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Introduction.
This report is about developing relationships and workplace achievement. The importance to develop a good relationship between the employer and employees, so they can feel motivated to increase the productivity at the workplace.   
Employee productivity and suggestions, along with their efforts to develop the company in positive ways help to form the values of an organization. Motivated employees use their performance to work on business productivity and success of the company. Choosing the appropriate structure of motivation factors is the major role of enterprise management (Lorincová et al., 2019). 
I will talk about two well-known motivation theories, Abraham Maslow’s hierarchy of needs and Frederick Herzberg’s model of motivation, which give us a particular view of motivation in general, also involving the motivation to work, and fixed on trying to describe why some people accept motivators such as wage, promotion, job protection, when other people ignore them (Rakić and Živković, 2017). 















1. The method of data collection.
A questionnaire was used as the method of data collection, to research and to gather information about motivation factors,  company’s total reward system and about the strategies of training within the organisation. I chose the Assured Group Limited company where one of my family member is working. Several questions was 

2. Assured Group Limited. 
[image: Logo]The company was founded in 1996 firmly convinced that it can come up with a consistent quality of service, perfectly supplied and reasonable priced. According to Assured Group LTD (2021) the organisation is the biggest private vehicle preparation company, supplying all areas of the automotive industry. Their duty is to be the main supplier of vehicle preparation, associated value added services and managed labour solutions to the automotive industry across Europe, coming up with a highly flexible workforce and persisting cost successful solution. Company’s idea is on customer retention, achieved by meeting and exceeding agreed service levels, through an in-depth understanding of our customers’ needs, achieved from over 20 years of market and maintained by an experienced management team. Assured Group Limited is constantly investing in new techniques, training, and technological advances, ensuring they are not only the biggest but leading company within the industry (Assured Group LTD, 2021).


3. The role and the importance of employee motivation in performance enhancement.
Motivating employees is one of the most major tasks of human resource management and significant point of their professional growth. Increasing of wage and reasonable administration of remuneration have a huge influence on employees’ sense that the company shows respect for the work they do (Rakić and Živković, 2017). 
Motivation and employees’ satisfaction are the essential parts in the management of human resources, as only supplying a good motivation system helps the company to improve its reasonable capability and value. Companies that don’t have a strategy for motivating and rewarding have a poor working atmosphere and absence of trust, which leads to the lack of action or activity and failure.  
People have some actions that are determined by internal intellectual triggers that push them to do something, and then, the result depends not only on skills, knowledge, or abilities, but also on how motivated the person is (Rakić and Živković, 2017). 
According to Armstrong (2012) “motivation is the force that energizes, directs, and sustains behaviour” (p.170). 
Financial motivation is the most important issue in a company, and non-financial aspect appears only when financial motivation is not reached. 

[image: ]3.1. Motivation theories.
There are several theories of motivation. Acevedo (2018) states that Abraham Maslow’s hierarchy of needs is one of the most significant motivation theories in management and institutional actions.                                                                                 
Armstrong (2012) mentioned that the model was criticized for its evident strictness, as everyone have different preferences and the belief that everyone has the same needs is incorrect. 
                                                              Source: Maslows-Hierarchy-of-Needs.jpg (1500×1159) (timvandevall.com)
Abraham Maslow proposed five important need groups that implement to people, starting from the basic physiological needs and leading between a hierarchy of safety, social and esteem needs to the need for self-fulfilment, the top need of all (Armstrong, 2012). 
The lowest is physiological needs which are natural needs as food, sleep, or home (Rakić and Živković, 2017), followed by the needs for security, physical security, and protection of the workplace, as well as protection from stress, frustration, or injures. The needs for love and belonging, associated to people that wants to be accepted and loved by the team, and to feel as a part of it. The need for respect is the need for position and authority. Last and highest one is the need for self-realization,  when all needs are achieved, people have the need to realize their abilities at their disposal. It relate to the wish to prosper in what someone is doing and to use the abilities and knowledge that someone have. 
Rakić and Živković (2017) suggest that physiological needs of Maslow’s theory should be satisfied first, otherwise, higher needs is not possible. For example, if an employee have a small wage which cannot meet his physiological needs, that it is almost impossible for him to satisfy the needs of belonging, respect, and self-realization. When the needs are met, they tend to be an origin of motivation and there comes to be a need of a higher level.      
Another motivation theory is Frederick Herzberg’s model of motivation, which illustrates a changed Maslow’s point of view to needs and has two factors, hygiene, and motivation factors.
[image: ]Hygiene factors don’t fullfil or motivate and serve to reduce job dissatisfaction, having minor impact on positive job attitudes (Armstrong, 2012). It includes working condition, wage, organizations’ policies and management, relationship with managers (Alshmemri et al., 2017)                                                           

