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Critical thinking

“Critical thinking is the art of making clear, reasoned judgments based on interpreting, understanding, applying and synthesizing evidence gathered from observation, reading and experimentation.” (Burns & Sinfield ,2012)
Developing critical thinking skills is an effective learning tool that aids a person in orienting himself in the world of alternatives. It also aids a person in becoming aware of the mechanisms of his own thinking. Understanding critical thinking leads to action, which is the most significant contribution of critical thinking. For purchases to remain stable, perseverance in learning is required. As a result of the capacity for reflection and constructive self-reflection on learning experiences, the possibility of making a reasoned choice based on valid evidence concerning one's own personal development directions is embodied.
Heuristic conversations are the most effective method. In this method, questions are skilfully formulated, followed by answers from the students, designed for conscious discovery, and guided by new information. A problematization process has been identified as the modernized version of a heuristic conversation, which follows the logic of learning through discovery (Etherington ,2004).Brainstorming is a method of interactive group discussion and creation that involves the participation of group members. This method is used in order to produce creative ideas and find the most effective solution to a problem. Osborn (1948) developed the method.Case studies are an exploratory and direct action method that highlights some typical situations, representative of a class of phenomena. There are several characteristics of this method, including the fact that it allows those who learn to confront a real case, taken as an example of a more general problem, and which leads to understanding and solving the issue.
There is a method known as the Phillips 6 - 6 that was developed by literature professor Donald Philips. It is like brainstorming, except that the creative production is conducted in groups of six participants, and the discussion is limited to six minutes. (Dabell, 2019)
Simulation involves the creation of scenarios on predetermined or selected themes, which provide the participants with a means of expressing themselves, understanding the topics and concepts discussed, and gradually assimilating what may be difficult in reality. The ability to role-play requires empathy, intelligence, creativity, maturity, attention, problem-solving skills, orientation to reality, the ability to form relationships with others, and imagination.





Introduction

The following report will be evaluating the beliefs, values and attitudes of an organisation that is focused on respect, trust, collaboration, and productivity. NHS Catering is committed to fostering a working behaviour that is inclusive, open, and conducive to effective communication, collaboration, and productivity within its workforce. Modern approaches allow employees to share ideas and communicate effectively while allowing supervisors to keep track of employees' progress. NHS Catering also encourages its employees to take part in various activities and events, such as conferences, trainings, social events, and seminars, to further promote its organisational culture. These activities help to enhance the sense of community and team spirit amongst its workforces. The wide-ranging values and beliefs of NHS Catering workforce are drawn from its diverse organisation culture, enabling the organisation to embrace differences in culture, values, and beliefs. At NHS Catering, employee collaboration is viewed as essential for the workforce to interact and work effectively together, leading to increased productivity, problem-solving and innovation. The beliefs, attitudes and values of the workforce have a strong influence on workplace behaviours and culture; therefore, understanding the factors that impact behaviour in the workplace is essential.

Overview of the Organisation   

The organisation behaviour of NHS Catering is characterised by an environment of respect and trust. The company prides itself on having an organisation that is built on a foundation of mutual respect, effective communication, and collaboration. NHS Catering is committed to creating a working culture that is inclusive, and open and fosters an environment of productive discussion and positive interaction within its workforce (Kalkanci et al., 2019). To ensure its organisational culture is upheld, NHS Catering works closely with senior management and employees to ensure that all its policies and procedures are geared towards fostering a safe, respectful, and productive working environment. NHS Catering also has a strong belief in promoting diversity and inclusivity within its organisation and workforce. The organisation also actively encourages its employees to take ownership of their roles and responsibilities, creating an environment that is conducive to high levels of productivity and creativity. NHS Catering provides a wide range of rewards and recognition programs to value its employees and ensure their performance is continually recognised and rewarded (Kumar, 2019). NHS Catering organisational attitude is further fostered by its effective management, which includes the use of effective communication and collaboration tools, such as team meetings and regular feedback sessions.



[bookmark: _Toc121588285]Critically assess the impact of beliefs, attitudes, and values on your own workplace behaviour.

