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It is very important to display the skill of critical thinking in an everyday organisation. Leadership skills are performed by managers so that they are able to influence their workers to put effort in achieving business objectives, give inspiration to their workers and reach their business target. Managers demonstrate management skills which encourage employees to communicate, become motivated, stay empowered and plan their work (Ananthan et al. 2010). Motivational managers are a great asset to a company and directly contribute to the success of the organisation. The employer and employee interaction is influenced resulting in satisfied customers and increased productivity. The management theory, theory x and theory y will be critically evaluated. Also, a personal reflection will be done on how the contents of this module has encouraged critical thinking which can be applied in future situations (Wechsler et al., 2018). 

[bookmark: _Toc55906476]Section A: Critical Evaluation of Management Theory 

[bookmark: _Toc55906477]Theory X and Y Background 

It was in the 1960, when Douglas McGregor, a social psychologist created the discussed theory based on how the beliefs of a manager impacts the organisational style they choose. In the book “The Human Side of Enterprise” was where this theory was first explained, looking at the two styles of management as either participative or authoritarian (Senarathne, 2020). Theory X refers to managers whom view their workers in a negative way and suggest that their workers are naturally unmotivated. Therefore, these managers perceive their workers are unambitious, need to be supervised and controlled and lack responsibility. The theory X in this case allows the managers to handle such employees and use rewards to achieve goals (Brdulak, Senkus and Senkus, 2017). This type of management style is viewed as authoritarian. 

On the other hand, theory Y consist of managers that have a more optimistic view of their workers. This participative management style encourages trusting and collaborative relationships between the employers and their employees.  Employees are seen as self-motivated, who are interested in participating in the decision-making processes. The application of both theories are used in majority organisation. Both of these theories can be used in the hope of motivating staff so that they are able to understand their contribution and contribution to the company. Using the theory X in management, employees that need motivation and guidance will be able to perform their job from a new and fresh start (Senarathne, 2020). Theory x cannot be applied with staff who are experienced and could I fact have a demotivating effect as a result. It is often the case that moderate organisations that are not too strict, cause employees to handle tasks lightly. So, the implementation of either theory depends on the situation of the organisation and the appropriate theory must be applied to that the desired benefits can be experienced (Dill and Zambrana, 2020). 

[bookmark: _Toc55906478]Main Assumptions of Theory 

[bookmark: _Toc55906479]Theory X

One of the assumptions of this theory is that the demotivation of employees develop naturally and as such they gradually develop an uninterest towards their work. For employees that have this personality, this authoritarian management style is the most suitable (Tahir and Iraqi, 2018). The individuals in the management team are highly involved in the activities directed towards motivating the staff. For the desired outcome of motivating the staff to be reached via this theory, regular monitoring and admin work Is done towards the improvement of the employees. Common faults and errors are identified so that employees are able to make efforts towards eliminating and improving their errors (Aithal and Kumar, 2016). Another assumption of this there is that the results are the most important. Without this employee’s will not have a drive towards they work. Results provide them with focus and the gradual encouragement towards gaining interest towards their work. 

[bookmark: _Toc55906480]Theory Y

Furthermore, the assumption of this theory is that employees have a drive that enables them to be motivated themselves. Therefore, managers that adopt this theory, depend on the employees for the situation and circumstances of the organisation to change. By doing so managers are not involved in the activities in comparison to theory X. Employees are far more independent and such are not forced to perform better (Bojadzievet al., 2016). The main control of this effort is not in the hands of the management but rather the employees according to this theory. The management control is more moderate and employees are required to take the responsibilities of their work and effort on their own. According to this theory, employees are able to make the change, without the pressure and effort being given from the management (Wikforss et al., 2019). 
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There are critics and disadvantages of both of these theories to consider when critically evaluating the application of these theories in the workplace. To begin with the application of theory X has its downsides. For example, for this theory to be successful and imbedded in the workplace environment, the managers are required to constantly monitor and assess the employees. Many employees would be irritated as a result of the managers watching and observing everything that they do (Grigorov, 2020). Employees as a result will express discomfort in their workplace environment and the lack of freedom. Consequently, employees will show their concern towards being forced and controlled through their negative performance. The main aim of the theory would be missed as employees will be demotivated and angry towards their management (Caratozzolo et al., 2019). 

Theory Y also is criticized due to the freedom involved in managing employees. Management that relax their control on their workers, end up dealing with less productive employees which effects the overall performance of the company (Wakabi, 2016). The lack of guidance and control from the management means that employees are not able to understand what the expected standards and effort Is expected from them by the company.  According to this theory, management consider employees to be able to find solutions to their issues towards their work on their own. Rather employees are in need of direction and guidance towards how they can motivate themselves to work productively and effectively. They are then unable to overcome their obstacles in their work and the productivity becomes even slower (Imperio et al., 2020). 

