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 Executive summary 
The report is based on the development of critical thinking type of interpersonal skills in the business workplace. In this context, the employees must develop their self-value, self-attitudes, and self-beliefs to increase their productivity level and overall team performance during group work. The report also outlined how these three major interpersonal skills have developed the critical thinking capability among the employees for betterment in the operational flow at the workplace. The theories of leadership and management have been mentioned accordingly and have been evaluated to understand the impact on a personal level. The influences of the mentioned theories have been provided with small examples and applications to better understand the functions. 
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[bookmark: _Toc110694620]Introduction
According to Cerezo et al. (2018, p. 92), a good interpersonal skill set acquisition is essential for an individual to keep them competitive and survive in their future professional world. The skill sets are highly required for an individual to underpin their capabilities in working co-ordinately and create a high-performing work culture. Possessing great interpersonal skills motivates the individual to cultivate a positive vibe in the workplace and foster clan-based coordination with teammates. The most significant interpersonal skills that are highly recommended for individuals in the workplace are considered great teamwork, group thinking, self-creativity, self-awareness, self-confidence, transparent communication, polite gestures, active listening power, and learning desire. The strong interpersonal skills that are possessed by the individuals create a diverse and high-performing work culture in the professional world. The study covers the evaluation of the impact of self-beliefs, values, and attitudes on the workplace and the implications of the specific management theory in interpersonal skill retention of the employees.       
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Beliefs
Interpersonal skills are identified as the behaviour, attitudes, personality, values, and tactics of an individual to create good interconnectivity with others in the future professional world. Self-belief is also recognised as self-confidence and indicates one's self-judgement, capabilities, skills, analytical mind, and decision-making style. According to Tholia et al. (2022, p. 56), confidence is highly necessary for an individual to help them to deal with real-time complexities and upgrade their communication power. Possessing a great self-belief not only ensures a high level of self-confidence power but also enables the individuals to upgrade their strategic thinking level and decision-making power. Having a high-level belief on their own, the individuals can take the feedback as positivity and rectify the gaps consistently to shape themselves into a better version in future.
  
Attitudes
Considering the concept of self-attitude in the workplace, the individual must have a positive attitude towards their work to cultivate a happier, peaceful, and conflict-free work ambience. A positive vibe in self-attitude makes significant coordination between the employees and employer communities in the professional world. A positive attitude is highly recommended in the workplace to influence self-capability to mitigate the challenges without any argument. As opined by Miao et al. (2021, p. 470), a positive attitude permits individuals to become optimised and anticipate great team dynamics, group thinking, participative decision-making style, and group creativity in the workplace. Being a positive attitude not only improves the individuals’ life expectancy level but also minimises professional depression and stress and generates a greater resistance to workplace sustainability. 
According to Donaldson et al. (2019, p. 122), the acquisition of a positive attitude in the workplace considers more energy and greater self-confidence to shape the individual as a hopeful one. A positive attitude at the workplace stimulates a high power of self-esteem and positive thoughts and it would directly push the individual to become innovative in their professional and personal world. Interacting with people with a positive attitude encourages individuals to stay focused on their self-aim and boost their analytical minds to make the right decisions in achieving their goals. As opined by Extremera et al. (2019, p. 1909), spending more time with colleagues having a negative attitude, can simply ruin the good mood through their gloomy attitude and pessimistic outlooks.   
       
Values
According to Wang et al. (2022, p. 100), self-values are a key attribute to creating a healthy and positive atmosphere in the workplace. Recruiting employees with a high level of self-values clarifies how the employees behave in the business enterprises to develop a positive and coordinated work ambience for profit maximisation. The individual can possess several crucial self-values for their professional embracement and sustainability, 1) honesty and reliability, 2) self-respect, 3) standing up for others, 4) innovative thinking and ideation, 5) curiosity and learning desire, and 6) humanity. Self-values or personal values are the essential components for individuals to shape their sensible minds and humanities. Values are important in the workplace because it promotes the individual’s actions, words, and thoughts. As cited by Manevska et al. (2018, p. 65), values are important in the labour market and professional world to create a strong ethic-based work culture. By possessing high-valued employees at the workplace, a positive attitude, team collaboration, group thinking, motivated team, and integrated performance can be encountered.     
