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Critical thinking is an essential workplace skill that enables individuals and managers to analyse complex situations, question assumptions, evaluate evidence, and make informed decisions. In challenging environments, it supports effective problem solving, sound judgement, and sustainable organisational growth (What Is Critical Thinking? 2022). 
Rather than relying solely on routine practice or intuition, critical thinking promotes reflective and rational approaches, as supported by established theories and models.
Workplace behaviour is shaped not only by organisational policies and external pressures, but also by personal values, beliefs, and attitudes. These factors influence how situations are interpreted, how decisions are made, and how interactions are managed. In small business settings, such as my cake shop, personal principles significantly influence organisational culture, leadership style, and daily operations (Barr, 2020).
This assignment investigates the development and interaction of values, beliefs, and attitudes, and examines their influence on leadership, communication, decision making, and conflict management. Reflecting on my experience as the owner of Lil Puddings, I will evaluate how these factors have shaped my management approach, affected staff relationships, and informed operational choices. This will be supported by relevant theories, including Schwartz’s Value Theory, Ajzen’s Theory of Planned Behaviour, McGregor’s Theory X and Theory Y, and Kolb’s Experiential Learning Cycle, linking theory to practice, demonstrating critical reflection and identifying areas for professional development. This assignment will also use frameworks such as Bloom’s Taxonomy, which supports thinking skills including analysis, evaluation, and reflection when examining leadership behaviour and decision making.
Overall, this assignment demonstrates how awareness of personal values, beliefs, and attitudes, supported by management theory and reflective practice, can enhance leadership effectiveness, strengthen workplace behaviour, and promote continuous professional development.
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‌Critical thinking involves analysing situations, questioning assumptions, and making evidence based decisions rather than relying on instinct. In the workplace it supports effective leadership and judgement, particularly in fast paced environments. In a small business such as my bakery, my personal values, beliefs and attitudes influence my leadership style, communication and approach to challenges.
Values are guiding principles that shape long term priorities (Schwartz, 2012). My commitment to professionalism, quality and customer satisfaction influences decisions from menu planning to staff management. Beliefs develop through experience and shape expectations about outcomes (Ajzen, 1991). For example, my belief that “if you want a job done right, do it yourself” reflects my hands on, protective approach. Attitudes formed from these values and beliefs influence behaviour and have sometimes resulted in micromanagement and limited delegation.
My outlook has been shaped by previous workplaces and family expectations, reinforcing structure and attention to detail. As someone from Generation X, my work approach reflects values such as independence, responsibility and high standards. However, younger employees, particularly Millennials, often value collaboration, flexibility and open communication. Research suggests Millennials respond positively to supportive leadership and opportunities to contribute ideas (Twenge, 2010). Recognising this encouraged me to adapt my communication while maintaining business standards.
Schwartz’s Value Theory and the Theory of Planned Behaviour explain how personal principles influence behaviour. My focus on quality and consistency initially made me reluctant to delegate, prioritising business protection over team development. According to TPB, beliefs about control influence intentions, which then shape behaviour (Ajzen, 1991).
Using Kolb’s Experiential Learning Cycle (Kolb’s Learning Styles & Experiential Learning Cycle, 2025), I reflected on situations where I reacted quickly to mistakes. For example, when an employee made an error, I initially corrected it myself. Reflection helped me recognise that unclear instructions or insufficient training may have contributed, leading me to provide clearer instructions and constructive feedback.
I also considered McGregor’s Theory X and Theory Y, which describes contrasting leadership ideas. Theory X suggests employees require close supervision, whereas Theory Y assumes employees are motivated and capable of responsibility when trusted (McGregor’s Theory X and Theory Y. Organizational Behaviour and Human Relations, 2026). Reflecting on my management style, I recognised that my reluctance to delegate reflected a Theory X mindset. Through reflection, I began encouraging delegation and trust, developing a more Theory Y approach that improved morale, efficiency and shared responsibility within the business.
Applying theory to personal experience strengthened my understanding of how values, beliefs and attitudes influence leadership behaviour. Developing greater self-awareness through critical thinking has supported more balanced decision making and highlighted areas for continued personal and professional development.  However, critics argue that the distinction between Theory X and Theory Y may oversimplify motivation, as employee behaviour is influenced by organisational context and management practices rather than fitting neatly into two categories (Bobic, 2003).