The concept of values is fundamental to all social sciences, as Rokeach (1973) points out. Among the variables that determine culture, society, and personality, they are the main dependent, and among the variables that determine social attitudes and behaviours, they are the main independent.
Individuals do not inherit social values. An organic part of socialization is the formation of value attitudes and value systems. Individuals with defined social statuses and roles assimilate skills and abilities necessary for their activities through continuous interaction and adaptation. There is no doubt that values can motivate certain action decisions to the detriment of others, especially when there is a conflict between the value and the chosen action. This motivational conflict is based on the value of action. Realizing an action, however, means choosing it over others as less valuable, which is concrete valorisation.
Recent years have demonstrated that terms such as "values", "attitudes", "norms", "interests," and "goals" are synonymous in many linguistic contexts and have many semantic overlaps. The concept of value has been diluted within social psychology and sociology because of norms and attitudes.
Value can be defined in a wide range of ways and is interpreted in a variety of ways. Several general and abstract principles are widely accepted in socio-human disciplines regarding what is worthwhile and valuable in life, how individuals should behave and appreciate life's gifts (good/bad, right/unjust, ugly/beautiful, etc). In addition to situations, events, people, natural and social objects, and the environment in general, this includes situations, events, people, and natural and social objects. The following principles are the most significant: kindness, truth, justice, freedom, cooperation, competition, and achievement. Nevertheless, such a definition has only a descriptive character. Consequently, it is imperative to reveal the simple essence of the concept and examine its relationship with other concepts.
This concept of value is characterized by generality and centrality in society's spiritual-symbolic universe and in human personality; standards (evaluative criteria) for human actions; motivational vectors that determine and direct actions; their emphasis on conscious, deliberate behaviour, in the sense of adhering to "what is desirable" Smith and Schwartz (1997, p. 80), separate five more significant aspects of them: It refers to ideals (beliefs), but not cold ones; It refers to ways to conduct in order to achieve those ideals (for example, equality);  Values transcend actions and specific situations (obedience, for example, is practiced at school, at work, in the family, with friends or with strangers;  Values serve as standards for selecting and evaluating people and events' behaviours;  Value systems are formed by determining their relative importance both at the societal and individual levels.
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NHS Catering is a diverse organisation that works with a vast number of employees. As such, the beliefs, attitudes, and values of its workforce can have a considerable influence on both the environment within its organisation and the performance of its workforce. The relationship between beliefs, attitudes and values is critical for the success of any organization (Farahnak et al., 2020). It is especially relevant for organizations such as NHS Catering, which strive to create thriving work environments with a strong focus on developing meaningful culture and core values. Beliefs are an individual's internal knowledge and estimation of the environment they are exposed to, while attitudes are an individual's disposition or tendency to think or act in a particular way. Values tie these two aspects of a person's perception together and represent an individual's fundamental beliefs, principles, and priorities. These elements provide the foundation for judging what is right, wrong, and desirable. 
In the workplace context, NHS Catering needs to nurture an environment that encourages an individual's belief system, attitude, and values to thrive (NHS,2005). Firstly, beliefs are important in the decision-making process as they enable employees to consider the practicality as well as the ethical values surrounding a task. Employees’ beliefs shape the way they behave in terms of how they interact with colleagues, how they respond in times of stress and how they fulfil their duties and objectives to the best of their ability. The beliefs, attitudes and values of a company’s workforce can have a major impact on the entire organization. For example, if a company’s employees share little in common with one another then this could create an atmosphere of distrust and distrust can lead to diminished trust, which in turn can lead to a lack of loyalty and commitment among the workforces. Differences in beliefs, attitudes and values can lead to disagreement which can adversely influence morale and even lead to reluctance by some employees to contribute towards the organisation’s overall performance. 
Positive attitudes are essential for NHS Catering UK’s organisation environment as they help to foster a sense of motivation amongst employees, drive creative thinking and create an atmosphere of trust. By creating, administering, and providing a variety of food services that free up our clients to concentrate on providing top-notch patient care, Sodexo has established itself as a long-term strategic partner of many healthcare organisations. (Sodexo, 2022). Finally, values are the basis of any healthy working relationship within NHS Catering. Core values such as respect, integrity, diversity, and inclusion are essential in determining the ethos of the workplace. With a workforce as large and diverse as NHS Catering, differing values are ubiquitous and should be recognised and respected. People with different values can have different opinions, which can be valuable in problem-solving and business growth (Wyness and Dalton, 2018). At NHS Catering, management ensures that the beliefs, attitudes, and values of the workforce are all taken into account when making organisation-wide decisions. 
Management at NHS Catering strives to ensure that everyone is valued and respected and that everyone works in an atmosphere of mutual trust and respect. This can create an environment in which everyone feels valued, and in which everyone can enhance their performance, as well as that of their colleagues. To save the NHS time and money and to enable the catering teams to concentrate on the things that are most important to their trust, NHS catering works closely with the NHS to provide specialist food and beverage procurement services (NHS Supply Chain, 2022). By establishing a respectful and inclusive environment for everyone, NHS Catering can promote an innovative and productive workplace culture.

