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Introduction

This report will seek to illustrate management and leadership behaviour of the project team at Kellogg’s. The vision and purpose of the company will be referred to and analysed to understand how they dictate the behaviour of the organisational leaders and managers and how the day to day activities and human resources are managed in the organisation. For the purpose, the aspects of leadership, management behaviour, motivation and perception as well as group and team behaviour will be examined and analysed applying relevant theories and concepts to substantiate conceptual understanding with theoretical as well as practical evidence.

Project background/outline of organisation:

Emiliya Pantova(1812408)

Project background/outline of organisation:

In the course of this report, the management and leadership behaviour and practices at Kellogg’s will be examined and applicable theories will be applied to interpret the same in a logical and theoretically sound manner. In order to understand such practices and group dynamics in the organisation, it is necessary to gain a solid understanding of the company background vis-à-vis the project outline.

The vision of Kellogg’s is to use foods and brands that matter to delight and enrich the world.

The purpose of the company is to ensure that families are nourished for them to thrive and flourish in the long run. Kellogg’s boasts of being a company of promises as well as possibilities. The management endeavours to use every single day as an opportunity to keep up to the vision and purpose of the company (Johri and Sharma, 2017). The dedication to people and ensuring their well-being continues to be the core area of focus of Kellogg’s and the managers and leaders strive to maintain and improve it continuously. The company strives to blur national boundaries to nourish families and ensure their well-being of the highest standard, keeping in mind the aspects of environmental protection, responsibility and sustainability.

Kellogg’s came into being more than a century ago, with ensuring the nourishment and well-being of being as the core purpose of the organisation. The company was first known for its breakfast cereal which took no time to become a household name and shaped the industry. The founder of Kellogg’s, WL Kellogg, continues to be the source of inspiration and commitment for the organisation and ensure well-being of people through the effective distribution of its favourite products under the loved brands (Upadhyay and Gangele, 2018).

As an organisation, Kellogg’s commits to ensure the growth of the people who are integral components of the organisation and deserve the credit for its stupendous success. The company stresses on the elements of passion for people, innovation and quality and ensures that the people within it grow with the company. The company follows a values-based culture and puts people at the heart of everything, be it inside the organisation of individuals in outer communities.  

Rewarding and satisfaction compose the agenda of policy making when it comes to people management at Kellogg’s. The company believes that a motivated workforce is more satisfied, more productive, more loyal and regular, which make hem prized assets for the organisation. The company is committed to ensuring that it is a ‘great place to work’ and has a wide range of roles and functions within the organisation. The engineering department, manufacturing, finance, marketing and sales, information technology and human resources are the prominent departments which bestow upon the human resources different roles and responsibilities (Omar, 2017). This commitment and devotion is manifest in the recent ranking by The Sunday Times, which listed Kellogg’s as one of the top 100 Best Companies to Work For. The K-values followed in the organisation enables people empowerment and owning up their own projects. This leads to the development of a culture marked with continuous improvement and an urge to redefine highest industry standards in quality and innovation.

Therefore, as evident from the discussion in the above-mentioned sections of this section, the organisational culture of Kellogg’s can be understood and it would make it easier to outline the aims and objectives of the project. As far as the organisational culture and human resource management at Kellogg’s is concerned, the application of the scientific management theory will be helpful in understanding how the management of Kellogg’s motivates its employees. Propagated by Taylor, this theory stresses on monetary reward for piece work as the base for effective employee motivation. In the case of Kellogg’s, it applies to the employees working in the production line who are rewarded on the basis of their output levels (Hedman and Valo, 2015). Such an instrument of motivation helps increase productivity, and profitability for the organisation and helps keep the employees motivated and vying for more through even better performance and positive workplace behaviour.