[bookmark: _Toc224562671]Section 1.2 Development and Influence of Values, Beliefs, and Attitudes in the Workplace.
While Section 1 identified how values, beliefs, and attitudes shape behaviour, it is equally important to examine how they develop and influence the workplace. In my experience, early exposure to high performance expectations through family influence and previous employment established a strong standard of excellence (EduCorpus, 2024). Over time, these experiences shaped my belief that close supervision was necessary to maintain quality, particularly in a small business where brand reputation is critical.
Reflecting on this, I recognise that the way the bakery operates mirrors my own expectations and leadership style. Because I remain closely involved in daily tasks, checking orders and intervening when issues arise, the team has sometimes become overly dependent on me. Although this ensured consistency, it reduced staff independence and slowed productivity. Generational differences also influenced this dynamic. Younger staff tend to work best in a more flexible and team based environment, which clashes with my structured approach. Recognising this highlighted the need to balance control with trust.
My strong commitment to quality therefore developed into a more controlling leadership style. While effective in protecting the business, it limited opportunities for creativity and long term staff development.
Bloom’s Taxonomy explains how thinking progresses to higher level skills such as analysis and evaluation (Bloom, 1956). I used this framework to structure my reflection, moving past reacting to problems and instead analysing the reasons behind my behaviour. By evaluating staff capabilities and identifying which responsibilities genuinely required my control, I began delegating more tasks with clearer expectations.
This structured reflection allowed me to consider the wider impact of my leadership approach on morale, confidence, and efficiency. As a result, I was able to maintain quality while increasing staff responsibility, improving workflow, freeing time to take on additional orders, and increasing revenue for the business. However, maintaining close oversight in a small business can also be viewed as a practical necessity rather than purely a controlling leadership style, particularly where product quality directly affects brand reputation.
Understanding how my values and beliefs developed has strengthened my self-awareness and improved my ability to adapt my leadership style to different individuals and situations. Rather than reacting instinctively, I now question my assumptions and consider alternative perspectives before making decisions. This demonstrates how reflective, theory based practice can positively influence leadership effectiveness in the workplace.
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Values, beliefs, and attitudes are closely connected and strongly influence behaviour in the workplace. Values are enduring principles that guide what individuals consider important and shape long term priorities (Schwartz,2012). As a business owner, values such as quality, professionalism and customer satisfaction have consistently guided my decisions, from recipe selection to staff training. These values developed through early exposure to high standards and a strong work ethic, forming the belief that success requires dedication, attention to detail and personal responsibility.
Beliefs are ideas about how things work, often shaped by experience and social influence (Ajzen, 1991). For example, I believed that “if you want something done right, you must do it yourself,” which encouraged a protective and hands-on leadership style. Although this approach maintained consistency and protected the brand reputation, it also reduced staff independence and occasionally created tension. Attitudes influence how individuals respond to situations and are shaped by underlying values and beliefs (Ajzen, 1991). My strong sense of responsibility led me to closely oversee staff tasks to maintain quality. While well intentioned, I gradually realised this could affect staff confidence and limit professional development. Although I viewed this approach as protecting quality and ensuring consistency, some employees may have interpreted it as a lack of trust in their abilities. This demonstrates how individuals with different expectations may interpret the same management behaviour differently.
These values, beliefs and attitudes continually influenced my behaviour. Because I placed significant importance on quality, I developed the belief that even small mistakes could negatively affect the customer experience. This encouraged a cautious and highly involved approach to delegation. While this protected standards, it also limited staff autonomy and reduced opportunities for creativity.
Through reflection, I began questioning my usual assumptions and analysing why I felt the need to control certain tasks. Rather than assuming I needed to oversee everything, I considered the strengths and capabilities of my team. I then applied Bloom’s Taxonomy (Bloom, 1956), a critical thinking framework that emphasises analysis and evaluation, to assess staff competencies and identify tasks that could be delegated safely.
By gradually trusting team members with high value orders, I improved operational efficiency and strengthened staff confidence. Reflecting on this experience, understanding this approach earlier could have reduced tension, improved morale sooner and encouraged a more collaborative working environment.