The theory X and Y helps an organization to understand when an employee or worker needs motivation and supervision to inspire them to work efficiently.  The theory X mostly discussed about the fact that a person can neglect their work if they are not properly supervised, employees must be controlled and punishment should be included in the organisational working environment (Mungi, 2020). Mostly the theory X describes the negative nature of an individual or an employee and explained that driving force of an unambitious employee or people is security whereas theory Y describes that the opportunity and motivation will help individual to increase productivity and it also explain that an individual or an employee having a right working environment can take proper responsibilities and will seek more work and to will also increase efficiency (Senarathne, 2020). However, the whole concept theory X and theory Y has become backdated and in present day this theory is not accepted in most of the scenarios. Theory X is only applicable in low ranking people or low paid employees but workers or employees in higher ranking or high paid region will find motivation or they will be motivated by the theory Y. Theory X does not explain or discussed about personal development, training and skills development and about the perceptions or any idea about behaviour. As the working condition and the work environment is changing at a fast rate so it is important to change the whole concept of this theory (Daneshfard and Rad, 2020).
This concept is however applicable and useful in understanding the management styles but the theory does not suit well in present day working and management style as in this globalised and innovative workplace market environment business and work totally depends on ideas, connection and proper communication, promotion and marketing (Beqiri et al., 2019). So, the theory needs modification and different other factors and perspectives and ideas needs to be included and considered in this theory to explain and describe the whole managing style and process in a better way and for better understanding (Wang and Johnson, 2020).
[bookmark: _Toc55906482]Practical application in today’s workplace 

The evaluation of both of theories on basis of how it applies in the workplace today will be done using the 3- stages model. This model has been chosen as it encourages you to think critically, analyse, understand, identify and evaluate as all of these are important (Zeng, Simpson and Dang, 2017). When comparing the application of the theories, it can be said that theory X is perceived as more inferior than theory y. The reasoning behind this is that the leadership style that this theory is based on is the authoritative leadership. For today’s workplace environment this is not the encouraged style to adopt. Another model used for this evaluation is the Watson – Glatser Critical Thinking Model. Interpretation, assumptions and evaluations of the arguments are considered via this model (Mahanalet al., 2019). This model is many applied in the production line workplace and employees that work in this industry are commonly unskilled. Although applying this theory and management style of a team of skilled employees would be somewhat insulting as their capabilities are undermined. Therefore, applying this to skilled workers would decrease their performance and their motivation (Baehr, 2019).

From this it can be understood, that majority of organisations are not accepting of the management theory, theory X. Most managers do not consider this theory to be the answer to the common issue of unmotivated employees in the workplace. Instead employees would become even more demotivated and the interest towards their work would further decrease (Aithal and Kumar, 2016).  The only possible explanation as to why the authoritative leadership style is adopted in this theory, is because management are not willing to compromise the performance of the company. In order to ensure that the performance is not compromised, employees are ordered and forced until their efforts are up to standards and eventually their interest in their work is gained. This concept is no longer appropriate neither accepted in today’s workplace as the autonomy of employees are believed in by majority managers of organisations (Pherson and Pherson, 2020). Furthermore, employees expect to receive some level of guidance towards improvements and changes they are required to commit to. The theory X does not

Whereas, the acceptance towards theory Y is far greater, as the current situations of organisations is dedicated to the efforts given by employees. The importance is given to employees and their comfort in the workplace. By allowing employees to feel and be free in their workplace this is encouraged. The work pressure is.an unwritten organizational value that is always instilled in employees without it having to be forced upon them and viewed as a burden rather than a choice (Aithal and Kumar, 2016). Therefore, it can be seen that the management theory Y is much more applicable in the workplace for the purpose of motivating employees and increasing their interest towards their job role. Furthermore, employees expect to receive some level of guidance towards improvements and changes they are required to commit to (Heard et al., 2020). The theory Y does not consist of this which can be an issue in maintaining control and order in the organisation. 

In the work field the use of this theory has been more active so that the motivation of employees can be regained. The theory Y suggests that employees do perform and execute their job role with excellence if they are given the opportunity to do so (Sabu and Vernandes, 2019). With harsh barriers and constraints employees are unable to perform well and enjoy their job role. As it is known that decreased job satisfaction means that productivity and effectiveness is also decreased. That is why it can be understood as to why theory Y is much more accepted than theory X and understood. Therefore, the application of theory Y can be made on today’s workplace environment (Syawaludin, 2019). 

[bookmark: _Toc55906483]Recommendation 

This critical evaluation of the chosen management theories of theory X and theory Y has provided information on how this theory has come about and for what reason. The main purpose of both of these theories is to instil motivation into employees in an organisation through the methods suggested by the theories. From the evaluation done, it can be concluded that the most appropriate theory in the context of today’s workplace is the theory Y. This is because of the encouragement of the freedom of employees and not forcing employees to be motivated. Although, this theory is more accepted, it does have its negative aspects. It can be recommended then when choosing either theory of management in the application of an organisation, it should be chosen based upon the situation of the company. Also, the negative aspects should be inspected and overcome so that the desired result of the theory can be achieved. 