[bookmark: _Toc121238776][bookmark: _Toc121588287]Employee Collaboration Within the Diverse Organization Culture

At NHS Catering, the need for a diverse workforce to collaborate has been determined to take an organisation to the next level. As NHS Catering workforce consists of individuals from different backgrounds and cultures, an environment must be fostered where differences in values and beliefs are respected and accounted for in day-to-day operations. This requires effective communication and interaction amongst staff members, and an understanding of one another’s individual communication styles. According to Rohim and Budhiasa (2019), diverse organisation culture provides a unique opportunity to foster a cohesive, dynamic culture of collaboration and information sharing. NHS Catering has aimed for creating a flexible, open, and inclusive workplace where all employees, regardless of background, can collectively contribute to the organisation’s success, and drive continued innovation and progress. At NHS Catering, it has been projected that the workplace is constantly evolving concerning the transforming global business environment. 
Unprecedented advances in technology and communication have opened vast new opportunities for collaboration (Schuetz and Venkatesh, 2020). Yet, there is still much work to be done to effectively harness these advances to ensure that all staff can work together to achieve organisational goals. It has strongly believed that it is only through effective employee collaboration that NHS Catering can continue to grow and develop and meet the ever-changing needs of a diverse customer base. Through open and honest communication, recognition of individual talents and contributions, and respect for cultural differences; Twelve service standards are taught to all our dining team members. Topics like texture-modified diets, meal presentation, healthy eating, and the value of hydration are covered in the training sessions, which also cover ward-based services (Sodexo, 2022). To foster better collaboration within the organisation, NHS Catering has designed several initiatives to ensure effective workforce interaction and to drive collaboration. Creating a positive and inclusive work environment where employees feel appreciated and empowered to share opinions and ideas. Building an employee resource network to facilitate an exchange of skills, knowledge, and experiences between colleagues (Ali et al., 2019). Establishing a unique set of core values that are embraced by all employees, enabling employees to understand and respect differences in values or beliefs and focus on the common goal of achieving success. Setting up a flexible working schedule to enable people to work around their personal needs (Davidescu et al., 2020). Encouraging team building activities, such as team building days and team lunches, to enable staff to learn from each other and build meaningful relationships.
[bookmark: _Toc121238777][bookmark: _Toc121588288]Workplace Behaviour Impacted by The Beliefs, Attitudes and Values

NHS Catering's nutrition education and diet module focus on food habits and meal choices (Zhang et al., 2022). The senior nutritionist designed a new tool to help team members understand hospital menus and why patients must follow them to promote health. This article examines the impact of beliefs, attitudes, and values on workplace behaviour at NHS Catering. Workplace behaviour is deeply influenced by the beliefs, attitudes, and values of the employees, especially in a venture environment like NHS Catering (Suhairom et al., 2019). Companies need to ensure that their workforce is well-aware of the values that the organisation adheres to and that they are adhered to as well. This not only helps promote ethical practices within the workplace but also fosters a positive working environment. The beliefs, attitudes, and values of an employee can have an important impact on workplace behaviour. For instance, beliefs can inform the way an employee works - their commitment to the job and their motivation. Our retail and vending models offer products for everyone, these formats were intended for healthcare professionals (NHS Supply Chain, 2022). Likewise, values can impact the way an employee performs their duties, whether respectfully and cooperatively, or in a more competitive and confrontational way. 
NHS Catering's kitchen operations provide a variety of hot and cold dishes, including healthier options. Modern Recipe is the company's premium product for areas where fresh cuisine and concepts can be offered. Modern technology has permitted the creation of smartphone apps for pre-payment, click-and-collect, and loyalty programmes in retail, as well as smartphone pre-order apps like Subway and Costa. As such, its workforce must embrace these values and use them to shape workplace behaviour. NHS Catering has taken great efforts to drive these values through the organisation’s policies and in the way it rewards its employees (Reed et al., 2019). Further, NHS Catering encourages its workforce to embrace these values in workplace behaviour to create an environment that is conducive to productive and safe working. This includes fostering effective communication and collaboration between colleagues, maintaining respect and dignity in interactions, showing appreciation and care for one another, and creating an environment of trust and openness. 
In addition, because we place people at the centre of everything we do, we make sure that all services fully comply with CQUIN standards as part of our responsibilities as a retailer. Our dietitians evaluate each shop format to ensure a variety of nutrient-dense, aesthetically pleasing food choices (Sodexo, 2022). It is important to remember that workplace behaviour is not necessarily dictated by a company's values. Instead, it is the attitude and values of the employees that define the workplace and the behaviour that is tolerated. NHS Catering has taken great strides to ensure that its workforce lives up to these values and drives them throughout the organisation. When it comes to workplace behaviour, the beliefs, attitudes, and values held by NHS Catering’s workforce can have a tremendous impact. By adhering to the company’s values, employees have the opportunity to create a productive and safe working environment in which everyone can reach their full potential. In addition, having a workforce that embraces the values of NHS Catering leads to greater respect for each other and a deeper sense of connection to the company as a whole.