          Source: Herzbergs-two-factor-theory.png (850×528) (researchgate.net)
Motivation factors include the need for accomplishment, the interest of the work, control, and chance for promotion (Armstrong, 2012), it leads to positive job attitudes (Alshmemri et al., 2017). It increase and improves job satisfaction. 
There are significant similarities between Maslow’s and Herzberg’s models of motivation. A detailed review of Herzberg’s model shows that for employees who have reached a level of social and economic progress in the society, higher-level needs of Maslow’s model, esteem and self-actualization are the main motivators (Iedunote, 2021). Both models presume that certain needs that stimulate behaviour.  
[bookmark: _Hlk75627403][image: ]There are differences as well between these two models. Maslow’s concept depends on hierarchy of wants (Eliwa, 2020) and Herzberg’s concept depends on elements that keep away from dissatisfaction and the components that satisfy and encourage employees. The base of Maslow’s theory is human needs and their satisfaction while Herzberg’s theory depend on reward and appreciation. Any of the Maslow’ needs can be a motivator if it is unsatisfied, and for Herzberg’s model only higher needs serve as motivators (Iedunote, 2021). 
There are two terms used to describe employee motivation.
Intrinsic motivation – when employees feel that the work they do is important and demanding and that the job give them freedom to behave, possibilities to promote, and opportunity to implement and develop their skills (Armstrong, 2012).  
[bookmark: _Hlk74813242]Source: E&I.png (1650×1275) (albany.edu)              
Extrinsic motivation – rewards, such as increased pay, promotion, and penalizing, such as disciplinary actions, and deducted pay, which motivates people. Extrinsic motivators may have a quick and strong effect, but it will not possibly last long (Armstrong, 2012).  

3.2. Employee’s motivation in Assured Group Limited.
According to Armstrong (2012) motivation is the power and way of performance and the aspects that impact people to act in particular ways. People are motivated when they presume that a route is probable to guide to the achievement of an aim and a special reward.   
There are intrinsic and extrinsic motivators inside the company. One of the extrinsic motivations in Assured Group Limited is financial rewards, as good wages, and overtimes, as well as holiday entitlement, maternity/paternity leave. An important motivator for employees as it retains and attract the best workers and keep them happy and motivated. 
As intrinsic motivation there are good working condition, company pension, a car, canteen, interesting and varied work, which improves employees’ enthusiasm to work, to increase effectiveness of the company. 
Employees have very good motivation, as the management listen to their opinions and demands. Employees that have good performance and they are confident in their ideas and decision they can be promoted. 

Traditions are as important in organizations as they are in families. Nothing is more important for employee motivation than the annual traditions workplaces create for seasonal holidays.
Try some holiday and traditional celebrations to build positive morale and motivation in your workplace.
Motivation occupies an important place and position in the whole management process. This technique can be used fruitfully for encouraging workers to make positive contribution for achieving organizational objectives. 
Motivation of employees is one function which every manager has to perform along with other managerial functions. A manager has to function as a friend and motivator of his subordinates. Motivation is useful in all aspects of life and even our family life. The same is the case with business. This dearly suggests that motivation is extremely important. It is an integral part of management process itself.

2. The impact a reward has on organizational performance.
According to Armstrong (2006) reward management is about the development and application of plans, the reasons of which are to reward people impartially, correctly, and continually in accordance with their merit to the company and therefore to help the company to realize its strategic aims. 
Below are the certain aims of reward management:
· To reward employees depending on what the company merits and wish to pay for.
· [bookmark: _Hlk75684757]To reward employees for the merit they have.
· To motivate employees and win their dedication and commitment.
· To engage and keep the best quality people.
· To make total reward procedures that identify the value of financial and non-financial rewards. 
[image: ]Total reward  is a mix of financial and non-financial rewards accessible to employees and include extrinsic, and intrinsic types of rewards. Each characteristic of reward, base pay, contingent pay, employee benefit and non-financial rewards, are connected and viewed as a combined and rational whole (Armstrong, 2006).
                             
