


Table of Contents
Introduction	2
Motivation	3
Motivation at workplace	4
Abraham Maslow hierarchy of needs 1943	5
Leadership and Management	6
Leadership and management at workplace	6
Feedback	7
360-degree feedback	8
Drawback of 360-degree feedback	8
Drawback on motivation and theory	9
PDP	9
Improvement	10
Emotion & Enthusiasm	11
CONCLUSION	12
REFRENCE	13


























[bookmark: _Toc15088618][bookmark: _Toc15089741]Introduction

This report it will look at three of Apple’s development vehicles, which are most appropriate in the workplace to address the development needs of its employees. Using the organisations examples, it will critically assess the benefits, scrutinise and evaluate this process in the workplace. It will explore how motivation can be a major factor in workplace when employees are at work. It will address questions such as, can motivation help improve organisations productivity or demoralise employees? Can motivation inspire employees to get the very best out of them, or will it be difficult to get employee motivated when they are not at their full potential. Immediate reward will increase motivation, but to what extent will the reward motivate you, will you be distinctly engaged into motivation.( Woolley and Fishbach, 2018).
Employee engagement can be a big factor for employees, can employees help organisation to have a competitive advantage, by being engaged with the company’s decision making can this be very viable. Does the company’s size, culture, values, etc, have any significance in your decision making? Do you understand similarities and how to align them in ways to benefit the workplace environment?
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[bookmark: _Toc15089743]An organisation can achieve its primary goals and objectives only through combined endeavour of its members. This association between an organisation and its employees as administered by what motivates them at workplace and the contentment, they derive from it. Motivation can be narrated as the direction and persistence of action. ( Mullins,1981). 
 Mitchell, (1973) also identified four different action of motivation:
(1) “Motivation is typified as an individual phenomenon”.
All people are different and unique, and the major profound theories of motivation allows this exclusive uniqueness to be expose one way or another way.
(2) “ motivation is described , usually as intentional.
Motivation is believed to be under the employees control, and their behaviour which is mostly influenced by motivation. This is seen as choices of great action.
(3) “Motivation is multifaceted.”
There are two factors which are significantly important.
(1) what gets individual activated. 
(2) The act of an individual to engage into their intended behaviour.
(4) “ The purpose of motivation theory is to predict behaviour. Motivation is not only behaviour, nor performance, motivational action of internal and external factors which influences a individuals choice of action.
According to Taylor,(1947)  employees will be motivated by acquiring the highest possible wage through, working  efficiently and in a productive way. Motivation was comparatively an issue that was so simple, what the employees wanted from the organisation was high wages, more than any other commodity. This approach is called “the rational economic concept of motivation”.
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Concern on what motivates people in the workplace is increasing. Employees are now demanding more greater additional fulfilling jobs, and companies are recruiting more people from contrasting backgrounds. This approach is prevalent in today’s motivation, which suggest that individual’s behaviour, belief, and attitudes, are a functional behaviour. (Mitchell,1973).
In workplace employees would be motivated by getting the highest wages possible through working in efficient and most productive way. Motivation in the workplace was the easiest and simplest issue for Taylor, according to him the employees wanted the most from an organisation was a very high wages ( Taylor,1947).
Apple in today’s world gives a good wage, to employees and job security , interesting work and advancement in career development. Apple  gives loyalty to its employees by keeping them in the job a long time and gives them good working conditions. This is a phycological and safety need apple is implementing to it employees by applying Maslow’s hierarchy of needs ( Weinbach, 1998).
Steve Jobs was the co-founder of apple and CEO of the company. His intake with the employees was so passionate, enthusiastic, he animated all his employees and inspired them. He demanded only the very best on what they are doing. He motivated them, he communicated with them even if they were at a low position in his company. He did not discriminate any of his employees. He empowered his workforce and encouraged his employees to have a major input on decision making, which led to company’s success.(Kalunnan and Ponnusamy, 2014).

