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[bookmark: _Toc37960706]Introduction
The business environment consists of complex problems and requires solutions to be formulated before any unavoidable situation has taken place with the practice of critical thinking (Bassham et al., 2011). Critical thinking is a procedure of being objective and assessing the given insights and facts that are analyzed to figure possible solutions to a given scenario (Brookfield, 2012). As organizations grow, many problems may arise in the workplace, especially workplace sexual harassment, and misconduct may ruin the reputation and image that was built over many years (Cardwell, 1996). To combat any misdeeds, organizations follow management theories and put policies, codes, and conduct to avoid any incident that might harm the organizational reputation and protect the individuals from harassment, abuse, inequality, and discrimination (Bell, 2010). The report has the aim to explain how values, belief, and behavior shapes the actions of an individual and also present how a modern organization's critical thinking process has benefited towards creating a safe workplace for equal participation with diverse individuals.
[bookmark: _Toc37960707]Company Overview
Based in London, UK, Ogury is a medium-sized British company that has an annual turnover of £43 million as of 2017. The company has a team of 350 individuals who work in various offices disbursed around the United Kingdom. Ogury has specialized in mobile user journeys accumulating the data for creating robust and user-friendly mobile applications for clients. It also partners with app developers and researchers on consumer behavior related to smartphones. The company has been established in 2014 by Thomas and Jean after many failures and experiences in other ventures. They have put great emphasis on the importance of critical thinking and achieved enormous growth in such short years by foreseeing the problems and coming up with effective solutions in the workplace and also with the products and services of the company. 
Experience at Ogury and relating management theory 
I had the opportunity to work at Ogury under the apprentice program back in 2019. The work involved learning the practices of developing leadership skills working in teams and coming up with creative ideas for new app development. During my work in the organization, I have tried to uncover the values, policies, and code of conduct which are placed to ensure the workplace is free from any kind of discrimination or harassment. However, on certain occasions, there were visible sexual harassment instances in the form of jokes and fun that captured my attention. Although they were not severe enough to raise alarms, but they do exist within the organization's workplace. This has led me towards critical thinking and how personal beliefs, values, and attitudes play an integral part in how an individual acts or behaves. 
My belief is that humanity is above everything else where pain and suffering should not be inflicted by another human being. I value individual freedom and the right to participate equally irrespective of gender, ethnicity, or racial background. Each individual should be presented the opportunity to gain personal goals and objectives with sheer will and skills that God has gifted them. This makes my attitude towards others very understanding and behaves positively with everyone. I can easily make friends and especially respect the actions and beliefs of the opposite gender.
Ogury has the attitude to maintain the highest standard of employee conduct with values like integrity, grit, autonomous thinking, and humility that shapes the actions and behavior expectation from the employees. The goal of the organization was to establish an ethical business practice where employees are provided the security and opportunity to grow personally and professionally. There are policies and code of conduct against discrimination and harassment which are mandated by the government (Adams and Adams, 2008). But companies also add certain claws into the existing policies based on the management practices.
Several management theories are apposite for dealing with contemporary organizational problems such as Chaos theory, system theory and contingency theory (Markgraf, 2017). The most favorable management theory, in my opinion, is the contingency theory. According to the contingency theory, the management of actions is based on the most important aspects considering the current situation within the workplace (Sheldrake, 1997). This is because there are no specific methods of leading or managing the organization and make decisions. The practice of critical thinking suits well with the contingency theory of managing an organization. The best way to come to a suitable solution for a problem is contingent. The role of managers and leaders within the organization is to have a curiously to identify the subtle anomalies and start the critical thinking process to find ways to sort out before giving the opportunity to create chaos within the workplace.