In a similar manner, Maslow’s theory relates to the hierarchy of needs which are stressed upon at Kellogg’s as far as employee motivation is concerned. The theory stresses on the need for the managers to understand which level of the need hierarchy an employee belongs to, to be able to understand the level of motivation. Such levels of needs are satisfied one after another, as it moves up the pyramid. As far as physiological needs are concerned, Kellogg’s provides competitive salaries to employees and offers flexible benefits including cash benefits, healthcare facilities and life assurance schemes (Omar, 2017). The safety needs are catered to by Kellogg’s through its commitment to maintain a safe and healthy work environment and through defining working patters and code of best practices. The social needs are taken care of through group huddles and the K-values, ensuring open two-way communication and smooth exchange of messages and information. Reward, recognition and supporting diversity at work also help in this regard. Self-actualisation needs are taken care of through empowering and equipping employees so that they can take up greater roles and responsibilities and to take ownership of their own projects and activities.

Keeping in mind the leadership and management behaviour as well as group working and team dynamics at Kellogg’s, the report has sought to understand how organisational and corporate goals are set, pursued and met and how these complement the endeavour on the part of the organisation to live up to its vision and purpose (Johri and Sharma, 2017).

Goals and objectives

Nicolae Prostire (1814107)

Goals and objectives:
Understanding and examining leadership and management practices and behaviour in an organisation forms an integral component of developing insights into the organisational dynamics. The modern workplace is reflective of the range of changes and advancements that have been brought about in the external as well as international environments of business organisations (Upadhyay and Gangele, 2018). Such changes have happened in response to the changes in the market environment as well as the behaviour of customers and rivals. Moreover, the legal requirements and ethical requirements have also undergone change and modern day organisations need to take extra care of such aspects, as part and parcel of their human resource management strategy.

· The goals and objectives of this research endeavour can be identified as the following:

· To explore the leadership approaches and styles followed in Kellogg’s

· To study the management style prevailing in the organisation

· To understand how teams are formed, managed and how they work to meet team-based targets

· To apply relevant theories to each component of the project and relate them with practices and activities in the workplace.

The goals have been established keeping in mind the purpose of the project. For an effective understanding of the management and leadership behaviour at workplace, it is vital that the researcher is able to understand the core values and purpose that dictate the approach and strategy adopted by the management towards the meeting of the core targets and management of human resources within the organisation (Omar, 2017). The policies and strategies framed by the organisation for the purpose of motivating the employees and leading and managing them effectively are reflective of the management and leadership behaviour.

As such, in the case of Kellogg’s, the above mentioned discussion of the values-based organisational culture, the K-values, scientific management and team dynamics has enabled understand how the organisational and business aims and objectives are met from time to time. The goals, aims and objectives of Kellogg’s can be identified as follows:

· Kellogg’s strives to ensure nourishment of families and the well-being of people and endeavours to live up to the vision of being the favourite breakfast cereal brand for people across the globe.

· Kellogg’s relies heavily on the elements of quality and innovation and applies them in the various activities such as production, packaging, marketing and sales, human resources and training as well as customer relationship management. Therefore, the organisation seeks to ensure that it treads along the path of continuous improvement and innovation to aid its operations, promotion, promotion and CRM activities in the short and long run.

· In the wake of intense competition, Kellogg’s seeks to improve and make necessary advancements to its strategies and policies so as to have the whip hand over rivals in the market. Kellogg’s strives to maintain a leading position in the sector and accentuate profit making through market expansion.

· Kellogg’s considers its workforce prized assets for the company and makes necessary changes and improvements in its K-Values so as to ensure that Kellogg’s continues to be a great place to work and maintains ad work-conducive culture.

The organisational leaders and top brass of Kellogg’s sets such goals and objectives from time to time to ensure sustained growth of the business and organisational success and growth (Hedman and Valo, 2015). Being able to define objectives and paving the road for the effective meeting of the same determines the extent to which a business organisation would be successful, in the short as well as long run in a sector as competitive as the one Kellogg’s operates in. Anticipating change and forecasting risks and adjusting and improving policies and strategies accordingly has been the major element behind the success story of the breakfast cereal company. Setting such objectives from time to time, defining them and relating them with the policies and strategies of the organisation is essential to ensure that the company follows the designated path and materialises it objectives at different times (Upadhyay and Gangele, 2018).

