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1. [bookmark: _Toc719484514]Introduction
Critical thinking is a vital skill in today’s workplace because it supports effective decision‑making, problem‑solving, communication, and overall organisational efficiency. When employees think critically, they are better able to analyse information, question assumptions, and choose actions that lead to positive outcomes. This strengthens the quality of work, reduces errors, and helps organisations respond to challenges more confidently. As workplaces become more complex and fast‑paced, critical thinking enables individuals to work more independently, make informed judgments, and contribute to continuous improvement across the organisation.
This report critically analyses how beliefs, attitudes, and values influence workplace behaviour, drawing on both theoretical concepts and real examples from my professional context. It evaluates two classical management theories—Henri Fayol’s Administrative Management Theory and Max Weber’s Bureaucratic Theory—and considers how these models align with, or differ from, my own value system and workplace experience. The analysis integrates conceptual understanding with applied personal insight to explore how management theory can inform practice in a small, service‑based environment.
The report is structured into five key sections: an examination of the role of beliefs, attitudes, and values in workplace behaviour; an application of critical thinking to workplace scenarios; a critical evaluation of selected management theories; a synthesis of insights gained through the analysis; and a discussion of how critical thinking models, such as the RED Model and Toulmin’s framework, can help reduce bias and improve decision‑making.
2. [bookmark: _Toc755059929]Beliefs, Attitudes and Values
a. [bookmark: _Toc699000611]Concepts and Distinctions
Beliefs are the ideas or convictions that individuals hold to be true about the world. They represent a person’s understanding of reality—how things are or how they should be. Beliefs can be based on experience, culture, education, or social influence. They form the cognitive foundation that shapes how people interpret events and make judgments. Academic literature describes beliefs as part of the “predisposition to act” and as an individual’s map of reality that guides how they understand situations. 
Haddock et al (2020) suggests that attitudes are evaluative judgments—positive or negative—towards specific objects, people, situations, or ideas. They are shaped by underlying beliefs and influence how individuals respond emotionally and behaviourally. Research shows that attitudes are specific, context‑dependent, and can vary in strength. They are less stable than values and are not as central to a person’s identity. Attitudes reflect a person’s stance on an issue (e.g., “I dislike unethical behaviour”), often arising from the beliefs they hold. 
Values are deeply held principles or standards that guide behaviour across different situations. They represent what individuals consider important in life, such as honesty, fairness, or achievement. Academic literature defines values as abstract, trans‑situational, and enduring, meaning they influence behaviour broadly rather than in one specific context. They are also more closely tied to a person’s self‑concept than attitudes. Values help individuals prioritise what matters most and shape both beliefs and attitudes.
Although beliefs, attitudes, and values are closely related, they operate at different levels and influence workplace behaviour in distinct ways. Beliefs are cognitive ideas or assumptions that individuals hold to be true; they shape how people interpret events but can change when new evidence is presented. In contrast, attitudes are evaluative judgements—positive or negative—towards specific people, tasks, or situations. They are more emotionally driven than beliefs and tend to influence immediate behavioural responses. Values, however, are deeper and more enduring principles that guide behaviour across situations. They reflect what individuals consider morally important or desirable and are therefore more stable and central to identity than either beliefs or attitudes. In summary, beliefs shape perception, attitudes shape emotional responses, and values shape ethical priorities and long‑term behavioural tendencies.
[bookmark: _Toc1697635764]Key Differences
	Concept
	What It Represents
	Level of Abstraction
	Stability
	Example

	Beliefs
	What a person thinks is true
	Moderate
	Can change with evidence
	“Hard work leads to success.”

	Attitudes
	Evaluations (positive or negative) toward specific objects or issues 
	Low (specific)
	Less stable
	“I dislike unfair managers.”

	Values

	Deeply held principles guiding behaviour across situations
	High (abstract)
	Highly stable
	“I value honesty.”