By possessing a great self-value, one has a great learning desire and curiosity to grasp sufficient knowledge of the role play-based tasks. Being transparent in communication with the teammates, will not only maintain great team dynamics but also generate an honest attitude to share the project progress information with the involved stakeholders.            
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As cited by Nguyen et al. (2020, p. 650), self-belief is an essential interpersonal skill of an individual to make them survive in the competitive labour market. Self-belief empowers self-trust, self-realisation, and self-confidence to take the responsibilities and complete them with a self-liability approach. This kind of skill also ensures the individual’s efficacy point to resolving the realistic workplace and task-relevant complexities. A high level of self-belief in an individual stimulates his/her performance and minimises the chances of maximised employee absenteeism and turnover concept. In case of having a low level of self-belief, the individual’s self-confidence level will always be a questioning mode and enhanced stress will automatically appear while taking on any job responsibilities. If the person has a belief in his/her professional knowledge and technical skill, then he/she can be able to flourish their ideation to create a more innovative outcome for the allocated tasks. 
Individuals with a higher self-belief can have a strong willingness to deliver their allocated responsibility within the estimated deadline. In case the individuals have a high level of belief in their knowledge, skill, and competencies, then they would have strong confidence regarding their opinion, perceptions, thoughts, and ideation to apply them in their assigned tasks. High self-belief drives high self-actualisation power and widens the scope of fostering more unique and innovative business solutions for business problems (Mertens et al., 2022, p., 14). In the case of recruiting persons with a high self-belief rate, they can simply promote a tight-knit and inclusive work culture. Besides, the concept of self-belief can heighten their persistence, endowment, and effort level toward their assigned tasks. This kind of interpersonal skill motivates the individuals to create a highly dedicated, impulsive, and liable job performance to hit overall organisational success. Without self-belief, the person can doubt their decisions and thoughts and generate a conflict-full team opinion scenario. According to Nienaber and Martins (2020, p. 476), a person, who has less belief in their professional responsibilities, cannot survive in the competitive professional world. Eventually, the low-spirited behavioural transformation is visualised among the individual and it drives the high probability of creating either a performance error or extremely poor efficacy level in the workplace.     
By acquiring this type of interpersonal skill, anybody should be able to consider him/herself having a great level of employee with multitasking and time management capabilities.        
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As cited by Jardim et al. (2022, p. 630), self-attitude is another crucial interpersonal skill for the individual’s professional development in the workplace. The employer community declines the individuals, who have cultivated zero positivity in their minds, during the final hiring phase. The negative-minded people can be easily distracted from their work responsibilities and discourage others, resulting in a high probability of evaluating a gloomy work culture. This kind of work environment cannot motivate the employees to showcase their 100% effort and innovative minds in their assigned tasks (Leedham et al., 2019, p. 5). The primary significance of possessing a self-attitude is to foster positivity among the surrounding people and stay away from the negative things for betterment in their performance at the workplace. A positive attitude reinforces a high-performing work culture and optimised thoughts among the individuals, driving the scope of higher efficiency rate among the individuals. Positive empowerment can come from a positive attitude level and the individuals can have a desire to create team integration and group work. 
The positive attitude of an individual provokes them to try new tasks which are beyond their regular-based boarding responsibilities. Acquiring a great range of self-attitude and positive energy stimulates the individuals to feel brave about idea brainstorming and makes them excited to create a strong bonding with their teammates (Sharma, 2018, p. 27). Through the recruitment of positive-minded people by the employer community, the workplace can be full of happiness, peace, integration, productivity, and trustworthiness. In order to implement a positive attitude among the workers in the professional field, the employer community must invest in the “Positive Attitude Development Programme” to extract hidden positivity from the individuals. Through the evaluation of this programme, the individuals can generate a positive attitude upon them by offering a little verbal compliment to their colleagues as per their work efficacy level.  