[bookmark: _Toc121588289]Identify a management theory relevant to your role and critically assess its impact on your own beliefs, attitudes, and values.

To understand critical thinking in the workplace or even in everyday life, we need: beliefs, attitudes, and values. Belief in the truth about something, conviction, safety, certainty.” Belief to refer to the attitude we have whenever we take something to be the case or regard it as true” (Schwitzgebel, E., 2006). Attitude is the internal position we take towards a social situation or towards a person and it is this person who decides how we will react or behave. Values is the aspects of life that are personally important to people. Highly Valued Criteria: My highest values are listed in hierarchical order. Personal Beliefs: These are the concepts that I think are true. My Attitudes: A set of beliefs and values on a specific subject. An issue which fascinates them and simultaneously gives headaches to psychologists, but also to managers in organizations is given by the question. "How do people inspire them to do something?". One of the conditions that some organizations are more effective and productive than others, is provided by the quality and quantity of efforts made by its employees, efforts that are linked to motivation. To work well, people must be heavily involved in their work and eager to achieve certain objectives, from the simplest thing, like the desire to get money or go home quicker to the most complex and helpful to the organization, finding new and effective methods, doing what they love. In this context, the codes of ethics of companies are tools of neoliberal emanation because they stipulate a model of behaviour which protects in the first place, the company's potential losses, but also the individual factors that would influence the quality of work conducted for it. (Schwartz, 2001). However, it is common knowledge that items considered important by employees and managers are the clear examples, the tone, the relevance of the provisions, the realism, the support for senior management, training, realistic application in the workplace, anonymous ethics reporting requirements and warnings. (Schwartz, 2004). Codes of ethics have a specific character not only at the microeconomic level, but also macroeconomic. They reflect national particularity, reflected by the national cultural dimensions (Hofstede ,1984)

[bookmark: _Toc121238778][bookmark: _Toc121588290]Theoretical Implication Within the Managerial Context of The Organization