Hanel, P. H. P. et al (2021) suggests that these distinctions are widely recognised in social psychology and organisational behaviour literature, which emphasises that although the three concepts are related, they operate at different levels of abstraction and influence behaviour in different ways.
b. [bookmark: _Toc1380863271]Formation and Development
Beliefs, attitudes, and values do not develop in isolation; they are shaped over time through a combination of personal experiences, social influences, and organisational environments. Understanding how these factors contribute to their formation helps explain why individuals think and behave differently in the workplace.
[bookmark: _Toc1455248230]Generational Influences
Different generations tend to develop shared beliefs and values based on the social, economic, and technological conditions they grew up with. These shared experiences shape how people view work, authority, communication, and change. For example, younger generations who have grown up with digital technology may value flexibility, innovation, and rapid communication, while older generations may place greater emphasis on stability, loyalty, and structured processes. These generational patterns influence workplace attitudes, expectations, and approaches to problem‑solving.
Beliefs, attitudes, and values develop through a lifelong process shaped by generational experiences, cultural and social influences, organisational environments, and professional norms. These factors interact to form the unique perspectives individuals bring to the workplace, influencing how they interpret information, make decisions, and engage with others.
[bookmark: _Toc1991343215]Cultural and Social Conditioning
Culture plays a major role in shaping what individuals believe to be right, important, or acceptable. From early childhood, people learn norms, traditions, and social rules that guide their thinking and behaviour. Social conditioning—through family, education, religion, and community—reinforces these cultural messages. As a result, individuals from different cultural backgrounds may hold different values (e.g., collectivism vs. individualism), which influence how they interpret situations, make decisions, and interact with others at work.
[bookmark: _Toc480980438]Organisational Culture
Once individuals enter the workplace, the organisation itself becomes a powerful influence on their beliefs and attitudes. Organisational culture—its norms, leadership style, communication patterns, and reward systems—signals what behaviours are expected and valued. For example, a workplace that encourages open discussion and innovation may shape employees to value creativity and critical thinking, while a highly hierarchical organisation may reinforce beliefs about following established procedures. Over time, employees internalise these norms, which can strengthen or reshape their existing attitudes and values.
[bookmark: _Toc1149937322]Professional Socialisation
Professional socialisation refers to the process through which individuals learn the standards, ethics, and behaviours associated with their profession. This occurs through training, mentoring, professional bodies, and workplace experience. For example, healthcare professionals are socialised to value patient safety and confidentiality, while those in finance may develop strong values around accuracy and compliance. This process helps individuals adopt the shared identity and expectations of their profession, influencing how they think and act across different workplace situations.
Beliefs, attitudes, and values strongly influence how individuals behave at work because they shape how people interpret information, make decisions, and respond to others. These internal frameworks act as filters through which workplace situations are understood, meaning they can support effective behaviour or create barriers to good judgement and critical thinking.
c. [bookmark: _Toc926262636]Relationship to Workplace Behaviour 
Values are the core principles that guide what individuals consider right, important, or acceptable. Because they are deeply held and relatively stable, values strongly influence professional judgement. For example:
· An employee who values fairness may prioritise equal treatment when making decisions.
· Someone who values efficiency may judge situations based on time and resource use.
Values therefore act as a foundation for ethical reasoning and decision‑making. They influence how individuals prioritise tasks, resolve conflicts, and evaluate the consequences of their actions. In the workplace, this means that two people may reach different conclusions about the same issue because their underlying values differ.
Beliefs influence how individuals interpret workplace events and the intentions of others. They act as a cognitive lens, shaping what people notice, how they explain behaviour, and what meaning they attach to situations. For example:
· A belief that management is supportive may lead an employee to view feedback positively.
· A belief that change is risky may cause someone to perceive new initiatives as threatening.
Because beliefs guide perception, they can either support accurate understanding or distort it, depending on how well‑founded those beliefs are. This has a direct impact on workplace behaviour, communication, and decision‑making.
Attitudes are evaluative judgements—positive or negative—towards specific people, tasks, or situations. They influence how individuals respond emotionally and behaviourally. For example:
· A positive attitude towards teamwork encourages cooperation and open communication.
· A negative attitude towards organisational change may lead to resistance or disengagement.
Attitudes therefore shape day‑to‑day behaviours such as motivation, willingness to collaborate, openness to feedback, and overall performance.
Bias and cognitive filtering occur when beliefs, attitudes, and values influence thinking in ways that are automatic, selective, or distorted. These processes can limit critical thinking by causing individuals to rely on assumptions rather than objective evidence.
Common examples include:
· Confirmation bias – seeking information that supports existing beliefs while ignoring contradictory evidence.
· Stereotyping – making assumptions about individuals based on group membership rather than actual behaviour.
· Selective perception – noticing only the aspects of a situation that align with personal attitudes or values.
These cognitive filters can lead to flawed decision‑making, miscommunication, and unfair judgements in the workplace. Recognising these biases is essential for developing strong critical thinking skills and improving professional practice.
Values guide how individuals make judgements, beliefs shape how they perceive situations, and attitudes influence how they respond behaviourally. Together, these factors form the internal framework that drives workplace behaviour. However, they can also create bias and cognitive filtering, reducing objectivity and affecting decision‑making. Being aware of these influences is therefore crucial for effective critical thinking and professional practice.
In my workplace experience, I have seen how personal beliefs, attitudes, and values influence behaviour and decision‑making. I have observed colleagues interpret the same situation differently because their beliefs shaped their perception, and I have noticed how positive or negative attitudes affected communication and teamwork. I have also recognised moments where my own assumptions or preferences created unintentional bias, influencing how I judged situations or responded to others. These experiences have shown me how easily cognitive filtering can occur and how important self‑awareness is for maintaining fairness, objectivity, and effective critical thinking at work.

