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This report will critically analyse the company’s beliefs, values and attitudes towards their employees. RED critical thinking (Think Watson, 2017) will be applied to categorise and conclude the efficiency in the corporation. The RED model arranges a path for understanding critical thinking. Each letter specifies the criteria required for successful evaluation. R is recognising assumption by separating facts and opinions. E is to evaluate arguments by objectively analysing information. D is drawing a conclusion logically from the available evidence. According to Cottrell (2017), critical thinking provides the tools required to establish scepticism and doubt constructively, this then results in successful analysis of information.
In addition to RED theory, Toulmins argument theory will be applied to unfold the limitation and strengths of an argument. The six aspect to this theory is: data (facts to prove the argument), claim (the statement being argued), warrants (the statements that bridge between claim and data), qualifiers (limit the strength of an argument), rebuttals (counter argument) and backing (statements which support the statements. 
The two companies that will be analysed on their beliefs, values and attitude are Amazon and Kelloggs. 
The second aspect will delve into management theory and critically assess its impact using belief, attitudes and values. 
To generate a process to solve critical thinking is to use the IDEAS concept, which is to identify the problem, determine relevant information, enumerate operation, assess the situation and scrutinize the process. The two organisations that will be assessed are also Amazon and Kellogg’s. 
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There is a resilient correlation between values, beliefs and attitudes. The values of a company are underpinned by their beliefs, which form the basis of their attitudes. A value is standards that group of people hold highly, this will guide in decision-making. Beliefs underpin our value; it has been defined as an idea in which a person deems to be true. (Khan 2018) The beliefs and values will result in the attitude communicated through words or behaviour.  Furham (2008) defines belief as a concept which has no evaluation and from this belief the derives a person’s attitude in which they behave. 
As stated previously, the two companies chosen for this report are; Amazon and Kelloggs as they are a great contrast in their beliefs, values and attitudes, as well as the format it is implemented in each of the companies. 
Jeff Bezo established Amazon in 1995, initially as a bookstore, the company then expanded to an electronic commerce and cloud computing company, which began its online service in 2006. The company currently has a net value of 430 Billion dollars.  The company’s mission statement is “to build a place where people can come to find and discover anything they might want to buy online. “
Kellogg company is an American multinational food manufacturing company, which was established in 1906 by Will Keith Kellogg. The company has currently a net worth of 21.11 Billion dollars and have 33,000 employees worldwide. 
Amazon’s values and beliefs are constructed through the following fourteen objectives which is outlined as: customer orientated values to ensure customers keep their trust. The ownership and is given to the leaders. The leaders are responsible for making correct choices to fix solutions and to hire high standard employees. In addition to given authority to find diverse perspective and disconfirm their beliefs Leaders must ensure tasks are completed in the correct manner whilst using less time. Earn trust allows leaders to speak candidly even if it is awkward and treat others with respect. The last objective is to deliver results which requires leaders to focus on the key input for Amazon and deliver with the right quality and time. (Amazonjob.com)
The fourteen values suggest that Amazon is a customer centric company, with its sole purpose to that ensure customers are satisfied and leaders can apply their authority and judgement in order for this to occur. It could be argued at leaders’ interpretations of these criteria, especially implementing high standards, can dehumanise the workplace and having regards for empathy for the employees. (Evidence – amazon dehumanising). There is no objective about the employees or their wellbeing, which suggests that they are not a priority, only the customers are as they produce the revenue. Their mission clearly suggests that Amazon is an environment for the customers. The mission statement alone has received numerous backlashes, as Jeff Bezos believes that acknowledging empathy in the workforce causes a hindrance to their role (Forbes, 2017). Companies with a lack of empathy are losing employees, as they do not feel engaged, therefore, actively searching for other places of work (Forbes, 2017). Fortune 500 categorised Amazon as the second most highest employee turnover for 2018. It has been suggested that the employees are ‘burning out’ quickly and therefore struggling to keep with the pace of their role. This however raises the question of how Amazon is managing to maintain the attitude of lack of empathy and still managing to hire employees. 