Managers are responsible for setting the strategy and direction of the business, motivating staff, and ensuring compliance with relevant laws and regulations (Stahl et al., 2020). To effectively do this, they must consider the wider context of their operations and consider the theories available. Organisational theories provide an understanding of how organisations develop and behave over time. Here, strategic leadership look at how different forces, roles, structures, and processes can affect day-to-day operations. Examples of these theories include organisational culture, theories of change, and organisational structure. Leadership theories are concerned with the relationship between leadership styles and the effectiveness of organisations (Lee et al., 2019). This helps to consider which leadership approach may suit particular situations and how different behavioural elements can lead to success or failure. Examples include servant leadership, charismatic leadership, and empowering leadership. 
Workforce theories help to consider the most effective way to manage the workforce, including how to engage them and bring the best out of them (Dickens et al., 2019). These theories can include job theories, motivation theories and job satisfaction theories. At NHS Catering, management is committed to continuously researching and exploring these theories to stay abreast of best practices and effectively manage the workforce. Employees are the key to NHS Caterings success, which is why the venture is constantly educating and motivating them to achieve common goals. These managerial and organisational theories are essential in creating a healthy and successful workplace at NHS Catering UK. By understanding these theories, managers can ensure that their strategies and direction are effective and that their workforce is engaged and productive (Newman and Ford, 2021).
NHS Catering is endeavoured to transform workplace behaviour through the application of the “Principles of administrative management theory.” By using these principles, the venture will ensure that staff remain equipped with the skills required to create an effective workplace culture and foster a productive and versatile workforce (Lim et al., 2020). The first step to applying administrative management theory at NHS Catering is to understand how the theory applies to the organisation and how it can be used to affect behavioural transformation. The theory that is used primarily is an organisational theory, which covers every aspect of an organisation, from the working environment to the overall goal of the organisation. The organisational theory focuses on the roles and relationships of people within an organisation and how these relationships create an environment conducive to change (Al Halbusi et al., 2020). For example, organisation theory suggests that when staff are well informed and have the right communication channels, work productivity is much higher. Therefore, NHS Catering has implemented a wide range of internal communication tools, including emails, intranet, and online chat groups, to ensure all staff are kept in the loop. 
Another theory employed at NHS Catering is management and behavioural theory, which focuses on strengthening the leadership of the organisation. It is a proven fact that having strong leadership can have a positive effect on a team’s morale and productivity (Peesker et al., 2019). Thus, at NHS Catering, it is ensured that senior management leads by example and sets clear expectations for the workforce. This is done through the use of performance management systems, team incentivisation programmes and regular feedback sessions to ensure team members are supported and driven to succeed. NHS Catering also understands the need for flexibility and adaptability amongst the staff.

[bookmark: _Toc121238779][bookmark: _Toc121588291]Recommendations For Setting Beliefs, Attitudes and Values Within the Workplace

Core values, beliefs, and attitudes are crucial for the success of any organisation. As such, the organisation has taken it upon itself to transform the workplace and the people within it. Core values, beliefs, and attitudes should be integrated for the behavioural transformation that can support creating a more productive and happier workplace. NHS Catering should strengthen its belief in having a diverse and inclusive workplace and in creating an environment that supports the development of people and their passion. Sustainability and innovation should be valued and strive to build strong partnerships both internally and externally. It is recommended for NHS Catering to presume attitude as a reflection of the company and the represents that way they operate. An open, yet professional culture must be promoted to value respect and honesty, where everyone is encouraged to share their opinions and ideas. NHS Catering is an innovative and forward-thinking organisation that identifies opportunities for progress and development. At NHS Catering, a first-hand approach to problem-solving should be undertaken and strive to address any issues as quickly and efficiently as possible. By setting and adhering to clear core values, beliefs, and attitudes within the workplace, NHS Catering should appreciate a culture that embraces change, demonstrates understanding, and fosters growth. By emphasizing these three components, management will be helping to foster an environment of trust and productive collaboration while creating opportunities for the workforce to grow. Finally, values are the guiding principles at NHS Catering that must be defined for conducting business and fostering interaction among each other. Value, honesty, integrity, ethical practice, and sustainability should be flourished at NHS Catering. Diversity, inclusion, and respect in all of the activities should be sustained, both within and outside the organisation. Employee development should be promoted actively and strive to provide a safe and secure working environment for all.










[bookmark: _Toc121238780][bookmark: _Toc121588292]Conclusion

The importance of a workforce with diverse beliefs and values, and actively promoting an open and collaborative environment has been recognized at NHS Catering. Employees at NHS Catering have access to a range of tools, resources, and training programmes to further develop their communication and collaboration skills. These resources include leadership development programmes, cultural awareness training and mentoring schemes which are tailored to the individual. This helps NHS Catering’s employees to better understand not only their roles and responsibilities, but also those of colleagues from different backgrounds, and to respect and appreciate one another’s unique communication styles. At NHS Catering, managers are committed to developing and delivering advanced managerial and organisational theories for the workforce. NHS Catering highly skilled team is dedicated to creating an environment that encourages growth and success both in and outside of the workplace. NHS Catering is committed to providing the best environment for its staff and fostering an environment for behavioural transformation using managerial and organisational theories. NHS Catering management has strived to ensure all the staff are equipped with the appropriate resources and knowledge required to make wise decisions and foster a successful workplace culture.
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