[bookmark: _Toc224562673]Section 1.4: Bias, Perception, and Decision Making
Bias and perception play an important role in leadership decision making. Personal experiences and assumptions can influence how managers interpret situations, respond to mistakes, and evaluate employee performance. In my case, strong personal standards for quality sometimes led me to interpret staff mistakes too quickly as a lack of effort rather than recognising them as learning opportunities. For example, when a staff member decorated a cake below my expected standard, I would immediately redo the work rather than offer guidance. Although this maintained quality, it undermined staff confidence and delayed production, illustrating how personal perceptions can shape day-to-day management decisions. Theory X and Theory Y proposed by Douglas McGregor provides a useful framework for understanding these dynamics. Theory X assumes employees require close supervision and direction, whereas Theory Y assumes employees are self-motivated, responsible, and capable of independent problem solving. Early in my practice, my leadership reflected Theory X assumptions, emphasising control and micromanagement. Applying Bloom's Taxonomy (Bloom, 1956) helped me analyse staff capabilities, evaluate which tasks could be delegated safely, and create clearer delegation processes. Gradually, I moved towards a Theory Y approach. Delegating responsibility for bespoke cake orders to trusted staff empowered employees, improved workflow efficiency, and freed time for me to take on additional orders.
This process also highlighted how personal perceptions influence leadership decisions. Because I prioritise maintaining high standards, I often relied heavily on my own judgement and found it difficult to delegate tasks. At times, this led to quick assumptions. For example, when a staff member worked slowly on cake decoration, I initially interpreted this as a lack of effort rather than recognising it as a training opportunity. Reflecting on this encouraged me to question my assumptions, consider alternative perspectives, and respond more constructively. As a result, I became more comfortable delegating responsibilities, providing supportive feedback, and helping staff develop their skills while maintaining quality standards. This shows that leadership decisions are not always purely objective, because they are often shaped by personal experiences, perceptions, and values.
Had I embraced these reflective approaches earlier in my business, I could have reduced stress, increased staff confidence, and improved operational efficiency sooner. For example, introducing delegation and open feedback through earlier one-to-one discussions could have encouraged staff to take ownership of tasks more quickly while reducing the risk of burnout.
Balancing high standards with trust and accountability demonstrates how personal values influence behaviour, how beliefs shape attitudes, and how critical thinking supports more adaptive leadership. However, reflective practice can also be affected by personal bias, meaning individuals may unintentionally justify their own behaviour unless reflection is supported by feedback from others.
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Understanding management theories provides a framework for analysing leadership approaches, assumptions about people, and how these relate to personal beliefs, values, and attitudes. One theory is Theory X and Theory Y developed by Douglas McGregor. Theory X assumes that employees are unmotivated, require close supervision, and avoid responsibility, whereas Theory Y assumes that employees are motivated, seek responsibility, and can be trusted to perform effectively.
In my experience as a business owner Theory X initially influenced my leadership approach. I assumed that without my supervision, staff would not consistently meet the high standards required, particularly regarding the quality and presentation of bespoke cakes. This belief reinforced a protective, leadership style aligned with my core values of professionalism, quality, and accountability. While this maintained operational consistency and safeguarded the brand reputation, it also limited staff autonomy, slowed workflow, and occasionally created tension.
Critically evaluating the assumptions of Theory X and Theory Y highlights both their relevance and limitations. Theory X aligns with control, discipline, and strict quality standards, which can be beneficial in environments where consistency is essential. In contrast, Theory Y emphasises trust, empowerment, and employee development, recognising that individuals can take responsibility and contribute creatively. However, some scholars argue that McGregor’s framework oversimplifies employee motivation, as individuals may display characteristics associated with both theories depending on organisational context and leadership style (Miner, 2003).
Individuals with different beliefs, attitudes, and values may interpret these theories differently. Employees who value autonomy and self-direction are likely to respond positively to Theory Y principles, whereas individuals who prioritise structure and consistency may prefer elements of Theory X. Recognising this diversity helped me understand how my perspective interacts with team members’ expectations, supporting more effective communication and delegation.
Applying Theory X and Theory Y to my practice also highlighted the role of bias and perception in leadership decisions. Overconfidence bias initially led me to prioritise my own judgement over staff input, while status quo bias made delegation appear risky even when employees were capable (Samuelson & Zeckhauser, 1988). By critically reflecting on these biases and linking theory to practice, I adopted a more balanced approach that maintains quality while empowering employees.