The positive attitudes of the individuals are associated with the maintenance of polite gestures, assertive tunes during communication, mutual respect, and actively listening to the speakers without interruption (Sopa et al., 2020, p. 160). Henceforth, positive-minded people can simply encourage others to suppress their negative power over the hidden positive vibrant to make a constructive work atmosphere. Positivity can be fostered in case the individuals have a high power to manage the rejection and also have a judgmental mind to check when to say “yes” or “no”. A positive attitude at the workplace not only sharpens the employee’s inner positive outlook but also has a direct influence on mental and physical well-being to generate a high involvement rate in their assigned jobs. Being calm and optimistic in unexpected situations are the key symptoms of fostering positivity in self-attitude.     
                       
[bookmark: _Toc110694625]Benefits and effectiveness of self-value in self-sustainability in the professional field
According to Krpálek et al. (2021, p. 5533), self-value defines the internal sensation and indicates how much individuals can appreciate themselves by ignoring circumstantial pressures. The element is highly valuable in the contemporary business world as it promotes a high range of self-esteem. Through the acquisition of self-esteem and self-value, the individuals can have reliability upon their strategic thinking level, judgmental style, innovative ideation degree, decision-making power, and analytical min value. Self-values are also directly connected with the positive attitudes of individuals through which they can showcase their best talent and 100% dedication toward the assigned tasks (Singh et al., 2022, p. 2632). As self-value promotes a high range of work ethics, integrity, honesty, and self-confidence, individuals can consider themselves valuable and efficient employees in their future employment era. The alignment between the business corporate values and the self-values of the employees is identified as a key determinant in the business success. Through the adoption of self-values, individuals can provide positive professional behaviourism in their workplace. 
As cited by Malykhin et al. (2021, p. 220), self-values are also recognised as the predictors through which the clarification of the individual’s thoughts, viewpoints, approaches, reaction level, emotional quotient degree, and innovation level. Based on this information, the employer community can simply generate a task distribution and responsibility delegation scenario to widen the business profit score. For example, the individual employee would be considered as a high self-valued employee in case he/she has a positive focus to get rid of unexpected situations.  The self-valued employees have a comparatively high level of anger management capability and low emotional reflections in undesirable situations to promote smoother operational flow in the business. As self-values are directly concerned with the work ethic, individuals can have an attitude to become involved in completing their assigned tasks through a hardworking and smart work approach. As opined by AbuJbara and Worley (2018, p. 247), self-values have a significant footprint in making strong and valid decisions in the workplace. Self-values in the workplace also entitle the personality traits and behavioural mechanism of an individual in the context of professional sustainability.   
With the absence of concrete self-values, one cannot make a strategic thought, innovative ideology, analytical speech, and value-based judgmental-oriented decision. Such kinds of employees can have a low survival degree at the workplace as they would be completely dependent on others’ opinions and viewpoints to deliver their assigned tasks. Considering the case example Crocus, a poor self-value of the employees promotes a self-doubt generation among the employees and eventually reduces their business profit rate in the competitive market territory. Self-values among the employees are highly required so that ethic-based team collaboration and team integration can be articulated (Balcar et al., 2018, p. 55). High team spirits and group work are the key elements for business stabilisation and feasibility in competitive markets. As self-values eliminate the concept of self-doubt, it indicates a high level of positive regression between the self-valued employees and their job performance. That is why self-valued employees are always welcomed in the professional world to improve the organisational operational flow, profitability, and sustainability.            