K. W. Kellogg had a key passion for caring for the people around him. This has been encompassed in the K values, which are: acting with integrity and show respect, everyone is accountable, being passionate about their business, brand and food, have humility and hunger to learn, striving for simplicity and love for success (Kelloggs.co.uk). This is a complete contrast to Amazon’s values as Kellogg’s values are instilled though developing their employees in order to gain success. They prioritise their employees as well as their customers. Kellogg’s belief statement focuses on employees and brings them further to also benefit the company. This is an addition to their vision to enrich and thrive. 
In 2010, Amazon had stated that they have invested 9.3 Billion pounds to ensure a dedicated and enthusiastic workforce (Amazoncareers.co.uk). Furthermore, minimum wage will be an average of £9.50, with all employees receiving benefit packages: such as private medical insurance, income protection, subsidised meals and employee discount. 
Amazon instilled the controversial zero hour contract but have suggested that 95% of temporary employees are working forty hours a week (Amazoncareers.co.uk). In addition, temporary employees will be paid 20 hours a week even if Amazon has not provided employees with 20 hours. The organisation is committed to treat their employees with dignity and respect, as well as encourage employees to communicate regularly with management. In order to monitor the productivity, Amazon ‘Kaizen’ programme, which consists of employees working in small groups, therefore, identifying improvements. This suggests that Amazon want to support their employees theoretically but it is not actually being implemented. 
In contrast, Kellogg’s do not incorporate zero hour contracts in their company as this instils uncertainty in the employees (Kellogg.co.uk). If they require extra staff, then agency staff or seasonal staffs are recruited with a clear indication of their end date. Kellogg’s understand that employee’s personal situations can be changed, to which they have established ‘flexi-time’ for employees to accommodate to their lives. Furthermore, they have opportunities to work part time, job sharing and can have career breaks, parental leave and time off for dependants. This demonstrates that Kellogg’s take in to account of employee’s feeling and support in ‘de-stressing’ the solution through these methods. This shows that their value of empathy towards their employees is complied with through their behaviour and attitudes they instrument for their employees. 
By applying zero hour contract, Amazon can remove employees if they believe there are not efficient in their roles without having to using the long process of termination and can find staff for the role more quickly. Whereas, Kellogg’s provide opportunity to develop employee’s weakness through personal development and giving them an ability to learn from their error and grow. This development does cost the company money but hiring and training would cost more to do as, the new employee does not have the core knowledge compared to an employee that has been in the organisation for years. Therefore, Amazon are losing money with the zero-hour contracts as they are having to use extra money to train. However, they are saving money by not paying their previous staff benefits. 
The reported values of Amazon are in great contrast to the numerous reports against Amazon for the criticism on the treatment of employees. The Guardian (2017) have reported that employees are subjected to harsh working conditions, an example of which, employees in Pennsylvania were forced to work in 100 degree heat to maintain their target. After a third of the employees collapsed to the heat, Amazon added air condition to the warehouse. Some warehouses have their clocks taped over so employees are not able to check the time (businessethics.com, 2017). 
Employees in Amazon have been described as ‘Human robots’. An undercover reporter for Mirror (2018) found that employees were subjected to 55 hours a week, which resulted in employees sleeping outside of the warehouse so they do not their shift. There are cameras in every section to monitor their employees and to ensure they are always on task. If the require a bathroom break then employees are given 5 minutes and if they are longer they must work the time. The undercover employer was given a target of 300 packed boxes an hour and the computer will provide a constant reminder of how many have been completed. Punishment of being fired was threated by managers as well as pitting employees against each other in order to not lose their job. He concluded that employees were mentally and physically strained which caused the numerous call outs for medical assistance. Bennett et al (2016) research found that promoting employee wellbeing will link to higher performance and better work behaviour. However, Amazon are utilising their ability to fire employees ‘on the stop’ as their tool to ensure staff are working rigorously in order to meet their targets. 