3. [bookmark: _Toc238340472]Application to Workplace Behaviour
Critical thinking plays a central role in shaping effective workplace behaviour. It supports sound judgement, strengthens leadership capability, improves communication, and helps individuals understand and work with differing perspectives. Applying critical thinking in these areas enables employees to make informed decisions, reduce bias, and contribute to a more collaborative and productive organisational environment.
a. [bookmark: _Toc65881783]Strategic Judgement
Strategic judgement involves evaluating information, identifying priorities, and making decisions that align with organisational goals. Critical thinking supports this by enabling individuals to:
· Analyse complex situations rather than relying on assumptions
· Weigh evidence and consider risks before acting
· Challenge existing practices when they no longer meet organisational needs
By applying critical thinking, employees can make decisions that are not only reactive but forward‑looking, ensuring that choices contribute to long‑term organisational success.
b. [bookmark: _Toc21624463]Leadership
Effective leadership relies heavily on critical thinking. Leaders must interpret information accurately, remain objective, and guide others through uncertainty. Critical thinking enhances leadership by enabling individuals to:
· Recognise bias in their own thinking and decision‑making
· Evaluate multiple viewpoints before choosing a course of action
· Make fair, evidence‑based decisions that build trust
· Adapt their approach when circumstances change
Leaders who think critically are better equipped to solve problems, support their teams, and create a culture of reflective, ethical practice.
c. [bookmark: _Toc28869109]Communication
Communication is influenced by how individuals interpret information, manage emotions, and respond to others. Critical thinking strengthens workplace communication by helping individuals to:
· Distinguish fact from opinion
· Listen actively and question assumptions
· Communicate clearly, logically, and respectfully
· Identify misunderstandings or bias in discussions
When employees apply critical thinking to communication, interactions become more constructive, reducing conflict and improving collaboration.
d. [bookmark: _Toc517143783]Differing Perspectives
Modern workplaces bring together people with diverse backgrounds, experiences, and viewpoints. Critical thinking helps individuals navigate these differences by enabling them to:
· Recognise how beliefs, values, and attitudes shape perception
· Consider alternative viewpoints without immediate judgement
· Identify potential bias or cognitive filtering in their own thinking
· Make decisions that are inclusive and evidence‑based
By valuing differing perspectives, employees can generate more creative solutions and avoid narrow or one‑sided decision‑making.
Applying critical thinking to workplace behaviour enhances strategic judgement, strengthens leadership, improves communication, and supports the fair consideration of differing perspectives. These skills help individuals make balanced, objective decisions and contribute to a more effective and inclusive organisational culture.
4. [bookmark: _Toc1858932969]Critical Evaluation of Management Theories
a. [bookmark: _Toc46709675]Overview of Theories
Henri Fayol’s Administrative Management Theory and Max Weber’s Bureaucratic Theory are classical management approaches developed in the early 20th century, during a period of rapid industrial growth when organisations needed clearer structure and more efficient systems. Both theories were created to bring order, predictability, and consistency to workplaces that were becoming increasingly complex.
However, critics argue that Fayol’s principles are overly prescriptive and assume that organisations operate in stable, predictable environments. This limits their usefulness in modern, dynamic workplaces where flexibility and adaptability are essential. 