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According to Owusu (2022), inventory management is carried out through complex algorithms and mathematical calculations to understand the right amount of intake and delivery of products. Leadership is something that helps an Inventory control specialist to be specific in their operations and contribute a prolific approach for rendering the quality. An inventory manager often deals with subjective matters and utilises leadership theories to accompany a strategic association of management as well as draw an effective performance control throughout the operations (Bush et al., 2018). Mostly it has been seen that inventory control specialists engage with three main theories of leadership and management: transformational, human relation and situational leadership theories. These theories of leadership styles impose a great deal on how the operations should be carried out and how they can be effective in terms of a beneficial outcome.
Transformational 
Transformational leadership theory can be defined as the change of system caused by the leader to better assess the operation with a significant outcome. The main motive of using this theory is to change the system for creating a valuable and positive change that would enhance the follower’s ideals and provide strategic assistance in making the followers the next leaders. Application is often carried out by understanding the vision and objective for future goals and responding according to the effective means of execution (Asbari et al., 2020, p.14). Furthermore, leaders who use transformational leadership entail supporting and encouraging their teammates and also providing feedback on their performance. 
Human relation theory
Human relation theory states that employees are more motivated through personal engagement by the management and which is also influenced by the surroundings of the workplace. Managers and leaders often introduce a healthy work environment by renovating the workplace with good lights, adequate break time and credible working hours (Ishii et al., 2020). This is an efficient theory that is being used to uplift the spirit of the environment and provide the employees with beneficiaries for good productivity. 
Situational leadership
Situational leadership is the form of leadership that entails a readiness level of employees and the whole team to reflect a unique and effective outcome for every situation. Having quick and strategic decision-making skills is indeed an important feature and needs to be done through effective means of communication and analysis of a situation. Often in problematic situations leaders and managers are liable to assess the situation with a clear vision and find solutions concerning the available resources (Chon and Park, 2021). This is a considerable form of leadership that accompanies a consistent flow of effective outcomes and knowledge about the same.
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The chosen theories of management and leadership greatly influence an individual’s performance in the workplace and also provide critical assessment skills to develop interpersonal skill approaches. The usage of these theories in a respective job role it helps to understand the organisational needs and objectives. Accordingly, the theories also helps to frame a constructive understanding of responding approaches towards a situation and solve problems in the organisation with effective means of resources.
Human relation theory
The following managerial theory has been implemented in developing effective studies of employee motivation and has helped to better understand the perspective of employees and individual ideals in a specific way. Self-value is highly influenced through this theory as it has helped to understand that the workplace and work environment greatly influences one’s performance in consecutive terms. When an employee works in a dull environment it readily affects their psychological aspect in an exponential way (Lee, 2021). This could be mentioned as one of the psychological traits that every human being has towards their workplace perspective. Individual attitude is another phenomenon that is influenced by this theory. It is notable the importance of the work environment upon an individual and which has invoked an attitude of being comfortable around team members and providing them with adequate support and job satisfaction.
Situational theory
As stated above, the situational theory is the strategic analysis of a situation where it has been seen that managers provide effective solutions to the employees in terms of strategic problem-solving. Upon implementing such a theory in the workplace, it is imperative to have learned to analyse a situation and respond efficiently. When a leader is efficient enough to make strategic decisions and control change management according to the situation it automatically pushes his/her worth to be a fine leader or manager (Seidel et al., 2019). Considerably it helps in enhancing the performance of both employees and managers. Furthermore, it is to note the importance of team participation for a significant problem, where every employee in the organisation puts in their ideals and solutions.  
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From the overall interpretation, it has been discovered that interpersonal skill development and growth are highly essential to building a strong association with co-workers in the professional field. Besides, a good interpersonal skill set polishes the individual’s strategic viewpoint level, problem-solving attitude, risk-taking desire, situation-based decision-making style, and judgmental attitude. The overall interpretation demonstrated three crucial interpersonal skills, “self-attitude”, “self-values”, and “self-beliefs” for the individual’s growth and survival in the competitive labour market.
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Appendix 1: Required interpersonal skill in workplace 
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