Amazon advertise happy employees on their website to promote their company and to hide the reality to those that are unaware, as if the poor working conditions are highlighted, then this will have a detrimental impact to the number of people buy from their company; Amazon are so customer focused because without the customer then there are no profits. 
Due to the poor work conditions and the current unveiling of the treatment received by Amazon employees, this has sparked several strikes around the world. As employees have begun to realise the poor working conditions are occurring all over the world and therefore have decided to make a stand (Guardian 2017). Many employees have lost their jobs. Nicole Gracely, an Amazon employee, wrote that working in Amazon made her feel isolated as no employee worked near each other (Guardian 2016). She felt like a beggar, as Amazon knew the only people that would work in these poor conditions are those that are desperate for a job. Furthermore, due to taking a stand for better working conditions, resulted in losing her job, which she stated, “it is better to be homeless than work in Amazon”. This is a very strong statement that shows an insight to ways that employees are being treated. Nicole’s report illustrates that many employees only work in Amazon to pay for their bills. As most people have many financial responsibilities and with limited job prospects, people have no other choice to work there, which Amazon has taken advantage. 
Kellogg’s, however, have been acknowledged for their good treatment of their employees. From 2007 – 2014, they were recognised as the world’s most ethical company and this was due to applying ‘K values’ to their company and not just advertising it to all (Businessethics, 2015). Furthermore, Kellogg’s was placed in Sunday Times (2017) best company to work for. The values and culture support its role as a good employer, as it encourages everyone to work through the K values. This creates a culture of people having ownership over their own roles, in addition to having opportunities to strive for continuous improvement. The values influence the behaviour of the individuals within the workplace, making it a more positive environment. Sue Platt, HR Director of Kellogg’s, stated that they believe by listening to their employees will result in a successful company (Sunday Times, 2015). This shows how Kellogg’s understand that employee’s feedback is crucial to the company’s development. 
In conclusion, the values, beliefs and attitude can be beneficial for all businesses as their ethos is a huge impact towards the way they conduct their business. 
Amazon are customer centric and therefore will ensure all roles will ensure ‘happy’ customers. Their depersonalised method has allowed the company to treat the employees as ‘robots’ and not taking consideration of their health, as they are able to easily replace the employees. This inflicted fear factor has resulted in faster workers with less time wasted and therefore meeting targets as well as receiving results. Amazon are a profit focussed company, which rely on unethical methods to gain their millions in profit. 
Kellogg’s prioritise the wellbeing of their employees and ensure that their personal development is enhancing, as this will provide success in the company. They have a more personalised approach, as they believe this is the key to their success. Furthermore, they do not have as much deadlines as Amazon and therefore provide employees more time to be creative and have opportunities to speak to management. 
Both approaches are different. Amazon is financially more successful than Kellogg’s, but Kellogg’s is more ethically sound than Amazon. This raises questions regarding the importance of supporting employee needs when the company can possibly be more successful without it. 
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Amazon’s business practices are in line with the bureaucratic theory, which was introduced by Max Weber (Business.com, 2014). The theory is defined as shifting from value-oriented thinking to an affective action to seek technically optimal results at the expense of emotional or humanistic context. This ‘depersonalised’ method has helped in the success of Amazon, as Jeff Bezos has the same view as Max Weber, that emotions costs company time and therefore the is a lack of emotions in Amazon’s work practices. Weber stated that precision, speed, unambiguity, knowledge, continuity, discretion, strict subordination, reduction of friction and of material and personal cost will raise the optimum success.
