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DEVELOPING RELATIONSHIPS AND WORKPLACE ACHIEVEMENT


[bookmark: _Toc78497067]Introduction:

The purpose of this report is to emphasize the importance of understanding and applying critical factors for an organization's development, such as motivation, employee engagement, and training and development, in order to develop relationships and achieve goals within an organization. The report is structured in two different components. The first will look at why motivation, employee engagement, and training and development are important in a healthy, developed organization, both theoretically and practically in the chosen organisation. 
The second component will apply these theories via an interview-based Personal Development Plan. The interview will be conducted by the student Bianca Suleap and will be applied on her husband’s, Suleap M., experience at his place of employment which is ISG. 
ISG is a worldwide construction expert dedicated to creating environments in which people and companies may flourish. In addition to buildings, their 2,800 global fit out, technology, and construction experts create strong client relationships built on trust, cooperation, and good communication.
[bookmark: _Toc78497068][bookmark: _Toc78497069]Body of work: 
Motivation:

People that are highly motivated to make supplementary efforts are more likely to acquire high achievement on their workplace. To comprehend what inspires individuals, one must first analyse and understand motivation, its factors and theories and how these are enhancing employee performance. Motivation can relate to a person's aspiration, how they choose their objectives, and about how people attempt to modify others behaviour.
[bookmark: _Toc78497070]Types of motivation:

(Frey, 2002) is stating that employees are willing to make additional effort for one of two reasons: because they are interested in the job (intrinsic motivation) or because they’ll get paid (extrinsic motivation).
There are two types of motivation, extrinsic and intrinsic. 
The motive behind the intrinsic is to accomplish something for itself, for the simple joy of the activity on its own.
More independent countries, more democratic, less hierarchical social structures, and higher wealth are significantly associated with task features and work satisfaction, according to (Huang, 2003).
Extrinsic motivation is the desire to achieve an external objective or fulfil an external requirement and it happens when things are done to or for individuals to motivate them.
[bookmark: _Toc78497071]Herzberg's Two Factors Theory and Maslow's Hierarchy of Needs:
There are two significant motivation theories that must be mentioned for a better understanding of how motivation affects employees and organizations. The psychologist Herzberg developed a theory regarding work aspects that drive people while Maslow, a behavioural scientist, proposed a theory about the hierarchy and fulfilment of different human demands, as well as how individuals seek to accomplish these demands.

(Zhou, 2017)
[bookmark: _Toc78497072]Herzberg's Two Factors Theory 
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Description automatically generated]Herzberg created a two-dimensional model of occupational attitudes. He contended that working environment, coworker interactions, regulations and norms, supervision, and pay are more of a hygiene issue than a motivator. According to this idea, a lack of cleanliness elements may lead to work discontent, while the presence of hygiene components would neither please nor motivate. 
According to Herzberg's study, there are five different variables (satisfiers or motivators) that have a major impact on job satisfaction: success, acknowledgment, responsibility, job itself, and progress. 
” He classified motivators as inherent to the work, whereas hygienic elements were external to the job.” Udechukwu (2009 

In Herzberg’s Two Factors Theory the hygiene factors would lead to short-term changes in work related performance and outcomes, and it would rapidly return to pre-change position. Contrarily, the satisfiers would be linked with long-term beneficial impacts in the work achievement.
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(Henderson, 2017)


[bookmark: _Toc78497073]Maslow's Hierarchy of Needs 

(Acevedo, 2015) states in her study that Abraham Maslow's needs theory is among the most important theories of motivation in management and organizational behavior. Human dignity, according to Maslow, is described as a sense of control over one's own life, of being one's own leader.
Maslow's hierarchy of needs theory is concerned with how individuals meet different personal needs in terms of their job. He proposed that a person could not acknowledge nor follow the next higher need in the hierarchy till the present acknowledged need is significantly or fully fulfilled, a notion known as prepotency. Maslow's hierarchy of needs is often shown as a pyramid, with survival at the wide base and self-actualization at the peak. The needs are physiological, safety, love and belonging, esteem and self-actualization. Physical survival is our most fundamental need, and it drives our conduct first. When this level has been attained, the following level is what drives us, etc.
Outside factors or individual variations may alter Maslow's hierarchy of needs. For example, he observes that for some people, self-esteem overcomes love. Others' creative needs may outweigh even their most fundamental necessities.
[bookmark: _Toc78497074]Motivation applied to the case study:

Suleap M.'s motivation to go to work, according to the interview, is both intrinsic and extrinsic. The first would be extrinsic motivation, he added, is the need for money. The second motivation factor would be intrinsic, as he enjoys what he is doing. (Appendix 1)

The interviewed person agrees with Herzberg Two Factor Theory partially, as he does not consider that all the hygiene factors will lead to job dissatisfaction, but he considers that the motivators factors as achievement or recognition will lead to job satisfaction. (Appendix 2 and 3)
Undoubtedly, he believes Maslow's hierarchy of needs corresponds to his principles. (Appendix 4)
 Isg   is    an organisation that is using different extrinsic motivators factor to obtain employees’ engagement. They are willing to offer paid courses related to job offers requirements, rewards and promotions. 
“Motivation   becomes   important   in   an   organization   because   motivation   may   encourage   employees to achieve the organization’s goal.” (Ramadanty, 2016). To thrive as a business today, it is critical to motivate and engage your staff. Isg's management employs a variety of tactics to keep its employees happy and motivated; they understand that when people are happy and motivated, they will go the additional mile for the organisation, and this will benefit   them. Another thing that is worth to be mentioned is that companies in general should invest in employees that are engaged to their organisation, it may be more effective to offer the possibility to get promoted to a person that is willing to put efforts in bringing rewards for the company
[bookmark: _Toc78497075]Defining Employee Engagement: 

(Kahn, 1990) defines personal engagements as the behaviour that is engaging oneself in work performance that focuses on relationships with work and people while promoting a positive personal appearance (physically, intellectually, and emotionally).
Engagement was originally defined as a term in the workplace in the 1990. On the one hand, employee engagement is typically understood in the context of commitment to the organization (dedication towards the company, more specifically, emotional commitment and organizational commitment). A component of employee engagement, on the other hand, is demonstrated behavioural devotion outside of one's defined job position. Therefore, motivated workers bring forth significant effort in their jobs as they are personally invested in them. Employees who are engaged in their jobs have a feeling of dynamic and powerful connections with their jobs; rather than seeing their jobs as physically and mentally demanding, they see them as stimulating.
Another point of view is employment management as “a positive, fulfilling, work related state of mind that is characterized by vigor, dedication, and absorption” (Schaufeli, et al., 2002).
[bookmark: _Toc78497076]Drivers of Engagement
(Rees, et al., 2013) argue that the performance implications of the engagement are not their focus, but instead the drivers of the engagement, which are, the reasons instead of just the consequences, the precedents instead of the results. The employee engagement is driven by many factors like, meaningful work, which is the most significant, senior management vision and communication, favourable views of own line manager and the employee voice. 
In previous research, it was shown that managers' "in-house" communication with their colleagues encourages their staff to deliver better service. Knowledge and skills employees have about their work and the organization give them the chance to feel as the organizational champions among their customers, who in turn may help to improve the company's overall image. (Pounsford, 2007)notes that communication techniques like storytelling, informal communication, and mentoring were shown to enhance staff engagement as well as levels of trust in the organization. They were also known to increase income as a result of improved customer satisfaction. Putting an emphasis on internal communication may provide numerous advantages to an organization. Perhaps this will happen because internal communication can motivate workers to utilize their creative and critical thinking capabilities to create value. (Trahant,2009) study claims that although employee engagement begins with an employee's first entrance into the organization, it may decrease significantly over the first year and for up to five years beyond that. This implies that internal communication specialists must become engaged with employee stakeholders as soon as possible by introducing them to the organization, improving their knowledge and skills, soliciting feedback, and spending the opportunity to reflect on their problems, among other things.
According to Newman, Joseph, and Hulin (2010), employee engagement is strongly linked to a mix of work fulfilment, job participation, and emotional organizational commitment. According to the findings of a study performed by Crawford et al. (2010), the individual influence of engagement exceeded the contributions of work participation, job satisfaction, and intrinsic motivation combined. Probably the most important reason why engagement is more highly linked with performance than the other work-related attitudes is that it represents an intense drive rather than a sense of satiation, which is characteristic of job satisfaction.
Engagement applied to the case study:
The interview persons stated that is feeling engaged to the company he is working for. He mentioned that the first factor that drives him is an intrinsic factor, which is job satisfaction. He is happy with the work that he is doing, and he want to take the leap for a higher position. He also stated that he is happy about the payment and about the open communication between staff and management. The fact that he is feeling respected and appreciated makes him get motivated and engaged as well. 
[bookmark: _Toc78497077]Training and Development Definition:
(Falola, et al., 2014) are defining Training and Development as a critical strategic tool for improving overall employee performance. Personal participation, dedication, and learning via experience are common components of training. Learning by doing is an important part of training. Competence is much more important than knowledge. The goal of training is to ensure that workers are proficient in the execution of a particular job. Previous research has shown that training has a statistically significant beneficial impact on work satisfaction and that training employees may result in increased organizational commitment and job satisfaction.
There are a variety of topics that may be covered in training programs or events: Machine skills, such as vocational training. Another type of training could be the supervision or team leader, training that could include leadership and management training. Training in organisational processes and practices is another training program and could combine induction, health and safety for example.