[bookmark: _Toc37960708]Linking Beliefs, Attitudes and Values to Critical Thinking
Human beings are driven by the beliefs, values, and attitudes that give the meaning of the surrounding and give the logic to act and do the things which are necessary to survive and excel (Anderson and De Silva, 2009). The beliefs are comprised of the confidence and belief that something exists or is true whether there is any evidence present or not. Belief comes from within and has a strong presence within one's life. Whereas value is the appurtenance towards something that provides a measure of importance that an individual gives priority. Or in other words, values are embedded in the minds that give an individual trust and confidence towards a person or thing (Fumham, 2005). Attitudes are demonstration or expression through actions of words and behaviors that are comprised of beliefs and values.  The practice of critically thinking needs to be considered in all aspects of life and the organization.  Every organization has its own set of values, belief, and attitude that shapes the organizational culture and governs the workplace. Critically thinking is the ability to go out of the individual shell or detach from the belief and values and consider subjective and logical options to pursue a situation (Ashe-Eric, 1988). By practicing critical thinking, it increases the ability to make decisions discarding any kind of temptations or allurement and work with the data or information to make progress in the workplace. While the beliefs are usually dogma, values and attitudes can be changed by inductive or deductive logic and these logics are the center of critical thinking (Brookfield, 1987).
In modern workplaces, many traditional ways have been abandoned in terms of workplace structure and designed to bring out the maximum efficiency. Facilities and benefits such as workout areas and entertainment zones are visible in medium to large organizations with open spaces and recreation areas. The aim has shifted towards creating a suitable environment that consists of diversity and equal participation from all genders and backgrounds of people. However, there are still some problems that are still present within organizations with a large workforce. The use of words that are towards discrimination, verbal abuse, and sexual harassment has yet to be demolished completely from the organizations (Thompson, 2006). Differences in personality, perspective, and intelligence often create conflict in an organization (Maltby, et al., 2010). This is because individual beliefs and values shape one attitude towards every aspect, and this cannot be changed until there are strict measures to be taken with the help of critical thinking to avoid the problems and come up with effective solutions.
There are policies, rules, and regulations that are clearly stated by the human resource department of each organization that guides employees to behave and act in a particular way (Fumham, 2005). This includes respecting others' values and beliefs, using formal language while communicating, not involving in any discriminatory behavior, etc. Yet, there are occurrences where employees cannot control their temptations and urges due to explicit thoughts and fantasies. The result of such behavior and attitude in the workplace is very dangerous (Thompson, 1998). It harms the reputation and image of the organization and the employee. With Critical thinking, overcoming such matters is not only the responsibility of the leadership but also the employees to help create a suitable environment for everyone to contribute toward achieving the goals and objectives of the organization.




[bookmark: _Toc37960709]Difference between beliefs, attitudes, and values
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The difference between beliefs, values, and attitudes are discussed below:
Values are comprised of something that is unseen or cannot be felt directly (Schwartz and Bilsky, 1987). Belief is driven from the spiritual, moral, social, or political preview of an individual. It is accumulated through life experiences and rituals of religion, family environment, and the way the individual was brought up. Whereas, values are the guiding force in the lives of an individual that gives the sense of right or wrong, form ethical and moral standards, and gives the obligations that an individual follows to achieve the purpose in life. Values are demonstrated in the form of honesty, freedom, competitiveness, or wisdom. Personal values govern the actions and provide the justification for regular actions. Attitude is how an individual reacts towards a person, place, or thing (Converse, 2006). The likeability or behavior towards something or a person is governed by the attitude. It is developed while growing up while accumulating the knowledge and information regarding the world and society. The aspects of attitudes can be both subconscious and conscious. Although attitude can change due to many factors such as change of time, place, social culture, economy, or environment. But values cannot be changed, and it reflects on the individual's actions towards the duties and obligations in both personal and professional lives. Beliefs are present within the values and attitudes of a person. Whereas, the accumulation of both belief and values make up the attitude of a person. Difference between beliefs values and attitude often create conflict that needs to be resolved positively. As conflict is a certain phenomenon in the workplace therefore companies need theories that can be practically executed for channelizing conflict in positively. Companies can offer accolades or recognition or reward for teams or individuals who constructively resolute conflict by sharing ideas and recommendations and by thus introducing Scanlon’s philosophy companies can improve productivity (KOLODNY, 2011). This philosophy can also be utilized for decreasing harassment in the organization. For example, the Company can form an anti-harassment committee with previously harassed employees and can ask them to form a plan to protect vulnerable employees. 