A bureaucratic theory has a hierarchy in authority and standardised regulations, which enable effective results. Amazon has a hierarchical based structure, which consists of two CEOs, three senior vice presidents and one worldwide controller, who is responsible for the vital aspects and directly works with Jeff Bezos. After the senior management there are seven segments, which build the company. In order to ensure that the meetings are ‘intimate’, Jeff Bezos has introduced the ‘two pizza rule’, which suggests that there should only be enough people in a meeting to feed with two pizzas (Research-methedology.net, 2017). 
The hierarchy system enables each lower sector to be controlled by the higher management; therefore no office is left uncontrolled. The hierarchy serves as a line of communication and delegate authority. Furthermore, the bureaucratic theory provides each person is responsible for their designated role and is made to stay at this position as this will provide more efficiency to the system but there is a lack of flexibility. Weber does not condone personal relationship in the workforce, as work is work (Business.com, 2014). This has been applied in Amazon, which can lack the employees to feel a sense of belongingness. The management theory does have a clear defined role for each position in the company; nevertheless, the treatment of labourers is a neglect of human factor as they are treated like robots (BBC New). 
As one of the highlighted issues in Amazon is the treatment of their employees, especially those that work in the factory, the company could apply Elton Mayo’s Hawthorne study results (Franke et al., 1978) to increase their productivity. Mayo’s research was carried out from 1927 – 1932. It examined the physical and environmental influences of the workplace. The study found that employees were more responsive to social factors than environmental factors. Employees may have the physical and mental potential although the amount of production can only be produced from ensuring social factors around them. Furthermore, by ensuring a strong relationship between employees and supervisors can develop the productivity, as the study found that employees are highly responsive to additional attention from their supervisors as they want to work hard for those they believe take time for them. Employees are considered to be more productive whilst working as a group, as they are able to build a rapport with their team as well as having a support system amongst their team.
Mayo’s research highlights that, even though financial incentives are vital for employee’s productivity, social issues are equally vital factor in work productivity. This could prevent less employee turnover in Amazon, as the employees may feel a sense of belonging if there is a more social interaction in the workforce. In addition, if Amazon consider employee’s wellbeing by taking time to speak to the staff then the employees may have a more positive outlook towards their role and the company; as it could be argued that financial success should not always be the main focus of a company. 
Kellogg’s has a similar management theory to Herzberg’s 1959 motivation hygiene theory (Mindtools.com). The theory believes that factors that would specifically motivate employees to work harder are considered as motivators. The factors that would demotivate an employee if not present is considered as hygiene factors. 

Criteria’s that are suggested as motivators are those that delve into the actual job, such as ways for employees to grow in their company as well as the recognition and ownership of their positions. Herzberg believed that by receiving pay and having suitable work environment would not result harder working employees. However, by instilling job enlargement, enrichment and empowerment will change the mind set of employees to develop themselves in order to be successful in their role. This has been implemented in Kellogg’s as they ensure employees have opportunities to improve on themselves in addition to making the employees feel valued and appreciated for their work. The K values (Kelloggs.com) demonstrate that passion to develop nutritional food but most importantly support employees, as success employees would make a successful company. 
The hygiene factor in Kellogg is the employee’s salary, secondary working condition and relationship with colleagues. Kellogg’s prioritise the wellbeing of their employees by ensuring regular meetings with employees. Their salary is varies to their role, which can excel from their upscale positions. By improving the hygiene factor it does not make the employees motivated but decreases the job dissatisfaction. 
By applying this management theory, Kellogg’s are able to remove some of the control management has over employees and allow employees to provide accountability and responsibility for their role. Furthermore, the company is able to encourage employees to voice their opinion for improvements as well as taking on new challenges. This will support the outlook of the company. 
An issue with this theory is that employees consider a ‘good’ aspect of work depending on their personal control and something ‘bad’ based on environmental control. Therefore this method cannot be clearly measured, as everyone’s views are different. In addition, employees are individuals and therefore will have different needs to others, which cannot all be met by the company. 