Some academics also note that Fayol’s emphasis on hierarchy may conflict with contemporary values such as employee empowerment and participatory decision‑making, suggesting that managers with more collaborative or equal rights principles may interpret his principles as outdated or restrictive.
Fayol’s Administrative Management Theory focuses on the work of managers and how they can lead more effectively. He identified five core managerial functions—planning, organising, commanding, coordinating, and controlling—which provide a structured framework for leadership. Fayol emphasised unity of direction, clear communication, and the importance of competent management, arguing that organisational success depends on strong leadership and coordinated effort.
In contrast, Weber’s Bureaucratic Theory concentrates on the structure of the organisation itself. Weber argued that formal rules, defined hierarchies, and specialised roles create fairness, consistency, and efficiency. He believed decisions should be based on objective procedures rather than personal judgement or favouritism, helping organisations operate predictably and professionally.
Yet, Weber’s model has been criticised for promoting rigidity and stifling innovation, as strict rules and hierarchical control can slow decision‑making and reduce employee autonomy. Researchers also highlight that Weber’s assumption of rational behaviour overlooks the emotional, social, and political dynamics that influence real organisational life. Additionally, individuals who value creativity or flexibility may view bureaucratic structures as constraining, whereas those who prioritise order and stability may see them as essential.
Although both theories aim to improve organisational effectiveness, they differ in focus: Fayol emphasises managerial behaviour and leadership practices, while Weber prioritises organisational structure, rules, and formal processes. Despite their age, both theories continue to influence modern workplaces, forming the foundation for contemporary management practices such as standard operating procedures, leadership roles, and organisational hierarchies.
Henri Fayol – Example of value‑based interpretation
Someone who values structure and clear authority may see Fayol’s principles as helpful and necessary. However, a manager who values collaboration or shared decision‑making amongst staff, may view his emphasis on hierarchy as outdated or restrictive.
Some researchers argue that Fayol’s principles can be overly rigid in modern, fast‑changing environments (Wren & Bedeian, 2009)
Max Weber – Example of value‑based interpretation
For people who value order, consistency, and fairness, Weber’s bureaucratic model can seem reassuring and logical. But individuals who prioritise innovation or autonomy may interpret bureaucracy as limiting, slow, or overly limited by excessive rules.
b. [bookmark: _Toc1425902387]Pre-Existing Beliefs
Before studying these theories, my own beliefs about workplace management were shaped mainly by practical experience in the dog‑grooming salon. I believed that:
· Good management relies on clear communication and teamwork
· Fairness and consistency are essential for maintaining trust
· Flexibility is important because every dog and every customer is different
· Leadership should be supportive rather than authoritarian
These beliefs were based on day‑to‑day interactions rather than formal theory. Learning about Fayol and Weber has helped me understand why certain practices work well and where structure can improve efficiency.
c. [bookmark: _Toc1460458084]Differences Between Theories and Value Systems
[bookmark: _Toc1099008664]1. Fayol vs. My Values
Fayol’s focus on planning, coordination, and clear leadership aligns well with my belief in communication and teamwork. However, his approach can sometimes feel top‑down, whereas I value collaborative decision‑making and shared responsibility.
[bookmark: _Toc1653143624]2. Weber vs. My Values
Weber’s emphasis on rules, hierarchy, and impersonality supports fairness and consistency, which I value. However, his theory can feel rigid. In a dog‑grooming salon, flexibility is often necessary — for example, adapting to a dog’s behaviour, a customer’s request, or unexpected safety concerns. My value system prioritises empathy and adaptability, which Weber’s model does not fully account for.
[bookmark: _Toc1753899904]3. Personal Values vs. Formal Structure
My values emphasise compassion, teamwork, and open communication. While both theories support structure and clarity, they do not fully reflect the emotional and relational aspects of working with animals and customers. This creates a gap between theory and the realities of a small, service‑based workplace.
d. [bookmark: _Toc1221208876]Constraints
Although both theories offer useful guidance, several constraints limit their full application:
[bookmark: _Toc1259968263]1. Size of the Organisation
Weber’s bureaucratic model was designed for large institutions. A grooming salon is small, with fewer staff and less need for multiple layers of hierarchy. Too much bureaucracy could slow down decision‑making and reduce flexibility.
[bookmark: _Toc1528369044]2. Need for Flexibility
Both theories emphasise structure, but grooming work often requires quick judgement and adaptation. Strict rules cannot always account for unpredictable animal behaviour or unique customer needs.
[bookmark: _Toc1724393685]3. Emotional Labour
Neither theory addresses the emotional aspects of working with animals or managing anxious customers. Empathy, patience, and relationship‑building are essential in grooming but are not emphasised in classical management theories.
[bookmark: _Toc1254675941]4. Limited Resources
Small businesses often lack the time, staff, or financial resources to implement formal systems, training programmes, or detailed procedures in the way Weber or Fayol might recommend.
[bookmark: _Toc346561695]5. Modern Expectations
Contemporary workplaces value collaboration, wellbeing, and autonomy. These expectations can conflict with the more rigid, hierarchical approaches of classical management theories.
Fayol and Weber provide valuable insights into structure, leadership, and organisational efficiency, but their theories do not fully reflect the flexible, customer‑focused, and emotionally demanding nature of a dog‑grooming salon. My own values emphasise fairness, communication, and adaptability, which means I draw on elements of both theories while recognising their limitations in a small, modern service environment.