[bookmark: _Toc37960710]How emotions, values, and beliefs affect rational discourse
Rational discourse is a process that is followed in making the decision by an individual (Sagiv et al., 2017). In the business organization, the decision about the operations and activities of organizations is taken by the authority or the personnel related to the management of the operations of the department. The emotion, values, and beliefs of the individual affect the decision-making process (Duerden and Witt, 2010). The executives of the management of different departments of the company Ogury has to maintain their decision-making process regarding the organizational value, beliefs. The rational discourse of the executives in the organization also impacts the management for making the decision about the organization and its operations. Here in this portion of the report, the impacts of the emotions, values, and beliefs of the individual for rational discourse have been discussed below: 
· An energetic person is more likely to maintain the decision making process with confidence than an emotional person (Tschan et al., 2014). Everyone has emotions, but in the workplace, the value of emotion is that significant, which the related person caries along with the workplace. The emotions of a person sometimes tend to make the right decision and sometimes tend to make the wrong decision in the workplace. Although there is no place for emotion at the professional level since the emotion of a person is a personal feeling, some people still mix up personal emotion with professional emotion. The personnel in the company Ogury are selected as those people who can control their personal feeling and interpret the decision regarding the operations of the company by keeping their personal emotions aside from work and think professionally.
· Values or principles in a person are the results of the society that the person relates to and the background from where the person comes (Lau and Chan, 2015). It also affects the decision-making process in the workplace. The personnel in the management of the company Ogury are informed about the values that should be followed while performing the operations of the company. Since the personal value of each person differs and does not match with the value of the organization, there are some conflicts while performing the organizational activates which occur from the difference between personal and organizational values.
· Beliefs and values are almost the same in their ways of impacting the decision-making process (McLeod, 2014). The beliefs of a person are so acute at the professional level that drives a person to be a decision-maker of the organization. In the organization, the personnel for the management is selected those persons who are capable of making an efficient decision about the organization with their own beliefs and characteristics. 
[bookmark: _Toc37960711]The impact of beliefs, attitudes, and values on your behavior in the workplace
There are different components of human behavior in the professional level within an organization that impacts the behavior of a person. The attitude, beliefs, and values of a person impact the most on the behavior of a person. The company Ogury has different personnel who are working for the operations of the company. Their professional behavior is different. Although the company seeks for the persons who reflect professional attitude than personal attitudes and beliefs, the personal beliefs, values, and attitudes show up in the professional behavior of a person. The impact of the values, beliefs, and attitudes comes from the background that the person belongs to. Those things are trained up from the childhood of a person, which is so tough for a person to change. So the personal beliefs, values, and attitudes always show up in the behavior of a person. The fact is inescapable form a person, and rather a person can adjust their attitude accordingly with the organizational and professional attitude. As the disparity in values believes norms culture etc. can trigger harassment or abuse Ogury can implement behavioral research to identify which factors in the organization trigger the harassment or abuse and then can take steps to mitigate the factors. For example, the company may find women with vigorous physiques are more prone to sexual jokes and Ogury can create a separate zone for those women. Behavioral research is the study of parameters that affect one’s habitual practice (Kerlinger, 1970).
[bookmark: _Toc37960712]Appropriate theoretical model
For approaching professional tasks and operations, a person needs to acquire and maintain professional behavior. There are several models for a professional, which helps in maintaining professional behavior, among which the major model or theoretical model of behavior is shown in this portion of the report. 
[bookmark: _Hlk37957698]Autocratic model: The autocratic model was in traduced in the time of revolution of the industry within the 1800s and 1900s. The model allows the implementer of the model to have the honor of managing different employees by stating the attitude of the professional that drives the command towards the employees (Giltinane, 2013). The model states the behavioral factors of a leader and manager to manage the employees and workers working under the professional. The core of the Autocratic model is command and control and applicable to a mechanistic organization where authoritative bodies tend to control the behaviors of inferiors (McAdam, et al.,2016). While this model seems negative, an autocratic model can reduce sexual harassment in the organization unless the leader is the abuser.