The management of Kellogg’s maintains a fair and effective two-way communication channel to ensure effective information sharing and ensures active participation of the employees in the process of decision making. As mentioned earlier, Kellogg’s stresses on empowerment of the employees and urges them to take responsibility of their own projects and responsibilities. This forms an integral component of the human resource management strategy of the company in the sense that it helps bring all individuals together and set realistic and achievable objectives. Kellogg’s organises regular meetings, conferences, debates and seminars internally as well as with key stakeholders to discuss matters of common interest. Such exercises help Kellogg’s build an organisational culture marked with effective communication and information sharing and determines the merit of such objectives and organisation goals established by the company (Johri and Sharma, 2017). The communication network also plays the vital role of communicating such objectives to the individuals placed at different echelons of the organisation, and help them work together to meet the same.

Moreover, the management and leaders at Kellogg’s strive to ensure that the company adheres to the legal ad ethics-related requirements and sets an example as far as following codes of best practices is concerned. Adhering to such clauses and maintain a clean ethical image are necessary for Kellogg’s to maintain the brand image in the market and retain existing customers. Such aims and objectives are also related to this aspect and as such, form a vital part of the overall management behaviour and leadership approach of the company (Upadhyay and Gangele, 2018).

The aims and objective set for the project has helped the researcher identify the core areas of research and develop insights into them. It has also helped in exploring essential aspects of the leadership and management behaviour displayed within the workplace of Kellogg’s. The goals set internally at Kellogg’s are reflective of the values and purpose of the organisation and its future plans, projects and strategies. On the whole, the goals and objectives that have been stated in the above mentioned sections of this paper have provided the research effective guidance to go about the project and the managers of Kellogg’s an overview of what needs to be done to meet the envisaged goals and objectives.

Leadership

Adriana Lucaci (1814112
Leadership and Management behaviours:

Leadership 

Kellogg’s is the leading breakfast cereal manufacturer and seller in the world and the organisational leaders and managers of the organisation have played a vital role in spelling a sustained success for the organisation (Kelloggs.com, 2019) . Started more than a century ago, Kellogg’s has grown from strength to strength and with its commitment to quality and innovation and to strive for the well-being of people and families so that they can thrive and flourish (Upadhyay and Gangele, 2018). The commitment to quality and nourishment and continuous improved with people and innovation at the heart of everything the companies does has been one of the most prominent factors that sets it apart in the intensely competitive market. It has been the unflinching commitment of the organisation to quality and innovation, more than anything else, that the company has been able to maintain its leading position in the global and domestic markets.

The role of the leaders and managers has been instrumental in spelling success for the company and recording sustained growth and organisational success. The approach adopted by the leaders and managers has been in tandem with the ways of working and core values of the organisation as well as the realities of the given time (Kelloggcompany.com, 2019). The leadership style, policies, strategies and practices have been decided upon keeping in mind the aims and objectives of the company and the purpose as defined in the mission and vision statement of the company. Leadership style refers to the values and principles that are followed by the leaders to influence followers and make them act in a manner so as to live up to the mission and vision of the company. The significance of leadership style can be related to the effectiveness of the organisation in dealing with change and other challenges and also in how the organisation manages the day to day operations and human resource management functions. Leadership and human resource management are intrinsically related and determine the effectiveness of the workforce (Kelloggs.com, 2019). The behaviour, attitude, performance and productivity of the individuals at workplace are determined to a great extent by the way in which the leaders seek to influence the followers and get them to get the job done.