Source: types-of-reward-plans-l.jpg (1024×768) (slideserve.com)
Components of total rewards are compensation – the essential rewards that are basically financial in nature and fulfil financial needs for income; benefits – fulfil protection needs and are performance-based; and work experience – comparative needs that unite employees to the company more because they fulfil a person’s needs, such as personal growth and achievement. 
A reward system consists of actions that provide financial and non-financial rewards, actions that involve job evaluation and evaluating individual performance, methods used to maintain the system and to guarantee that it runs efficiently and flexibly and provides value for money.
Financial rewards are money that an employee receive for good performance. When an employee helps a company in accomplishment of its goals, they are usually rewarded. 
· Total remuneration is all cash payments and benefits received by employees.
· Base pay is the fixed wage that represents the rate for the job. It is different according to the job level. It can be monthly, weekly, or hourly rate. 
· Contingent pay is supplementary financial reward associated to performance, skills, or experience. It can be paid with basic pay.   
· Employee benefits are pensions, sick pay, insurance cover, paid training or development, or company cars. 
· Variable pay – are bonuses or money payments that can be a group pay or individual, team or company performance. 
Non-financial rewards that do not imply any payments and usually appear from the job, as realization, independence, appreciation, training, professional growth opportunities and good leadership (Armstrong and Murlis, 2007).
(Armstrong and Murlis, 2007) suggest that the aim of reward management is to develop and apply the reward policies and methods essential to maintain the achievement of the company’s goals. The certain aims are to create total reward process based on viewpoints about what the company’s values and wants to realize. It is very important to reward people for the value they bring to the company, and to attract and retain the skilled people. Another aim is to motivate people and to obtain dedication and commitment.    
Effective reward management is based on a variety of beliefs and leading principles that are constant with the values of the company and help to perform them. 
2.1. Assured Group Limited total reward system.  
People are motivated by rewards which will allow them to fulfill their needs or will supply them with objectives to reach. But every person’s needs are so different that it is difficult to anticipate how a certain reward will influence a person’s behavior (Armstrong and Murlis, 2007). 
Reward is appreciation of the contribution of people to a company by financial and non-financial methods. In the business view, a reward ca be viewed as a remuneration given to an employee for their work, service, and company’s performance (Ahmed et al., 2015).    
Benefits and reward system may cost a lot of money for a company but is it important for future performance. Different types of discount vouchers, holiday payment, pension and other has an impact on people to give their total effort at the workplace.  
Assured Group Limited offers the opportunity for their employee to work flexible, offering the opportunity to swapping a shift  
Private pension plan is a good supplement for future retirement, as the employer is paying a part for it. 
They have financial and non financial reward system…..
Reward strategy defines what the company wants to do in the longer period to extend and apply reward policies, procedures and practices that will develop the implementation of its organizational goals.   
The purpose of reward strategy is to underpin the organization and HR strategies and line up reward strategies and processes to company and employee’s needs. It come up with an aim of purpose and attitude and a structure of reward planning (Armstrong and Murlis, 2007).  
Strategic reward management is about the evolution and application of reward strategies and the beliefs and leading concepts that support them. The base of strategic reward management is a belief of the needs of the company and its employees and how they can be pleased.  It is as well about developing the values of the company on how employees should be rewarded and making the ideas that will control how these values are made (Armstrong and Brown, 2006).   

3. The strategies of training and development in an organization and how effective they are in support employee satisfaction and business performance.
Storey (2015) pointed that training is the main investment in human resources that have an important part in securing company’s goals. Companies that treat their employees as a commodity, and who doesn’t want to invest in training and development activity cannot be said to be practicing human resource management. 
If a company is investing in training its employees, its fare to implement policies that will help to keep these employees and to motivate and develop them they in their turn to use their skills properly (Milhem et al., 2014).   
Training and development are considered as ongoing improving method that should be refreshed to overlook the energic changes in workplace and to accept training as a competitive advantage of the company. Training and development concern with acquiring or transferring skills and potential process required to implement a certain activity or tasks, thus the benefits of training and development for a company or for employees are essential in nature and much vaster (Milhem et al., 2014).       
There is on-the-job training which take place in the office during the working day. It is planned and take place at the trainee’s office. It usually take place in an arranged on-site training place. In on-the-job training, managers, trainers, and co-workers spend a lot of time with employees to coach critical skills. This type of training has a significant impact on job satisfaction, employee motivation and commitment (Milhem et al., 2014). 
Off-the-job training is carried out off-site and off-line. It is the most usual type of training. It include group discussion, one-to-one tutorials, lessons, reading, training courses and seminars. This type of training solve performance problems, and it should be provided when employees have insufficient knowledge or skills to work productively.    
[image: ]Training methods are related to the types of training that can be provided to employees to improve their skills or to learn new ones. Some of the training methods are listed below.   
Team training - where people are trained to problem-solve more productively in a team, where monitoring and feedback are essential during the training process. It is frequently used in the manufacturing sector, and the army (Milhem et al., 2014).  
                                                                Source: Training-Improve1.jpg (728×386) (phoenixts.com)
Seminars – it gathers employees in groups for repeated meetings, which are centred on a particular topic. Seminars help employees to become more familiar with their job duties.     
Field Trips and Tours give employees the chance to experience situations far from the workplace and learn practical information about their job role. This type of training is useful for increasing motivation and productivity.  
E-Learning is the use of information technology to increase and support education and learning process and supplies various learning strategies and programs to exchange information and learn new skills (Milhem et al., 2014). Practical e-learning process is less expensive than other type of trainings, and it allow people to access computer and internet, e-learning programs, course materials, obtaining high quality information and qualifications in the right time and place. The information can be used anywhere in any time, it is easy to use, to update and to control, and can help companies in increasing performance (Storey, 2015).    