Gradually integrating Theory Y principles has improved team morale, operational efficiency, and strategic focus within the business. This demonstrates how management theory, when critically applied, can inform professional practice by increasing awareness of personal assumptions, values, and leadership style, while identifying areas for development such as delegation, emotional regulation, and awareness of cognitive bias.

[bookmark: _Toc224562675]Section 2.1: The Influence of Management Theories on Decision Making, Leadership Style, and Workplace Conflict.
Applying Theory X and Theory Y to my professional practice has provided insight into how personal beliefs, values, and attitudes influence decision making, leadership style, and the management of workplace conflict. Early in my role as a business owner, my alignment with Theory X led me to closely supervise tasks, particularly bespoke cake orders. I frequently corrected or redid staff work to ensure it met my standards, believing that only my direct involvement could guarantee quality. While this maintained product excellence, it increased my workload, slowed workflow, and limited staff development. Over time, this also created tension, as employees became reliant on my guidance and had limited opportunities to make independent decisions.
Through reflective practice and critical thinking, I began to analyse these assumptions, recognise potential biases, and explore different approaches. Using Kolb's Experiential Learning Cycle, I reflected on experiences of micromanagement and their impact on staff confidence and team morale. I then started to think about using a more encouraging leadership style that aligned with Theory Y and began delegating responsibility for bespoke orders to trusted staff members. This learning process helped me balance high standards with staff independence, improving workflow efficiency and employee confidence. However, individuals may respond differently to leadership approaches depending on their personal values and work preferences. For example, employees who value independence may interpret close supervision as restrictive, whereas others may perceive it as supportive guidance.
Critical reflection also highlighted how my own assumptions influenced decision making. At times, I placed extreme trust in my own judgement and was hesitant to change established working styles, even when staff demonstrated competence. These tendencies are often discussed in relation to decision making biases in management research (Samuelson & Zeckhauser, 1988).
Recognising these biases enabled me to question my assumptions, provide constructive feedback, and encourage shared problem solving, ultimately encouraging a more supportive and stronger team environment.
Integrating Theory Y principles with experiential learning demonstrates how personal values, beliefs, and attitudes interact dynamically with professional practice. My initial preference for high levels of control reflected my commitment to quality and accountability. However, through structured reflection and experimentation, I adapted my leadership style to promote trust, professional development, and stronger team consistency. Applying Kolb’s framework in this way ensures that lessons learned from experience inform ongoing improvements in decision making, leadership, and conflict management, supporting sustainable business growth.
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Reflecting on my experiences within my business, I realised that my personal values, beliefs, and attitudes influence how management theories are applied in practice. Schwartz’s Value Theory explains how personal values influence behaviour and decision making (Schwartz, 1992). In my case, values such as maintaining high quality and professionalism strongly influenced how I managed my business. These values initially led me towards a more direct leadership style, which aligned with aspects of Theory X. However, over time I recognised that balancing these values with trust, empowerment, and autonomy, principles associated with Theory Y was important for developing staff motivation, innovation, and team consistency.
Ajzen’s Theory of Planned Behaviour (TPB) provides a framework for understanding how beliefs influence intentions and behaviour (Ajzen, 1991). For example, my belief that only I could maintain high standards shaped my attitude towards delegation and reinforced a protective leadership approach. By reflecting on these beliefs and how they influenced my actions, I began to adjust my leadership style by gradually encouraging greater staff independence and involvement. This demonstrates how personal values, beliefs, and attitudes influence how management theories are applied in the workplace.
Combining insights from both Schwartz and Ajzen with McGregor’s Theory X and Theory Y also shows how critical thinking and experiential learning support professional development. Using Kolb’s learning cycle, I was able to observe outcomes, reflect on my assumptions, and try alternative approaches. For example, delegating responsibility for complex cake orders allowed staff to demonstrate their abilities, which increased my trust in their capabilities and supported a shift towards a more Theory Y leadership style. This helped maintain high quality standards while improving workflow efficiency and team morale.
Considering generational differences and diverse attitudes further highlights the importance of applying theory critically. Research suggests that Millennials often prefer collaborative leadership styles and opportunities to contribute ideas, which aligns more closely with the empowerment principles of Theory Y rather than the directive assumptions of Theory X (Twenge, 2010). Recognising these differences helped me adapt my leadership style to better support communication, collaboration, and staff development within the business.