When discussing the leadership style followed in an organisation and analysing leadership behaviour, it is essential to apply relevant concepts and theories. Applying relevant theories and conceptual frameworks to the case helps a researcher explore the underlying theoretical meaning of such a practice or behaviour and enables associating them with the real life scenario. There is a range of theories and concepts that week to define and discuss different leadership theories. It should be noted that often in the practical scenario, leaders and managers of modern day business organisations need to make necessary changes and adaptations to their leadership practices and behaviour to respond to the demands of time (Kelloggs.com, 2019). As such, in the case of Kellogg’s as well the leadership behaviour displayed by the organisational leaders need to be analysed with the help of a relevant theory. Keeping in mind the core values of the organisation and the values-based culture prevailing within the organisation since the time of its inception, the transformational leadership theory seems to be the most appropriate.

Transformational leadership has been cited as being one of the most common leadership styles followed in large-sized modern organisations such as Kellogg’s. In simple words, transformational leaders strive to urge employees to propagate change and innovate continuously so as to be leaders of the future, using the elements of inspiration, encouragement and motivation (Upadhyay and Gangele, 2018). The four basic elements of transformational leadership can be identified as the idealised influenced emanating from the organisational leaders, leaders displaying ability to inspire confidence within the employees and motivate them continuously, stimulate intellectual thoughts and actions and creativity as well as consider the group members individually. Such a leader works effectively with the team in identification of the need for change, facilitate the change and help communicate the need for change within the members at the workplace.

Transformational leaders work effectively with their followers, acting like mentors and guides, and ensure that they innovate, are empowered, take ownership of their responsibilities and decisions and are willing to take necessary risks in the course of disposing their professional duties. The transformational leaders also perform the important task of identifying areas of improvement in employees and urge them to undertake need-specific activities to overcome them.

The transformational leader is a patient listener, strategic thinker, and focuses on the professional as well as personal development of his followers. Personal influence and intellectual stimulation are marked elements of the approach adopted by a transformational leader. Such a leader uses the weapon of inspiration and confidence to help followers assume greater roles and respond over their call of duty. The emphasis on empowerment and ownership within the employees help them develop a string sense of belongingness towards the organisation and a commitment towards disposing their duties, roles and responsibilities diligently (Upadhyay and Gangele, 2018).

In the case of Kellogg’s, the transformational leadership theory applies in the best extent possible in explaining the leadership and management behaviour within the organisation. The K-values and the values-based culture followed at Kellogg’s pave the way for such a style of leadership and stimulate the king of leadership behaviour as has been mentioned. Such a style of leadership leads to the development of a positive, harmonious and work-conducive culture within the organisation and ensures that it records sustained growth and business success from time to time.

Kellogg’s believes in growing with its people and put them first in everything it does. Such a commitment and sense of responsibility towards the employees makes Kellogg’s one of the best companies to work for and attributes it the peak performance on a continuous basis.
Management Behaviour

Mihaela Chiras (1813453)

Management Behaviour

The behavioural approach towards management keeps its focus on the well-being of the employees besides human relations. Instead of simply setting the tasks and insist the same being accomplished, the manager associated with behavioural-style assists in creating conditions which keeps the workers satisfied along with being motivated in performing to the best of their abilities. Social aspects alongside motivations of psychological sort generally take on bigger significance than the financial inducements. This advancement presumes the fact that the worker possesses the desire to work, and that if the organisational manager offers the right sort of workplace environment, productivity is set to follow. The behavioural management factor relies on the perception that managers will gain better knowledge on the aspect of humans associated with workers and care for employees as an organisation’s important assets in attaining goals. With change in time the thinking of management settled on the aspects of employee satisfaction together with conditions related to work as means to augment productivity. Theorists such as Elton Mayo and Herzberg carried out studies on employee productivity and healthy workplace environment under varying conditions in establishing a connection (Homans 2017). 