[bookmark: _Toc78497078]Training Models:

Training program is just one method of ensuring that learning occurs, although it may be necessary in certain cases. One example would be if the skills cannot be obtained in the job. Another example would be if a lot of individuals need various abilities that must be cultivated rapidly to meet changing requirements and could be gained by relying on the experience. There different are training models like: 
1. Systematic Training:
It is essential that training be systematic, in the sense that it is carefully conceived, planned, and executed to suit requirements. It is given by individuals who are knowledgeable in the field of training, and the effect of the training is thoroughly evaluated. A simple four-stage model was originally developed for industrial training boards in the 1960s, and it consists of the following steps: identify areas of improvement, determine what type of training is required to meet these needs, effective framework using experience and trained trainers to guarantee that the training is effective, and pursue  and monitor training to make sure that it is successful.
2. Just in time training: 
Just in time training is defined as training that is directly connected to people's urgent and relevant requirements via its connection with current or impending job tasks. It is provided as near to the moment when the activity occurs as conceivable. The training would be assessed on the basis of the participants' most recent needs, priorities, and goals, after which they will be informed on the real-world circumstances in which their knowledge must be implemented. The training program will consider potential transfer problems and will strive to make sure that what is presented is perceived to be relevant in the present work environment. 
3. Bite-sized training:
Bite-sized training is providing chances to learn a single skill or piece of information in a brief training session centred on one task, such as utilizing a certain piece of software, providing feedback, or addressing an inquiry about a company's product or service. It is frequently conducted out via e-learning. It may be a helpful method of improving a skill or knowledge via a focused period of learning activity without distraction, which is easily applicable in the workplace. However, it may be lacking in terms of broadening people' intellectual capacity and holistic awareness of the business-essential characteristics required to allow workers to react creatively to the challenges of today's information economy. It may also be overly simple and limited, and it is dependent on the cooperation of line managers, that is not always available. It is most suited for educating workers on simple methods that they may use immediately in their job or to supplement, rather than replace, lengthy courses of development procedures.
[bookmark: _Toc78497079]Training and development according to the case study: 
According to the interviewee, the organization provides induction and health and safety regulatory sessions on a daily basis.

[bookmark: _Toc78497080]Personal Development Plan: 

	What are my goals?
	What has to happen first?
	When do I want to achieve this?
	What obstacles might get in my way?
	How can I improve my chances of meeting my goal?
	Where can I go for support? 
	Review how I am doing. 

	Become a site manager.
	1.Complete the Health, Safety & Environment Test.
2.Complete my CSCS Black card.
	· By the end of this autumn.
	· Fail at one of the tests.
	· Taking a few days off from work and begin to study.
· Taking online tests to check what I have learned.
	· Team members who have gone through this.
· Friends
· Family

	

	Become a project manager.

	· Gain construction experience.
· Get certified.
· Prepare my CV. 
	· In three years
	· Not gaining enough experience.
· Not passing the exams.
· Not having enough money to invest in the courses.
	· Keep focused on my goal.
· Plan for every 3-4 months to apply for a new training course.

	· Site managers 
· Project manager
· Bank


	



According to the interviewer's Personal Development Plan, he wants to be a site manager initially, but his overall purpose is to become a project manager. He must first finish his site management degree and acquire a lot of experience before becoming a project manager. He intends to complete all of the necessary credentials for becoming a site manager by the end of this autumn, but he cannot guarantee that he will take the exams. To pass the tests, he should take a few days off to rest and concentrate on his studies. He has front-line management who can provide guidance and information, a family that is morally supportive, and construction-experienced friends.





	STRENGHTS
	Weaknesses 
	Opportunities
	Threats

	· I am a hardworking person.
· Good time management skills.
· Patient.
· Engaged in what I am doing.
· I have the line managers support.
· I have already completed the Site Management Safety Training Scheme

	I am working too much.
I may be too tired most of the time.
I still need to take two exams to become a site manager.