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Bringing together the insights from Sections 1 and 2 highlights how personal values, beliefs, attitudes, and management theory interact to shape professional practice. My values of quality, professionalism, and responsibility, together with my belief that I needed to closely oversee work, initially led me to manage the business in a way that reflected elements of Theory X. This hands-on approach helped maintain high standards and operational consistency but also limited staff autonomy, slowed workflow, and occasionally created tension within the team.
Reflecting on these experiences using Schwartz’s Value Theory and Ajzen’s Theory of Planned Behaviour helped me understand how my values influence beliefs, which in turn shape attitudes, intentions, and decision-making (Schwartz, 1992; Ajzen, 1991). Recognising this connection allowed me to see where my protective approach conflicted with opportunities for staff development, creativity, and engagement. Applying Kolb’s Experiential Learning Cycle supported this reflection by encouraging learning through experience, observation, reflection, and experimentation. This led to practical changes in my leadership style, such as delegating responsibility for bespoke orders and providing clearer feedback.
Applying McGregor’s Theory Y alongside these reflections helped me balance maintaining high standards with greater trust and empowerment. Observing staff competence strengthened my confidence in delegation, showing how personal beliefs can change when supported by evidence. Recognising decision-making biases, including overconfidence and status quo bias, also helped me question my assumptions and create a more collaborative working environment. Generational differences can further influence leadership and workplace expectations, as Millennials often value collaboration and feedback more strongly (Twenge, 2010).
These insights demonstrate the importance of linking management theory with personal experience. By reflecting on how different theories connect with my values and beliefs, I have been able to develop strategies that improve leadership effectiveness, decision-making, and conflict management. For example, applying Theory Y principles while maintaining my focus on quality allows me to support staff independence without lowering standards. Understanding Ajzen’s TPB also helped me recognise how beliefs about staff motivation influence my leadership decisions.
Looking ahead, continuing to reflect on my values, beliefs, and attitudes will help me further improve how I manage the business. Developing stronger delegation, listening to staff feedback, and improving emotional awareness will support more effective leadership. Overall, the theories discussed show how leadership is influenced by personal values (Schwartz), beliefs and intentions (Ajzen), learning through experience (Kolb), and assumptions about employee motivation (McGregor).
In conclusion, linking personal reflection with management theory has helped me understand that critical thinking develops through ongoing experience and reflection. Recognising how my values, beliefs, and attitudes influence my leadership has enabled me to adapt my approach, support staff development, and maintain high standards within the business, contributing to the continued growth of my business.

[bookmark: _Toc224562678]Conclusion
This assignment has highlighted the significant influence of personal values, beliefs, and attitudes on workplace behaviour, decision making, leadership style, and team dynamics. Core values such as quality, professionalism, and customer satisfaction, combined with beliefs like “hard work guarantees success” and protective attitudes toward the brand, have shaped my approach to managing staff, communicating expectations, and maintaining high standards. These internal frameworks act as filters, influencing how I interpret staff performance, respond to feedback, and approach delegation. As someone from Generation X, my leadership approach was shaped by values such as independence, responsibility, and maintaining high standards, which sometimes contrasted with the expectations of Millennial employees who often value collaboration, flexibility, and open communication.
Critically reflecting on these experiences and integrating management theory, particularly McGregor’s Theory X and Theory Y, has provided insight into how values and beliefs interact with leadership assumptions, staff motivation, and workplace conflict. While Theory X aligns with my natural tendency to maintain control and ensure quality, Theory Y offers a framework for empowering staff and promoting collaboration. Linking these theories with Schwartz’s Value Theory, Ajzen’s Theory of Planned Behaviour, and Kolb’s Experiential Learning Cycle has deepened my understanding of how intentions, experiences, and reflective practice can shape leadership development.
Applying critical thinking throughout this process has enabled me to identify cognitive biases, challenge assumptions, and adapt my behaviour to balance operational excellence with staff empowerment. Delegating tasks effectively, promoting open communication, and encouraging motivation have enhanced team unity, efficiency, and morale. These strategies demonstrate that reflective practice and theory informed decision making are essential tools for professional growth and sustainable business performance.
Overall, recognising the relationship between personal values, beliefs, and attitudes, and applying structured critical reflection, allows for informed, ethical, and adaptive leadership. By continuously integrating insights from both personal experience and management theory, I am better equipped to run Lil Puddings effectively, support staff development, and achieve long term organisational success.
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