3.1. The strategies of training in Assured Group Limited.
Employee training is important in many aspects. It helps to increase employee commitment and improve retention. The proper chosen training method also increase productivity of the company. It needs to be effective and up-to-date. 
Employee training is very important as it helps in improving the working standard of the company. It will enhance the relationship between employees and will maintain a friendly atmosphere at the workplace. 
When the company is hiring new staff, on the employees first working day, they provide them with induction, introduction to the working area, duties, people that work in the company. While explaining it is important to ask question in way to  
The quality and the variety of training options that you supply for employees are key for motivation.
You can provide training including new employee onboarding, management development, new concepts for a workgroup, team building, and how to operate a new computer system. 

Induction, Health and Safety, First aid.
Conclusion.
Total reward system has a positive impact on organizational performance. Mixed impact of various types of rewards makes a great and strong effect on the motivation and dedication of employees.  







Component II. 
4. Personal Development Plan: PDP.
Cottrell (2015) defines a personal development plan as a method by which educational needs are established, goals are settled in relation to these, educational activities are undertaken to approach these learning needs, and in the end proof is presented and registered to confirm that the knowledge, skills, or understanding have been realized.  

	Development area  
	Why is this skill necessary for my success in this company?
	Resources 
	Actions to take to achieve my objectives
	Target date

	Practice and improve communication skills/verbal and non-verbal
	To build a strong relationship with the team inside and outside the organization. Better chance to promotion. 
	Resources such as computers to send e-mails, phone
	Interact more with company’s clients on the phone and face-to-face.
	September, 2021

	Management skills 
	
	
	
	

	Improve leadership skills 
	To determine people’s strength to distribute them in the right position, divide the work correctly and effectively motivate the team 
	
	
	On going

	Planning and time management skills 
	I can use my free time to allocate needed work hours and find a balance between work and social life
	
	
	

	Profession al and ethical behavior
	Understanding and application of impartial opportunities, when interviewing and choosing people so that I stay professional, admissible, and honest in my approach
	
	
	

	Strengths
	
	
	
	




5. SWOT analysis . 
SWOT analysis is a method used for strategic planning and strategic management in companies, as well to improve company strategy and competitive strategy. Gurel and Tat (2017) mentioned that this strategic planning structure is used in analysis of a company, a project or business projects. It has two aspects, internal, which include organizational factors strengths and weaknesses, and external, which includes environmental factors, opportunities, and threats. 
	Strengths (current):
· hard-working
· reliable
· honest
· able to take initiative
· the ability to get on with people
· self-motivated and enthusiastic
· excellent communication skills and good people and time management skills
· well organized
· good administration skills 
	Opportunities (future):
· gain experience in dealing with people
· work in a team
· gain experience in communication skill
· earn more money


	Weaknesses (current):
· time-keeping
· lack of confidence when dealing with people
· not enough work experience related to academic studies
· lack of spreadsheet and database skills
	Threats (future):
· being unsupported at work
· fitting into the company culture
· not finding a good job
· not enough gained experience
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Appendix.
	Vasilica-Madalin Iliuta - Assured Group Limited
	

	What type of motivation do Assured Group Limited have?
Financial rewards (good wages, overtimes).
Holiday entitlement, maternity/paternity leave.  
Good working condition, company pension, a car, canteen. 
Interesting and varied work.
	

	Are you motivated enough to work in this company?
 Yes |  No
	

	Why, or why not?
	

	I have flexible shift. 
I am supplied with uniform to wear every day. 
Relaxed atmosphere. Friendly staff. 	
	

	What reward system do Assured Group Limited have?
	

	
	

	What training programs do Assured Group Limited have?
	

	Induction, Health and Safety, First aid. 
	

	
	

	What training did you have while working for this company?
I had induction when I have started working for the Assured Group Limited.
	

	
	

	
	

	
	

	Vasilica-Madalin Iliuta - Assured Group Limited
[Address]
City, ST  ZIP Code
01926 887988
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