Supportive model: This is another popular model for a professional to interact with the employees and make show them a supportive attitude. This is most implacable for the professional who controls a number of workers and employees to work for the organization. This model was introduced between the 1920s and 1930s. The supportive model of organizational behavior is concerned with self-motivating the employees to contribute to the organization, with managers setting examples for a supportive and fair working environment (Vinales, 2015). This model works well for organic structure as management gives flexibility to employees and considers employees are self-motivated (McAdam, et al.,2016). However, giving flexibility to employees may not be efficient to reduce sexual harassment.
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Source: (McAdam, et al.,2016)
[bookmark: _Toc37960713]Impact of workplace attitude
Attitudes within the workplace are important to consider because there are certain expectations from the employees that have to comply with the code of conduct of an organization. Among the several impacts of attitude on the workplace, some of the impacts are stated below:
· The attitude of the professional creates the working environment. 
· The relationship between the employees and workers depends on the attitudes of the professionals.
· A positive attitude helps to make positive decisions and be optimistic about the activities.
· The friendly attitude of the professional helps others to be confident in the workplace.
· The attitude shows the performance in the workplace. 
· Through the attitude of the professional, he can motivate other employees of the organization. 
[bookmark: _Toc37960714]The importance and impact of workplace policies against workplace harassment
Workplace harassment is inappropriate or threatening behavior towards an individual or a team (Brown, 1999). This occurs due to different beliefs, values, and attitudes that prompt acts of harassment. These kinds of behaviors are very demotivating for individuals to work within the workplace and concentrate on fulfilling the roles and responsibilities and contribute towards achieving the organizational goals and strategic objectives (Gutek and Koss, 1993). Although modern organizations have to abide by government policies and also have their code of conduct, however, in medium and large organizations, it is very hard to enforce the policies that safeguard employees against any kind of harassment.
Sexual harassment is a kind of discrimination purely based on the gender of the individual. This kind of harassment is faced by both male and female employees of the organization. It can be in the form of verbal or physical actions that are not appropriate in a formal workplace environment. According to Vagianos (2015), women are more likely to experience sexual harassment in the workplace. The intent is not usually from sexual desire, but in fact, it has been proven that these behaviors are initiated due to rejection, bullying, and hostile behavior that they have experienced while growing up.
While working at Ogury, I have identified some sexual behaviors of the employees that can be categorized as sexual harassment. This includes invading personal space, sharing sexual jokes, and vulgar humor that is directed towards the opposite gender, talking about sexual activities and commenting on the physical characteristics of coworkers. I believe the act of sexual harassment was due to better performance and skills that made the employee inferior and acted on the sexual harassment behavior towards the opposite gender. It is still hard for men to accept the fact that women are equally capable of conducting activities and providing leadership in the workplace.
The impact of sexual harassment in the workplace can hinder organizational performance and can create conflict within the employees (Schneider et al., 1997). For optimal performance from the employees, it is required that everybody maintain harmony and respect for being unique individuals. However, management practices and power dynamics can play a role in enabling employees to engage in harassment behavior (Alavi and Gill, 2016).
[bookmark: _Toc37960715]Measures that can help avoid sexual harassment in the workplace
The code of conduct of Ogury has clear indications to avoid the employees of engaging in any kind of discrimination and sexual, racial, gender-based harassment. However, sometimes the people who harass do not have any idea about the harm their actions are causing. And it is not possible for the managers and supervisors to monitor the behaviors of each employee because sexual harassment can be in the form of physical, verbal, and non-verbal conduct. It is very difficult to identify the harassment behavior without the complaint of the individual who is being harassed. This is because the sexual harassment behaviors are subtle and are directed with care so that others do not notice them. With the management's critical thinking, these actions can help to create a suitable environment in the workplace:
1. Complaint box: There should be a box for dropping any kind of complaint against the coworkers and mangers that are to be opened only by high officials and HR managers. The positioning of the box should be placed in such a place that does not reveal the person who is dropping the written complaint letter to everyone in the workplace. This is a basic way to raise alarms regarding sexual harassment.
2. Investigation: For the complaints, the investigation should be discrete in the beginning, and the aim should be to collect evidence by using the CCTV footage and other evidence that might be present to the investigators. It has to be ensured that the investigators within the organization have to be fair and be ethical while investigating such matters.
