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[bookmark: _Hlk99223881]An Overview of Critical Thinking.

Critical thinking refers to the ability to analyse information objectively and make a reasoned judgement. It consists in assessing sources such as data, facts, observable phenomena, and research findings. To clarify the term, let us remind ourselves of this critical thinking, although it is difficult to quantify is defined as the intellectual ability that provides a disciplined process of analysis, synthesis and evaluation of the information acquired through observation, experience, reflection, or communication to develop beliefs and a plan of action. In fact, instead of being a competency, critical thinking is an approach. 
When thinking critically, approach a topic in a certain manner:
Clarify the purpose for which we are looking at the topic ("What am I trying to achieve?")
Ask the right questions to analyse the topic ("What questions do I need to answer to solve the problem?")
Identify existing hypotheses on the subject and consider whether they are justified ("What evidence supports this allegation?")
Define our point of view or point of view on the subject ("In which perspective should I address the subject?")
Identify other perspectives on the topic ("Are there other perspectives to take into consideration?")
Base our thinking on data, information, and evidence ("Which experience, or information does this statement support?")
Identify and suppress preconceptions and simple hypotheses ("What should I deal with as if they were obvious?")
Clearly explain the concepts and main elements of the thinking ("Can I explain this idea?")
Describe the positive and negative impacts and consequences of the reasoning ("If we agree with this conclusion, what are the consequences?")






[bookmark: _Hlk99224129]Critical Thinking in The Workplace 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 carried out 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)



Herzberg's Theory of Motivation and Maslow's Hierarchy of Needs

Developing and modifying Maslow's theory of hierarchy of needs, Frederick Herzberg came to the conclusion that there are two groups of factors that influence the employee's feelings towards his work: motivating factors (intrinsic or content), that is, factors that lead to extreme satisfaction: – Self-actualization – Recognition – Work for oneself – Responsibility – Advancement Hygienic factors (extrinsic or context), factors that lead to extreme dissatisfaction: – Interpersonal relationships – Company policy – Control – Salaries – Working conditions. (Herzberg ,2017)
[bookmark: _Toc95307880]
The main theories of staff motivation are theories that always precedes practice, and to achieve the objectives regarding employee motivation, we must know first, the principles regarding what drives people and what are their priorities. The most well-known theories regarding staff motivation are: The theory of the hierarchy of needs, according to McLeod (2007), Maslow's Hierarchy of Needs is the one who made the pyramid of needs, the requirements of the lower stairs must be met before moving to the upper stairs. Maslow argues that the hierarchy of human needs is as follows:
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In Maslow's concept, a person is a being that wants more and more, and what he wants depends on what he already has. 
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[bookmark: _Hlk99224453]John Adair Theory: Action-Centred Leadership

In the 1970s, researcher John Adair, a well-known British theorist in the field of leadership and development, studied at universities, the Action-Centred Leadership model. It is still used successfully today for teamwork and management within organisations around the world. Adair incorporated his theory into a diagram of three interlaced circles.

                                [image: adair]

Adair believes that a good manager and leader should have complete control over the three major areas that make up the Action-Centred Leadership model and must be able to use each of the elements according to the situations they face. Once he can do those things and maintain balance, he will get results, build characters, enhance quality, develop teams and productivity, and be the brand of a successful manager or leader. 
The three parts of John Adair's model are three interlaced circles which represent the three main management responsibilities: Execution of the task; Team management; Leadership of the envious. (Adair ,1973). 
The theory of equity demonstrates that the motivation of the employees is influenced both by the absolute value of the rewards and by the relative value of these earnings, relative to others. 
Adair was the first to show that leadership is a competency that can be educated/trained, transferable, and that we do not necessarily have to be born with. 
Through this theory, Adair was able to change the perception of management to include leadership, skills associated with decision-making, communication, and time management. 
The needs of individuals vary from person to person, but the effective leader will consider each person's behaviour and feelings.
Daniel Goleman Emotional Intelligence Theory 