Motivator hygiene theory allows Kellogg’s to be empathetic towards their employee’s needs. Nevertheless, it could be suggested that in order to achieve financial improvement, the company could adapt another management theory such as Charles Handy’s four class of culture (Business.com). Handy’s four class of culture is made up of: power, role, task and person. A few individuals whose influence spread throughout the organisation only hold the power culture in an organisation. The individuals with the power decide the rules and regulations. This for Kellogg would still be the K value as this is the pinnacle of the company. Employees will be judged based on what they have achieved instead of whom they are or how they do things. This can be a baseline to monitor the progression of employees. In addition, if the employees are aware of this, then they will likely to work harder in order to meet their daily criteria. 
The second aspect is role culture; this area delves into the rules of the company. This is highly controlled, with everyone in the organisation aware of their roles and responsibility. By applying this method, employees will be aware of the requirements needed for them and therefore no blurred lines towards their role. 
Forming teams to address specific problems or progress of projects use task culture in an organisation. In this area there is no specific power as everyone is working together to solve the issue or find ways to progress. Kellogg will be able to apply their current method of allowing employees to voice their opinions as a form of incorporating the employee’s views and having ownership towards the company in addition to applying other methods to solve the issues. This method will allow Kellogg to stay creative and productive. 
Person culture is based on employees believing they are superior to the organisation. This area of the theory can cause a hindrance to the organisation’s development, as the employees would not be motivated to meet their goals but simply working for the reason of getting a monthly salary. This would lead to less creativity and development for the employees, which can result in a negative effect of the success of the company. Therefore, this aspect would not need to be applied as it may jeopardise the development of the company. 
By applying Handy’s four cultures in Kellogg’s, the company would be able to make faster decision making, which can save time instead of long out drawn meetings. The theory structure is not rigid and allows creativity in roles. Role culture is bureaucratic, however this will instil firmness, which Kellogg requires. This will enable Kellogg to control the policies in which will lead to employees being in parity as their responsibilities and roles are clearly defined (Handy, 2006). The role culture does lack change but it will provide stability, certainty and continuity in Kellogg. 
As stated previously, task culture has no person in a specific power role and therefore, the employee’s feel motivated whilst working in this area as they are empowered to make decisions within their team. This will make them feel valued, as they have been selected for this prestigious role. 
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Amazon and Kellogg are very different in their beliefs and attitudes. Amazon believe in prioritising their customers which has led to them gaining revenue of $52.89bn in 2018 (Theguardian.com). They have a lack of empathy towards their employees and many believe that they treat them in unethical ways. In contrast, Kellogg ensure that their employees are given support to develop and are given ‘flexi time’ to support with their personal lives. They are provided with meetings to voice their opinions and have revenue $3.469bn this year (Macrotrends LLC, 2019). This suggests that Amazon may have gained more profit but it is possible that the constant negative press they are receiving will affect the number of people willing to use this company after knowing the inhumane treatment employees are receiving. This also raises the question as to why are employees allowed to be treated in this manner and continue to be treated this way? Is financial attainment the only goal a company should have, or should they incorporate ways to develop their employees like Kellogg do? 
The high employee turnover suggests that Amazon is not concerned about their lack of care towards their employees as there is other who can easily replace them. As Max Weber (ref) stated, if people leave or are removed, it will not cause a hindrance to the production line as there is someone already there to take their place. This irreplaceable notion is allowing Amazon to continue their stifling method but if they were to incorporate Hawthorne’s study then the employee’s would feel more valued and have ownership towards their work. Amazon needs to understand the importance of their employees just like Kellogg does. They have established ways to support their employees as Kellogg are aware that by enhancing their employee’s skills and knowledge then they are able to grow as a company. However, Kellogg may need to be firm and have clear guidelines of the roles and responsibility of each employee. Therefore Handy’s four cultures may be a guidance to support with monitoring the productivity in Kellogg. 
Belief of a company is the pinnacle of a company, however, the employees in that company need to be supported in order for the company to truly flourish. 
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