Mayo’s Human Relation Theory

Elton Mayo was classified as the ‘Human Relations Movement’ founder. His experiments were carried out at the Hawthorne plant subsisting in USA during the phase of early of 1930s. His work exhibited that taking keen interest for employees along with showing care for them can possess effect of positive sort on the motivation of employees along with productivity. He showcased that motivation of employees worked best while operating within teams. They were ably motivated if the managers keep the channels of communication open with them along with consulting them on various matters more frequently and showed greater awareness in their wellbeing along with their views (Miner 2016). 

Kellogg’s through its communication program keeps active a two-way dialogue with their staffs. This assists in empowering the company’s workforce. For instance, Kellogg’s lobby area that is open-plan tagged with the coffee bar puts up approximately 200 people. It offers a venue of informal sort for presentations along with briefings. The program of WK Kellogg Value Awards offers recognition of special sort for the employees who perform and rewards them for the ways they perform the same. In Kellogg’s the aspect of listening is stated being central to the way they work. The company is a firm believer of the fact that their staffs possess some of the best ideas and that a company’s success depends on their listening to feedback of grass root sort along with acting on the same (Homans 2017). 
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The scheme of Kellogg’s suggestion box assists in generating ideas alongside developing the productivity aspect. Kellogg’s possess an initiative known as ‘Snap, Crackle and Save’- a scheme associated with employee suggestion for saving costs within the company’s supply chain. One idea advocated that the same level of thickness related to cardboard could be utilized for the purpose of packaging within all the production plants existing in Europe. This approximately saved £250,000 each year. 

As stated by Miner (2016), Kellogg’s is also stated being highly devoted towards building its business in a manner where people feel its work environment to be a positive one, a place where people love to work and show their skill. It offers an employee personal development plan that contains provisions like study leave and secondments as part of the company’s development plans for their staffs. This generally emphasizes the commitment of the staffs along with their sense of being well cared for and treated in best possible manner (Nicotera 2019). 

Herzberg Motivational Theory

Herzberg was of the opinion that employees of satisfied sort would be the most productive staffs. The theory of Herzberg is sometimes labeled as two-factor theory. These aspects are hygiene factors along with motivators. Motivators of Herzberg are factors of any workplace which offers individuals job satisfaction (Alshmemri, Shahwan-Akl and Maude 2017). Kellogg’s over the years has been able to develop various aspects of motivation. Such are being projected in making sure Kellogg’s is recognized as a good workplace and an attractive employer of choice. For instance, Kellogg’s has a program ‘Fit for Life’ that offers staffs accessibility to fitness centre, free checks of health along with annual assessments of fitness by the specialists of healthcare each spring. It also offers a program of ‘summer hours’ from the period between May-September so if staffs have operated the hours of a full week by a Friday’s noon, they can close the work at that point of time. This signifies staffs can regulate their hours of working in balancing their work against commitments towards family or lifestyle. 
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Attentiveness towards motivating aspects assists Kellogg’s in building a business which delivers strong results constantly. Some of the other organisational initiatives include flexi-time, job sharing and home working, paternal leave, career breaks alongside on-site gyms to local capacities. Motivators within Kellogg’s replicate the various personal objectives of the employees. The environment of working offers opportunities in moving forward and taking on accountabilities. There is clear appreciation and compensation for the performance. For instance, the sales team of Kellogg’s meets each Friday morning in sharing the week’s success stories. Once each month it categorizes individuals who have worked beyond K-Values. Winners accept an assortment of awards ranging from vouchers and cash prizes (Sanjeev and Surya 2016). 

As stated by Alfayad and Arif (2017), maintaining proper human relations along with taking care of employee well-being helps Kellogg’s in maintaining a workforce that is highly motivated which can lead towards improving effectiveness, business quality along with the output of the organisation. Kellogg’s through its quality management behavioral approach is able to create a workplace that is exciting and at the same time interesting for the employees who are encouraged in being creative all the time that lead towards developing a business which is more productive and profitable. 