According to the American psychologist Daniel Goleman (2001) and creator of the concept, emotional intelligence is as important as the intellectual capabilities of employees.
Individuals who have strong emotional intelligence are better leaders and vice versa. 
Therefore, the level of management does not depend on the position a manager occupies within the business, but its capacity to integrate with employees and communicate with others. 
Only by conforming to these criteria can a leader be regarded as an effective leader. 
A manager is judged by its behaviour and actions, also by its non-verbal communication. 
Based on the principle of "dedication and giving", employees will easily meet their demands, relying on respect and attention to their needs. Empathy and social skills play an essential role here. There are four distinct levels of emotional intelligence: emotional perception, the ability to react using emotions, the ability to understand feelings and deal with them. 
Emotional Intelligence – “is the ability to monitor one’s own and other’s emotions, to discriminate among them, and to use the information to guide one’s thinking and actions” (Salovey & Mayer 1990).
Daniel Goleman, (2020), a psychologist who contributed to the idea of popular emotional intelligence, introduced the concept of emotional intelligence as encapsulated by four elements:
Self-Awareness; Self-Management; Social Awareness; Social Skills
The theory is straightforward: the more you control and manage each of these elements as a leader, the higher your emotional intelligence is.

[bookmark: _Hlk99225079]







William Edwards Deming 14 Points Theory

William Edwards Deming (1900-1993) is well known as the leading thinker in quality management. His philosophy is one of cooperation and continual improvement; it avoids blame and redefines mistakes as opportunities for improvement. 
Deming places great importance on the responsibility of management, both at individual and company level, for maintaining quality.
It presents the concept of "deep knowledge", a term used to describe accumulated understanding and awareness:
-Coherence of purpose.
-Taking responsibility for change.
-Constant and definitive improvement to reduce long-term costs.
-On-the-job training of staff
-Leadership training.
-Removal of fear.
-The right to professional pride
-Training each employee to make the change
-Incorporating quality into the project and reducing the need for inspection
[bookmark: _Hlk99225035]Deming's 14 Points on Quality Management, or the Deming Model of Quality Management, a core concept for implementing total quality management, a series of management practices aimed at helping companies improve their quality and productivity. 









Edward De Bono Six Thinking Hats

The six thinking hats technique, developed by De Bono (2017), is a communication and reasoning tool. The technique of six thinking hats is a classic dynamic to encourage communication in businesses, but it is also common as an exercise in universities and classrooms of secondary school.
Edward de Bono suggests that business meetings would be more effective if participants dropped their ego and instead wore imaginary colour coded hats, such as, red for emotion, black for negative thoughts, white for information, blue for leadership, green for creativity and yellow for optimism - and worked towards a common objective.

Firstly, because it allows us to enter and leave a certain role (emotional, critical, optimistic, creative) without feeling involved at the personal level. For example, someone may not feel at ease when it comes to-and expresses unreasonable emotions in leggings with a company, while if he is "forced" to wear the red hat, he will do so freely. Or we are afraid to unveil a new and strange idea, but with the green hat "in our head" we are even encouraged to do so. In addition, more suggestively: criticizing and receiving criticism leads to discussion, discontent, and defence of these positions. But if those critics are made "with the black hat on his head", the negative element of this activity is considered as a necessary moment in the development of an idea.
The use of parallel thinking via the "Six Thinking Hats" method, reduces the time devoted to operational meetings to find solutions to problems that occur in the life of a team, implicitly in the life of an organization. It also contributes to the resolution of interpersonal conflicts by eliminating conflicting discussions in which the parties concerned want to win disputes and demolish their opponents. This method may be universally applicable. We can use it during business meetings. In brainstorming sessions, by solving problems, solving a conflict and, why not, as an individual method of organizing thinking. (Kivunja, 2015)





Douglas McGregors XY theory

Douglas McGregor (1960) brought an important contribution to the approach - giving management. Based on the human factors approach, Douglas McGregor shares existing concepts in theory and practice of directional axes in two categories, that they enter the "X theory"- classical - and "Y theory"- modern. Theory X has long been the foundation for leadership practice and defines traditional authoritarian structures. According to this, the human being has an inherent aversion to work, seeking to avoid it as much as possible; the achievement of results is conditioned by control, menace, punishment. 