[bookmark: _Toc1234152494]Reflective Engagement with Management Theories in Practice
While completing this section, I actively reflected on how each part of the analysis connects to my day‑to‑day experience in the dog‑grooming salon. When exploring Fayol’s Administrative Management Theory, I considered how planning, organising, and coordinating already shape our daily routines—for example, scheduling appointments, preparing equipment, and managing the flow of dogs through the salon. This helped me recognise that many of Fayol’s principles naturally occur in our workplace, even without formal managerial structures.
When examining Weber’s Bureaucratic Theory, I reflected on the rules and procedures we follow, such as safety protocols, handling guidelines, and record‑keeping. These examples helped me see how bureaucratic elements support fairness, consistency, and professionalism, even in a small business. At the same time, I evaluated where strict rules can become limiting, especially when flexibility is needed to respond to unpredictable dog behaviour or individual customer needs.
Engaging with these theories encouraged me to compare formal management principles with my own values and lived experience. It helped me identify where structure supports our work and where relational skills, empathy, and adaptability play a more significant role than classical theories acknowledge.
5. [bookmark: _Toc1435961703]Synthesis and Development
The analysis shows that beliefs and values have a powerful influence on workplace behaviour, shaping how individuals interpret situations, make decisions, and interact with others. In the dog‑grooming salon, this is especially visible in how staff approach animal welfare, customer service, teamwork, and safety. For example, strong values around compassion and care influence how groomers handle anxious or aggressive dogs, while beliefs about fairness and professionalism shape how staff communicate with customers and colleagues. These internal frameworks guide judgement and behaviour, often without conscious awareness, and can either support or hinder effective practice depending on how reflective individuals are.
Despite their importance, beliefs and values can also create blind spots:
· Assumptions may go unchallenged, such as believing certain dog breeds are always difficult or certain customers are always demanding.
· Personal values may conflict with organisational needs, for example prioritising perfectionism over efficiency.
· Bias may influence decision‑making, such as favouring familiar methods or colleagues.
· Emotional responses may override objectivity, especially in a high‑pressure, animal‑focused environment.
· Rigid beliefs may limit adaptability, making it harder to accept new procedures or management approaches.
These blind spots can reduce the quality of judgement, affect communication, and create inconsistency in service delivery.
Critical thinking models such as RED (Recognise assumptions, Evaluate evidence, Draw conclusions) and Toulmin’s Argument Model provide structured ways to challenge bias and improve decision‑making.
[bookmark: _Toc1918867109]1. RED Model
The RED Model is a practical critical‑thinking framework designed to help individuals make more objective, evidence‑based decisions.
Recognise Assumptions - Staff can identify where personal beliefs or past experiences may be influencing their perception — for example, assuming a dog will behave badly because of its breed or previous visits.
Evaluate Evidence - Instead of relying on assumptions, groomers can assess the dog’s current behaviour, customer information, and safety considerations. This encourages more objective, evidence‑based decisions.
Draw Conclusions - Conclusions are based on facts rather than bias, leading to fairer, safer, and more consistent outcomes.
Applying the RED Model in a dog grooming environment provides groomers with a structured way to think critically, reduce bias, and make safer, more consistent decisions. Because dog grooming involves unpredictable animal behaviour, customer expectations, and safety risks, the RED Model helps staff approach each situation with greater clarity and objectivity.
[bookmark: _Toc1317285747]2. Toulmin’s Argument Model
This model helps structure reasoning by breaking decisions into:
· Claim – What decision is being made (for example “This dog requires two groomers for safety”).
· Evidence – Behavioural observations, past records, or risk assessments.
· Warrant – The reasoning linking evidence to the claim (e.g., “Dogs showing X behaviour pose a handling risk”).
· Backing – Policies, training, or professional standards.
· Qualifier – Acknowledging uncertainty (“In most cases…”).
· Rebuttal – Considering alternative explanations or exceptions.
Using this model encourages dog groomers and managers to justify decisions clearly, reduce emotional bias, and communicate reasoning more effectively.
6. [bookmark: _Toc704177173]Conclusion
This report has demonstrated that beliefs, attitudes, and values play a significant role in shaping workplace behaviour, influencing how individuals interpret situations, make decisions, and interact with others. The analysis showed that while beliefs guide perception and attitudes shape emotional responses, values provide the deeper ethical framework that directs long‑term behaviour. Understanding these distinctions is essential because unexamined beliefs or rigid values can create bias, limit objectivity, and affect the quality of professional judgement.
The evaluation of Fayol’s and Weber’s management theories highlighted how classical models of structure and leadership can inform workplace practice, while also revealing their limitations in small, service‑based environments such as a dog grooming salon. Integrating these theories with personal insight illustrated the importance of balancing organisational structure with empathy, flexibility, and relational skills.
Overall, the report emphasises that recognising one’s own beliefs, attitudes, and values is crucial for developing self‑awareness and reducing the impact of cognitive bias. Critical thinking plays a central role in this process. Models such as RED and Toulmin provide structured methods for questioning assumptions, evaluating evidence, and forming fair, evidence‑based conclusions. By applying these approaches, individuals can improve decision‑making, enhance communication, and contribute to a more reflective, consistent, and professional workplace culture.