Group and team behaviours

Ioana Alexandrina Luchian (1814714)

Group and team behaviours:

In the viewpoint of group behaviour along with team dynamics, it is significant in gaining knowledge on the nature of team alongside the groups. Within associations like Kellogg’s most of the work is being carried out by the individuals working within various groups or teams associated with different departments operating within Kellogg’s like sales, human resource, finance and engineering. People are usually connected with one another via several relationships tagged with variable acts for smooth functioning of the groups and the association. The functioning of this sort alongside the interrelationships of the people outside/within the group and amidst the group is labelled as group dynamics (Raes et al 2017). Group dynamics largely discusses on the group’s nature- the variables administering their structure and development together with their inter-relationship with people, the organisation and the other groups operating within same. 

Tuckman presented a model of four-stage related to team development; the four stages in the model being termed as dependence, conflict, consistency along with functional roles. The model of Tuckman is also stated being ‘FSNP’ (Forming, Storming, Norming and Performing) and is being used extensively within the context of the association. Tuckman in the later stages inserted a fifth phase known as adjourning and transforming for covering up the completing of a job (Stangor 2017). 
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Forming - This stage usually takes into account the doubts and emotions of group members within Kellogg’s, uncertainty regarding whether they will be placed within definite groups, the nature of other group participants and the things to be expected of the leader or the manager. In search of structure and safety, members of the group make efforts in becoming oriented, looking for safe place and searching for colleagues who are sympathetic, besides expecting help from the leaders. 
This is where Kellogg’s score high, their leaders tend to appear assured and from the very beginning focus on the aspect of individuals showing respect to others within a group and team irrespective of their approach, background and experience (Plato et al 2017). 

Storming - Participants make valiant efforts in finding their place within the group and the team. There is lot of discussions, alliance is made in representing the interests of one, and there tends to be a lot of opposition. Many people tend to talk during the same time and that makes listening to one’s opinion or views impossible which is a part of the storming stage. The organisational leader can guide the team and group by offering them group tasks of practical sort which will further help in establishing relationships and simplify roles. At Kellogg’s as stated earlier, listening is classified as the central principle of doing things and the company is based on the law that proper listening starting from the grass root level to the senior management makes a company successful (Raes et al 2017). 
Norming - Participants have ascertained principles and processes for attaining outcomes and creative an atmosphere of positive sort. Participants in this stage have been able to find their places and have a safe feeling within this group. People start believing in ‘we-thinking’ rather than ‘I-thinking’ and communication becomes easier in this phase. The organisational leader can assign the group and the team with tasks that are stated being more demanding and challenging at the same time. Kellogg’s on its part have initiated programs on communication that tends to keep a two-way dialogue with their staffs. This tends to authorize the company’s workforce. Kellogg’s also offers its employees with prospects for taking on responsibilities that are stated being challenging (Forsyth 2018). 
Performing - This is stated being the highest point a group can achieve. The team and group participants are stated to feel proud for belonging to this group and possess a belief which is strong that no task is hard for them, and they tend to interact based completely on openness alongside trust. As stated by Plato et al (2017) a group of such sort is also identified as being highly productive. Most of the groups fail to reach this performing stage as it needs a stronger motivation, commitment and common goals from the group participants. The organisational leader in this stage tends to restrict his role in easing the process, thus strengthening further the ability of the group in working autonomously. Kellogg’s offers opportunities for their staffs in taking ownership of their own projects which further facilitates them in improving. Kellogg’s largely encourage its staffs in speaking positively about one another when apart, keeping focus on their strengths that helps create a strong team bond for the organisation to function to the best of its abilities. 
Adjourning/Reframing - A group is being established for accomplishing objectives of certain sort. When such tasks have been carried out, the group reached to a point of natural end to its subsistence or it largely sets new tasks for itself. Work alongside processes is being reflected upon and there is readjustment of objectives. The organisational leader requires offering tools together with methods for assessing the things that have been performed and for setting the objectives that are new. Big organisations like Kellogg’s require forming new groups from time to time based on their requirement and market needs. Every individual working in Kellogg’s is being taken well care of and organisational leaders make sure that none of the employees are short of motivation and commitment towards the organisation (Forsyth 2018). 
As opined by Stangor (2017), working in groups might not be a natural thing for most of the individuals and conflicting of interests at the personal level versus that at the group level is stated being a challenge of common sort. Group work requires practice of continuous sort and Kellogg’s as an organisation offers its employees with the same where employees are motivated all the time through rewards, recognition and promotion which in turn motivates them in contributing more to the organisation’s development. 