	If I complete the courses by the end of this autumn, I may have the opportunity to become a site manager.
	There is another man that wants to apply for the same position.




Marian's strengths include the fact that he is a hardworking person, that he has excellent time management skills, that he is involved in what he is doing, that he has extra assistance if he needs knowledge, and that he has already passed the most difficult exam for becoming a site manager. His weaknesses might be that he is overtired and unable to concentrate on his studies since he is working too hard, and he still has two crucial tests to pass in order to become a site manager. He has been given a job as a n opportunity as a site manager, which may be available by the end of October, but the threat is another guy who has already passed all of the tests. If the interviewee fails the tests, he will not be promoted.

[bookmark: _Toc78497081]Conclusion:

Nowadays, it is critical for employees to remain motivated and interested in their work. Developing new skills and knowledge via training may also improve their self-esteem, which is an essential motivator for not just the individual's but also the organization's success. 





Bibliography

Acevedo, A., 2015. A Personalistic Appraisal of Maslow’s Needs Theory of Motivation: From ‘‘Humanistic’’ Psychology to Integral Humanism. A Personalistic Appraisal of Maslow’s Needs Theory of Motivation: From ‘‘Humanistic’’..., 148(4), pp. 742-763.
Anon., 2012. Armstrong's Handbook of Human Resource Management Practice. 12th Edition ed. London: KoganPage.
Crawford, E., LePine, J. & Rich, B., 2010. Linking Job Demands and Resources to Employee Engagement and Burnout: A Theoretical Extension and Meta-Analytic Test. Journal of Applied Psychology, 95(5), pp. 834-848.
Falola, H., Osibajo, A. & Ojo, S., 2014. EFFECTIVENESS OF TRAINING AND DEVELOPMENT ON EMPLOYEES’ PERFORMANCE AND ORGANISATION COMPETITIVENESS IN THE NIGERIAN BANKING INDUSTRY. Bulletin of the Transilvania University of Braşov, 7(56), pp. 161-169.
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Appendix 1:
What keeps you going to work each day? 
One of the factors that motivates me to go to work each day is the need for money. Another factor that motivates me is that I enjoy what I do, and my ambition is to advance to the position of project manager.
Appendix 2:
Do you consider that, for example, working conditions, co-workers’ relations, supervision quality will lead to job dissatisfaction? 
I work in a construction site, so, sometimes, I am working in extreme weather conditions, this means that it does not matter if it is raining, cold or too hot I will still finish my job and I will continue to do this until I will reach my goal. Co-workers’ relation is not necessarily something important for me, I do not consider that if I don’t get along with others will lead to job dissatisfaction, but I consider that bad quality supervision will lead to that.
Appendix 3: 
Do you consider that achievements, recognition, responsibility or personal growth are leading to job satisfaction?
All these motivational elements are significant to me, and so I believe they contribute to job satisfaction.
Appendix 4: 
Would you agree with the following statement? “In order to reach my full potential, I require water, food, shelter, and rest. Second, I'd require security and protection. Following that, I'd require an intimate relationship, as well as family and friends. Following that, I'd like to feel valued and to receive appreciation. Thus, I may fully satisfy my self-satisfaction needs.”
Yes, I agree.
Appendix 5: 
Is the company that you’re working for motivating people? If yes, what strategies are they using?
Yes, they are motivating people. It’s a worldwide construction company so there are so many opportunities for the hardworking people. I have started as a traffic marshal with an agency that had a contract with them. After a year and a half, they offered me a contract and they are continuously investing in my training and development. Another strategy they adopt is to provide their staff with monthly green rewards cards, which include shopping vouchers. I consider myself engaged to this company, as I could have had accepted better paid offers from other companies and still, I consider Isg to be the best fit for me. 
Appendix 6:
Do you feel engaged to the organisation that you’re working for?
I do feel engaged, I am not considering working for any other company.
Appendix 7:
What made you feel engaged to them?
Firstly, I like that they offered me the opportunity to develop my knowledges and skills regarding the construction domain and not only appreciate that I am being respected, as it motivates me to work harder and achieve even greater results. They are offering me everything that I need, a nice payment, they are listening to me whenever I have a problem regarding work and not only. The relationship between me and management is open, so we are communicating openly all the time. 
Appendix 8: What types of trainings is your organisations offering?
The organisation that I am working for is offering daily induction for the new entries and also the health and safety regulations and procedures are presented every day. 
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