The theory of Y is considered modern and is based on considering of human resources in the process of management, people manifesting floss- segment to work and a positive motivated attitude. The general principle that emerges from the "my theory" is that of integration and self-control. Under this theory, work requires a physical and mental effort like that submitted for rest and pleasure. Consequently, the work can be satisfactory when it is done voluntarily and without constraint. The average individual can self-manage and self-control, and to direct the efforts of individuals to achieve the objectives of the organization, outward control and the threat of retribution are not the only means. Effective employee participation in progress- poor activity can be achieved by offering rewards over time in proportion to the work performed. 

The premises that underpin Theory X are listed below: 
By nature, a person is indolent and will avoid work to the extent possible. The average person is unambiguous, dislikes responsibility and prefers supervision.
It is self-centred and does not care about the objectives of the organization.
The employee resists change and places the highest priority on job safety. 
People who are not highly intelligent and can be easily tricked. 
Management then directs the efforts of employees and motivates and controls their actions to make them work for the needs of the organization. 
In addition, they need to be monitored, persuaded, rewarded, and punished, otherwise they will remain inactive.





The Y theory is a modern approach to motivation that McGregor has proposed:
Employees enjoy working and are natural to play and rest. 
The execution of the work is discretionary and provides a sense of accomplishment, if important. 
Achievement awards led to commitment to objectives.
Ordinary workers do not escape their responsibility but look for them. 
The capabilities and calibre of employees are underutilized, with unlimited potential.
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Frederick Herzberg Theory Motivation to Work

Frederick Herzberg (2017) He was born on April 18, 1923, and passed away on January 19, 2000, American psychologist, he invented the concept of "job enrichment" (job enrichment) and the theory of the two factors (motivators and hygiene) of job satisfaction. Of all psychologists, it was Frederick Herzberg, who studied mostly happiness and unhappiness at work. (Alshmemri et al. ,2017)

Based on the Herzberg hypothesis (2017), there are two categories of factors that affect an employee's well-being. There are the factors that motivate him: like the pleasure of working in a certain occupation or the success of his career. On the other hand, there are factors the lack of which leads to unhappiness, like money, if you do not earn enough, then you are not satisfied. The problem is, when you make enough money, it is not important for you anymore. You are no longer aware of them, and you are focusing on other factors with which you are not satisfied. It is precisely for this reason that higher wages will never guarantee happiness in the workplace. Moreover, the level of earnings is a highly subjective issue. 
Herzberg’s theory is that if you get a big salary, a million pounds a year, but your colleague gets two million, chances are you are unhappy. Either you consider yourself injured, or you realize that your colleague is twice as effective as you. It is a question of conceit. Those who work for pleasure also face obstacles along the way. One is the salary. Interesting and relaxing jobs do not always pay well. Then, a job you loved in the beginning can become a routine in just a few years. And the more experience you gain, the better your chances of being promoted to a management role where you treat less with what you enjoy and more with the management of the resources that are offered to you. Obviously, some people have always wanted to be the boss. Others, however, refuse promotions and higher wages precisely to keep doing what they love. A person who does interesting and well-paid work will always be unhappy if he does not support his bosses or colleagues.






George Elton Mayo Father of Human Relations

American psychologist and sociologist, researcher on organizational and management problems in organizations, is one of the founders of American industrial sociology and the doctrine of "human relations". He has carried out several research projects and experiments, including the Hawthorne experiment. He founded the movement "for the development of human relationships" and is one of the founders of the school of human relationships. Mayo (1949)

Elton Mayo discovered the role of psychosocial factors, interpersonal relationships and informal (unofficial) organisation within the work activity. He has shown that the assumption of the "mob" that the individual pursues his own narrow and petty interests is wrong. Persons have social, esteem and status needs, participation in informal relationships, membership, and psychosocial identity. Put in a competitive position with others and especially with the restrictive standards of the organization, people resist, build groups and standards that strengthen this resistance. The motivation of the employees must consider their personality, meeting the basic needs of the individual, as well as the superior needs.