[bookmark: _Toc55906484]Section B: Reflection on Critical Thinking Skill 

[bookmark: _Toc55906485]Review of learning in module

For an accurate and in-depth reflection of the learning that had taken place in the module, the structure and model of the Kolb Reflective cycle will be used. This is otherwise mentioned as the ‘experiential learning” that allows an experience to be systematically analysed via three stages (Dr Nicole Brown. 2020).

[bookmark: _Toc55906486]Concrete Experience 

Through this module there were many topics introduced, all surrounded around the idea of developing and applying critical thinking in the workplace. The specific topics that I will make reference to as part of this reflection include logical reasoning, critical thinking, developing arguments and beliefs, values and attitudes (Larsson, 2017). The very first introductory lesson consisted of becoming aware of what critical thinking is and how to apply critical thinking. The concept of critical thinking I had found rather interesting and understandable due to the in-depth information provided. To begin with the differences between critical thinking and uncritical thinking was addressed. I was able to understand that in order to be a critical thinker it Iisnot just about looking at concepts and believing in them, but rather it is about making your own personal judgments regarding the topic (Ennis, 2018). 

Furthermore, in terms of logical reasoning, a general overview was provided about what logical reasoning is and how to understand it. It came to my attention that in order to execute critical thinking well, one must reason logically also (Braha, 2018). Therefore, I found that this topic was very important. I was made aware of the concepts of deductive and inductive reasoning and that in some cases certain choices of reasoning can have consequences. When thinking of an idea, the reliability of this idea needs to be questioned. When performing logical reasoning there must be a base to it, or else they would be no meaning (Kuhn, 2019). 

Another topic that I found to be very important as part of my reflection on critical thinking, was beliefs, values and attitudes. For me to become an effective critical thinker it is important to understand and address the personal beliefs, values and attitudes that I have. The reasoning for this is that if I have a certain value or belief regarding something, it many instances I would be in favour of this and as such in a particular situation my decision making would also be in favour of this value or belief. It was noted that it is important not to mix one’s personal values with their professional values (Paul and Elder, 2019). 

When engaging in a conversation that includes ideas from different opinions it is important to have the skill of correctly developing an argument. In the situation on an academic conversation or at a professional background this is done through formal language. Being able to analyse and present an idea in a formal manner is an ability which allows arguments to be developed (Kuhn, Hemberger and Khait, 2017). I was able to gain some valuable advice on how I can help myself successfully develop an argument including staying calm, asking questions, using evidence and listening carefully. With the use of presentations and tasks, I have been able gain a deeper insight on how I can develop this skill and make preparation for delivering good points in an argument. 

[bookmark: _Toc55906487]Reflective Observation 

The overall information about critical thinking was understandable and applicable to my life. However, the only issue that I had with critical thinking was that in order for critical thinking to happen, one needs to question, whether it be a small or big aspect. Though this can be a good method for personal satisfaction, in the context of a workplace this can be very affecting. For example, if I end up questioning other people values and beliefs, then this would come across as rude and can damage workplace relationships. Therefore, I was unable to understand critical thinking in this context which I intend to overcome in the future. In terms of logical reasoning I did not understand the idea of defying reason. There are certain situations which cannot be reasoned, but I find that identifying when to reason and not to reason is difficult. 

[bookmark: _Toc55906488]Abstract Conceptualisation 

There areas in which I could have done better regarding the issues I had which I have mentioned above. This would have cleared the queries that I had and provided me with the justifications that I needed. For me to better understand the ideas, there was sufficient information provided, but the area of concern regarding logical reasoning, personal beliefs and values and critical thinking can be done through more research and asking questions to my teacher. 

[bookmark: _Toc55906489]Active experimentation 

This knowledge that I have learnt as part of this module is certainly effective for my future purpose. By learning the skill of developing arguments, I would be able to put forth a point of mine in a convincing manner with the use of evidence such that my argument is not rejected either during debates or at work. This guidance given would allow me to address anything at work without deviating from the topic and getting my point across. I have also understood that in the professional context personal values should not be mixed with organisational values as it can conflict it. Though in a setting where my values are constantly offended or on conflict, barriers should be placed to overcome this such as looking for a different work environment. 

[bookmark: _Toc55906490]Conclusion  

To conclude, the chosen theory has shown how the application of it by the management of a company can achieve the desired results when staff are motivated. The general overview of where this theory was developed from and by whom was provided. Furthermore, the common assumptions of this theory regarding how people can be motivated were also given. The modern-day relevance of this theory shows that theory Y is more acceptable when compared to theory X. My personal reflection on this module has shown how the various topics covered contributed to developing my critical thinking skills. Areas which I struggled with or did not understand was included allowing me to see what I need to address for the future. Certainly, what I have learnt can be applied for my future which has also been discussed at the end of the reflection created using the Kolb’s Reflective Model. 
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