Motivation and Perception

Roxana Ciocoiu (1814110)
Motivation and Perception in Kellogg’s:

The Kellogg’s Company has been categorized as the leading global manufacturer of breakfast cereals and its products are being produced in 18 countries besides being sold in more than 180 nations. For a period of over 100 years, Kellogg’s has been classified as the leader within the field of health and nutrition and the company has performed the same by offering consumers with a wider assortment of food products. As stated in the case study Kellogg’s functions via various work roles which includes engineering operations within the segment of manufacturing whilst others usually work in marketing, finance, information technology and sales. The culture and values subsisting within Kellogg’s sustains its role as an employer that is good. The company motivates everyone for living by K-Values across the entire business which manufactures a culture of individuals that possess rights over their own projects besides striving for development of constant sort along with industry-leading outcomes. Values of such sort outline individual’s behavior within the workplace, portraying Kellogg’s as one of the positive brands to work for. The benefits associated with Kellogg’s investing in individuals can be exhibited by focusing at the work of certain theorists who have carried out studies on the aspect of motivation. Motivation and perception are stated being two psychological aspects outlining the behavior and decision-making of humans. A great level of social and personal significance is attached in gaining knowledge on the same. Employees perceiving that they possess greater control over their work lives are likely to be more encouraged in excelling within the structure of the association (Velmurugan and Sankar 2017). 

Maslow’s Theory

The theory of Maslow associates motivation to the needs’ hierarchy. At the bottom of the need pyramid are the necessary physiological needs like food, clothing and shelter. As people convince one need level, they experience a transformation in their motivation as they seek in aching the higher level of needs. Thus, in motivating an individual Maslow advocates it is essential in gaining knowledge where within the hierarchy pyramid each staff if positioned so that such aspects can be considered. Within Kellogg’s Company each employee is being encouraged in working through each of the need levels. As they perform the same, this offers effects of positive sort for each of the employee along with the association (Soni and Soni 2016).
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Physiological needs - As opined by Soni and Soni (2016), physiological needs tend to contend with the protection of human body. This lowest need type takes in the most basic of requirements which holds key to survival. Maslow stated such needs being instinctive as all other requirements become secondary until such needs are convened. Competitive salaries that are being offered by Kellogg’s take care of employee’s physiological needs. This offers people the funds in acquiring the basic needs for their living. The program of Kellogg’s Cornflex flexible benefits allocates the employees in choosing the benefits that ensembles them which incorporates cash alternatives to the company vehicles, vouchers for childcare alongside discounted schemes on life assurance. As stated, competitive salaries along with the stated savings assist the worker’s pay in going further and therefore motivate them in being loyal to the organisation. 
Safety needs - Kellogg’s as a company values the safety of their staff and as seen in the given case study the company is devoted towards offering a work environment that is healthy and safe for preventing accidents. This tends to motivate the employees in positive manner as they feel they are being valued by the organisation (De Vito et al 2018). Nonetheless, as observed employees are answerable- which signifies they require taking responsibility for monitoring the rules and practices related to safety and health. Kellogg’s also provides its employees an assortment of working blueprints. Some might prefer working part-time with others might require career breaks. This assists staffs in choosing the best alternatives for a healthy balance in work-life. A proper work-life balance will be helping in lessening the stress aspect and prevent the burnout within workplace. Chronic stress is a common issue related to health in workplace. 
Social needs - These are correlated with a sense of belonging. Kellogg’s activates group ‘hurdles’ in weekly basis. These offer opportunities of informal sort for the staffs in receiving and requesting information on any fraction of the business, inclusive of company products and data related to sales. Having an open communication approach keeps everyone focused on the aims along with objectives of the company and the company believed in two-way dialogue which led to active involvement of employees. Kellogg’s breakfast clubs together with support for the aspect of swimming promotes a lifestyle that is healthy along with keeping the business active within the commune. As stated by Velmurugan and Sankar (2017), social needs are stated being important for employee’s psychological development as their relationship with others tends to lessen emotional anxieties like nervousness and depression. 
Esteem needs - People require sensing that they are being valued by their company and possess that feeling that they are making a healthy contribution towards the organisation’s growth. Kellogg’s identifies that all the staffs require feeling that they supply to the business’s accomplishments. Feedback from the appraisals assists in assessing the extent to which individuals largely put in to the K-Values of the company. People capable of satisfying their esteem needs by attaining other’s recognition and good self-esteem are predisposed in feeling confident within their capabilities (Osabiya 2017). They incorporate values like being positive, identifying diversity and seeing best in individuals. Kellogg’s identifies positively the achievements of staffs along with the rewarding the same.
Self-actualization - As per the study of De Vito et al (2018), self-actualization can be taken in as the overall realization of an individual’s intellectual and creative potential. As self-actualization is usually based on controlling one’s capabilities in reaching their potential, it is stated being an individual practice that might vary from one individual to another. Kellogg’s offers staffs with prospect in taking on challenging and encouraging accountabilities. For instance, business offers prospects for the individuals in taking the ownership of the projects. This facilitates them in developing and improving. 
Taylor management theory:

Fredrick Taylor initiated the theory of ‘scientific management’ where he believed that reward through monetary means was a significant motivating aspect. Pay could purely be exercised in augmenting the output rates. Taylor’s observation on motivation relates to individuals who are predisposed in working within constricted job confines like within the production line (Waring 2016). 
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For most individuals pay is still stated being a motivator of prime sort. For instance, within Kellogg’s Company most of the staffs are encouraged by cash options that comprise the prospect of buying and selling their holiday days. The theory of Taylor segregates jobs into various components via the division of labour. This particularly pertains to the processes of production within big organisations such as Kellogg’s. Such rewards can assist in augmenting the aspect of productivity besides profitability. The risk with the same is that employees are purely focused on the factor of output for getting rewards therefore; quality might take a back seat as an outcome of staffs rushing things in performing job activities (Chang 2016). 

However, as the case study suggests scientific management is not stated being a development which permits development of individuals. It restricts their capability in taking ownership of what they perform. The staffs of Kellogg’s are being motivated in being creative and utilize their imaginative power in contributing towards the change aspect. Subsequently, the view of Taylor’s related to monetary reward for the factor of output is not apt for the motivation needed for a workplace of this sort. Taylor postulated that most of the staffs do no longer understand the job they perform and perform solely when offered the direct reward of economic recompense. Taylor’s thoughts have been taken up by Henry Ford along with other different industrialists who were in the habit of paying their factory people as per the wider assortment of items manufactured. This idea lost out as employees started becoming annoyed and production was halted frequently on the grounds of strikes carried out by disgruntled staffs (Waring 2016). 

Conclusion:

From the above carried out discussion it can be stated that motivation plays key role not only for the employees who work for an organisation but also for the employers for whom employees work. If an employer is able to motivate its workforce, the same workforce will deliver results sometimes beyond what has been expected of them. A workforce that is highly motivated is stated being a happy workforce and an organisation’s success depends on the same and in this report it has been witnessed that Kellogg’s has developed itself into one such employer for whom employees want to work and give their best. 
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