[bookmark: _Hlk99225607]Elton Mayo is referred to as the Father of Human Relations Movement. The Hawthorne experiences were a milestone in the evolution of leadership thinking. Numerous organizations have taken steps to improve relationships with workers. Managers were expected to assume a new role and to develop new concepts of authority, motivation, and leadership.












Conclusion

Too few people think about the ton of responsibility that weighs on your head daily as a leader. It is not easy to be a manager, to have officials, to be responsible for whatever moves in your workplace. As a manager, it is not surprising that you come to work first, and you are the last one to leave the workplace. If you want to streamline your management techniques, have results just as good with your employees as if you made each of your movements yourself, and in addition to that, to have a personal life that begins before 10pm, then encourage your employees to use their critical thinking and decision-making skills more often and everyone will benefit. If we all believed and did not do research, things could go simple, and we would just need luck to arrive where we want to be. However, in today's world, it is crucial to be able to argue a hypothesis, to deal critically with a situation, whether you are a manager or an executor. 

Every team leader should encourage their employees to put themselves in their shoes when they have a decision to make, when something unexpected happens, when the manager is away or engaged in something more important. If you have a team in charge that stands in line at your door every time it takes reason, practicality, and critical thinking... it is serious! Wastage of time, energy, resources. On the other hand, if you train your employees to think critically, using their own neurons, you will notice positive changes, new ideas will tend to appear more like fungi after the rain, the team will be more dynamic and united (critical thinking often involves controversy, thorough argumentation, teamwork); solutions with wide applicability, both for a given situation and for the future, will emerge more frequently. 

Finally, it will build confidence at the same time on your side, as a manager, who know that people in your background can also manage without sitting beside their chair 9 hours a day and be confident that they can do an excellent job on their own. 


[bookmark: _Toc95307881]The first step of encouraging critical thinking is to help employees do a mental responsibility exercise. If he presents you with a problem, he expects you to solve, you may begin by asking him what he thinks should be done. Questions such as "What would you choose?" "What would the outcome be if we made your choice?" ', 'What are the risks associated with the alternative you propose? "What alternatives come to mind as solutions?".

Being a manager does not mean doing parenting exercises, but helping your employees, as a real coach, develop professionally, have vision, and take risks. When you need to fix a problem, you can choose the algorithmic path, that is to use schematics that have already proven effective. Our thought has this great power to create logical patterns through which to respond to life situations, patterns which we store later. Critical thinking, however, implies something more than the choice of a plan to respond to a stimulus – it is a matter of getting the stimulus through a range of filters that will eventually lead us to the right choice of the response scheme. 
The first filter is analysis – here you do a mental deconstruction to better understand the issue. 
Sometimes we make impulsive decisions, we do not analyse enough, we hurry, or we do not think about the consequences. In other words, sometimes we do not have a critical mindset and rush to resolve a problem or a decision. Clearly, it is not enough to put one's hand in people's heads to make them experts in analysing problems and providing solutions, but small formations to enable debates and controversies, small adjustments on the fly, your encouragement, and the open door they can open when they need advice will help you make them decision-makers and action-makers. A successful business involves not only a person who knows everything that moves and does all the work by himself, but a team in which all people count, where individual responsibility is also assumed and, finally, where everyone grows. 
After studying these theories, I try to implement them at my workplace. I work in a mental hospital, dementia department. Our value is to provide an environment which is conductive to a feeling of wellbeing, and to meet the physical, psychological, and social needs of older person with dementia and to provide support for the carers and relatives. We try to create a warm homely environment which adopts a comprehensive approach to care through understanding and sensitivity to patient’s needs, thereby enabling them to feel safe, comfortable and enjoy an excellent quality of life. we believe not all older people are the same, they have the right to be treated equally and without discrimination, they have the right to be valued, they have the right to make decision and be supported to do so if necessary. patients are encouraged to participate in a range of structured activities as identified in the individual activity programme and care plan. these activities are intended to build upon individual patients’ abilities as well as promoting lifelong hobbies and interests.
there is no known cure for dementia yet. however, scientists are trying to find one. we believe some activity and therapies they can help patients whit dementia to live well for many years.
[bookmark: _Hlk45960013][bookmark: _Toc95307898]
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