim of preventing problems from arising in the first place. Meanwhile, concurrent control involves monitoring performance as it is happening, allowing for real-time adjustments to ensure that activities are being carried out effectively and efficiently and feedback control entails measuring performance after the fact and comparing it against the established standards to initiate corrective action if necessary (Jensen, 2001). 

The lecture also highlighted the different approaches to organizational control, including output controls and behaviour controls and the relationship between organizational control and change. I learned that as organizations undergo change, it becomes crucial to effectively manage the control process to ensure that the change is implemented smoothly and that the desired outcomes are achieved (March, 2013).

[bookmark: _Toc132148141]Conclusion 

The Developing Workplace Critical Thinking module has been a truly transformative learning experience for me. I have gained a deep appreciation for the multifaceted nature of critical thinking, and the ways in which it can be applied in various academic and professional contexts. This module has expanded my knowledge and skills in critical thinking, equipping me with valuable tools and techniques that I can apply in my future academic and career pursuits.

This reflective journal has provided me with the opportunity to thoroughly examine and introspect upon the knowledge and insights I have acquired throughout the module. It has allowed me to reflect on my own learning process and growth in this area, leading to a more nuanced understanding of critical thinking and its practical applications in the workplace.
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