3. Conducting Interviews: After a thorough investigation, the employee who is being accused of sexual harassment and the person who has complained has to be interviewed and which will provide the chance to justify the actions.
4. Review of policies: To penalize the actions against sexual harassment, the policies and code of conduct have to be reviewed and analyzed to find the best possible action regarding the inappropriate act. This can be temporary suspension or terminate their employment from the organization.
5. Create awareness: The frequency of organizing training programs in modern organizations are frequent and are a convenient way to create awareness against any kind of harassment in the workplace. There should be a physical demonstration of the sexual harassment behavior shown to the employees that are to be avoided by them in the workplace.
[bookmark: _Toc37960716]Workplace policies in relation to sexual misconduct in your chosen organization
Ogury has a written code of conduct that has many parts within the document. It is only accessible to the internal personnel of the organization. From the work experience in the organization, I was able to analyze the document containing the code of conduct. Under the obligations section, it is stated that employees have to comply with government guidelines and legislation. It also mentions individuals not to engage in any discrimination, harassment, sexual harassment, and bullying actions towards coworkers. This is a formal contract with the organization to follow the code of conduct within the workplace, and anyone failing to comply with the code will give the organization the power to terminate their employment immediately. Although the code of conduct provides a general guideline to create awareness among the new employees to avoid particular actions and behaviors in the workplace. But the code of conduct fails to mention the exact behaviors and attitudes that will be considered an act of sexual harassment and discrimination. The intent might not be to harass someone, but the lack of knowledge on the specific behaviors might lead an employee to engage in sexual harassment behavior with their coworker just for fun.

In the United Kingdom, organizations have to follow many acts and regulations within the workplace, one of which is the Equality Act 2010. Looking at the Equality Act 2010, the harassment behaviors include spreading mischievous rumors, treating unfairly, consistently undermining the work, and denying them opportunities for promotion and training (Hepple, 2010). There is another act which is the Harassment Act 1997 that organizations in the United Kingdom have to comply to protect the employees from particular sexual harassment behaviors. The Harassment Act 1997 states that a person must not pursue in the act which amounts to harassment on the grounds of race, disability, sex, sexual orientation, belief, or religion (Kaufman, 2006). The acts of sexual harassment are considered in the workplace when there is a violation of personal space in the formal environment, being offensive or personal humiliation to degrade the person. Harassment in the workplace can be physical, verbal, and non-verbal conduct. However, it is considered harassment even if the harasser does not have any idea of the harm their actions are being caused.

So the best course of action for organizations like Ogury is to create awareness against sexual harassment in the workplace by demonstrating the acts and behavior that are considered as sexual harassment through training programs and new employee orientation. It is necessary to change the negative attitude of the employees with persistence and to embed equal participation in the organizational culture that creates a habit of treating everyone fairly and avoid any kind of discrimination within the workplace.



[bookmark: _Toc37960717]Conclusion
Critical thinking is approaching problems from a detached position and finding a range of possible solutions rather than relying on personal beliefs and values. It enables an increase in innovation and productivity in the workplace. Values are the strong pillars that an individual believes cannot be measured or proved in the physical dimensions. Whereas values are based on beliefs, life experiences, rituals, and the environment, an individual was brought up. And attitude is the combination of beliefs and values that are demonstrated with the attitude. It is liking or disliking a person, object, or place due to the values and beliefs. It is important to understand how these human factors are interlinked with employee behavior and give rise to sexual harassment in the workplace. 
The experience at Ogury was very helpful for working in this report, and many aspects of the organizational culture and employee behavior were relatable to the workplace harassment and ways to avoid them. Ogury started with only 17 employees back in 2014 and have been growing exponentially. It is important for a medium-size company to monitor the code of conduct strictly and take measures to avoid any type of sexual harassment behaviors within the workplace. So it is recommended for Ogury to have a separate training program for creating awareness against workplace harassment behaviors.
The focus of this report was on critical thinking and the aspects of critical thinking from the perspective of organizational level and professional level. Throughout this report, an overview of critical thinking and its components, such as personal emotions, values, beliefs, and other factors, has been explained. Along with the behavioral model of the professional, the impacts of these components of professional behavior have also been provided.
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