[bookmark: _Toc1187203864]References
Arum, R. and Roksa, J. (2011). Academically Adrift: Limited Learning on College Campuses. Chicago: University of Chicago Press.
Asana. (2026). 7 steps to uplevel your critical thinking skills. https://asana.com/resources/critical-thinking-skills
Belbin. Belbin. Belbin.com. Published 2026. Accessed March 4, 2026. https://www.belbin.com/about/belbin-team-roles
‌Building Better Leaders. (2023, August 15). The RED model for critical thinking. https://buildingbetterleaders.co/stories/the-red-model-for-critical-thinking 
Hatch MJ. Organizations. (Published online March 1, 2011) https://doi.org/10.1093/actrade/9780199584536.001.0001 
‌Oxenham, D. (2020). Critical Thinking Learning Models. David Oxenham. Available at: https://learninganddevelopmentconsultant.wordpress.com/critical-thinking-learning-models/.
Haber, J., & MIT Press. (2020). Critical thinking (1st ed.). The MIT Press.
Haddock G, Thorne S, Wolf LJ. (2020) Attitudes and Behavior. Oxford Research Encyclopedia of Psychology. Published online August 27, 2020. https://doi.org/10.1093/acrefore/9780190236557.013.449 
‌Hanel, P. H. P., Foad, C. M. G., & Maio, G. R. (2021). Attitudes and Values. In: M. Hogg (Ed). Oxford Research Encyclopaedia of Psychology. https://doi.org/10.1093/acrefore/9780190236557.013.248 
Indeed Editorial Team. (2025). How to think critically: A guide to developing critical thinking skills at work. Indeed Career Guide. https://uk.indeed.com/career-advice/career-development/how-to-think-critically 
Knowles, W. H. (1973). [Besprechung von:] Wren, Daniel A.: The evolution of management thought. New York 1972. Journal of Economic Literature, 11(2), 577–579.
Li, J. (2024, October 4). How to think critically. The University of Sheffield. https://sheffield.ac.uk/study-skills/research/approaches/thinking-critically ‌
Pearson Education. (2013). The RED model of critical thinking. https://www.pearson.com/content/dam/one-dot-com/one-dot-com/global/Files/about-pearson/innovation/RED-Critical-Thinking-Model.pdf 
Rev. of Boyle, Nicholas. German Literature: A Very Short Introduction. Oxford: Oxford University Press, 2008. Forum for Modern Language Studies, 45(3), 352–352. https://doi.org/10.1093/fmls/cqp055 
Wulandari, R., Baedhowi and Hindrayani, A. (2021). Measuring Critical Thinking Skills with the RED Model. Journal of Physics: Conference Series, 1808(1), p.012030. https://doi.org/10.1088/1742-6596/1808/1/012030 

	
	
	



image.png
PRIFYSGOL CYMRY ———————
Y Drindod Dewi Sant
L ——————— UNIVERSITY OF WALES
Trinity Saint David