                     motivation
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For an individual employee they need more money to fulfil their needs, according to (Maslow,1943). This is physiological. Security, safety, social, and esteem, most of all self-actualisation. Employees are assured that if they work harder, they will receive more money to meet their needs. Only then they can put time and tremendous effort to get their desired reward.
But if an employee feels unhappy and not motivated, they will not make full contribution to a common task, or have a good relationship in a group, which may result to not a good job performance. This means simply the task they are Woking on will fail and diminish any satisfaction of that individual’s needs (Ugah and Arua, 2011).
Most organisation in the world share a common attribute that employees have a decisive role in business performance. Every organisation has a different method to motivate employees. The strategy is focused on Maslow’s hierarchy of needs. Apple motivate its employees according to Maslow’s theory (Maslow, 1943). Hierarchy of needs is being applied in Apple organisation. Managers in Apple have found ways in motivating their employees by considering how their needs play in job satisfaction (Robbins and Judge, 2013).
Apple accomplish their employees physiological needs by giving wages sufficient enough to fulfil their basic needs. Apple pays employees every month regularly . furthermore, apple gives incentive to its employees, such as investment in apple product, saving plan, and stock purchase options. Apple also satisfies their employees social needs. The organisation has made team atmosphere phenonium part of the working environment. The employees feel they are a part of the team (Apple, 2019).
Apple also fulfils employees esteem need, by respecting them and getting respect back. Apple always praises their employees on the hard work that they do. The organisation has appraisal system so that this can help them to recognise individual employees contribution to them. CEO Tim Cook has mentioned that employees will be given major discount on their product (Business Insider, 2019). 
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Leadership and management are an important part of an organisation and depending on what the organisation requires they will hire managers according to their specific needs.
[bookmark: _Hlk14008119]According to Iacob and Cismaru (2002) there are a gap of difference between managers and leaders. Managers are who administrates structures and activities in the workplace, they are always present at the organisation. They are people who do what the organisation has told them to do. A leader has full authority amongst a group, they have great influence on others. A leader is also a part of management, they have great ability to convince others to achieve their designated targets.( Iacob and Cismaru, 2002).
Leadership has become important in this day and age, because business sector has become complex and more volatile. The sudden Technology change, the vast completion form competitors who are selling the same product at a lower price. The irregularity of the marketplace , these are only a few factors of changes. Major changes are required and important in order to gain a profit or just surviving in this new environment. More changes definitely require more leadership.( lumen,2014).
These are some of the workplace vehicle that is going to be talked about, with the available resources that will be gathered, and  with all the reliable data information. Can most organisation benefit from these vehicles? Can an organisation improve on its productivities by hiring managers and leaders, or can the organisation motivate employees, furthermore, engage in Employee engagement? Will this help productivities and gain financial benefit for the organisation.( PletIla, Lahdensaarl-natt, and Tuure, 2011).
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Leaders and managers are administered to motivate employees to preforms exceptionally well in the workplace. Management skills is well preformed in task related matters. Motivation and organisational innovation mostly require leadership (Shin and Mcclomb 1998).
Effective organisational strategy’s all depends on successful management. The strategy’s is based on maximising opportunities (Drucker, 1968).The more you know about an organisational belief, values and the methods of policy’s, the chances dramatically goes up on dealing effectively with them (Miner, 1971). As apple is  using Maslow’s theory of needs by administrating in to the managers and  leaders so they know about employee behaviour, because everybody is unique, everyone has different personality and different skills, once this has been established they can adjust to the employees need, such as safety, esteem, love and phycological needs (Bartleby, 2019).
Management and organisation of work depends of the people who initially make up organisations. Without employees, systems, procedures and organisation, these are meaningless (Mullins, 2010). Apple at workplace gets the best out of employees by having regard for their needs, and to encourage morals. Having the employees engaged in decision making and co-operation, this encourages them to work (Mullins, 2010). Managers and leaders benefit the organisation goals and objectives. They also carry out orders of organisations, example looking after the environment, giving money back to the community’s.
Employees at Apple benefits from the organisation by engaging in the workforce, they appreciate the organisations value and appreciate them. Employees should also be aware weather the individual working has the right knowledge and skill for the job. It is important to have measures, and targets which can be evaluated and show how well each benefit in acknowledging employee and employer, so that any adjustment can be made for the benefit of an organisation (Cipd, 2019). Apple is implementing Maslow’s needs in dealing with their employees by motivating them, giving them their safety need as a job security, making them fell special by being their friend. Maslow’s theory has great impact on apple organisation, following Maslow’s theory on self-actualisation Apple have gone really creative on their products, the employees at Apple are fulfilling their needs by designing a product that fulfils Apples needs and to give the product to potential customers that will satisfy their needs also (Gordon, 2004).
Employee engagement is about finding the right person for the right job. The decision makers at Apple understand that technical ability can be taught and developed but you can’t teach people to be passionate or personable about what they do, hence Apple employ people who are passionate and have a desire to enhance their contribution. Since many people want to be part of Apple it is not difficult to find suitable applicants.
[bookmark: _Toc15088624][bookmark: _Toc15089748]Feedback
Having a feedback is very crucial part of learning process (Kuchinke, 2000). Feedback is communication, reaction part on the receiver to a sender sending a message. This term mostly restricted to the reaction that reaches the sender, this enables to monitor the communication and adapt as necessary. Without feedback from a vast audience in the form of  laughter , the person making a joke is not funny (Chandler and Munday, 2011).
Employees and organisation perceive feedback to be favourable and want to obtain feedback from each other. Having feedback from Apple organisation to the employee, the employee gets more self-efficiency and builds a good relationship with their superior (Gaunt, 2017). 
Apple is worth $1 trillion, cementing their organisation as one of the most successful company in the world. How do they do this? By creating a culture of valuing feedback. When they administer this feedback process they are well aware what needs to be addended and can act accordingly to fix any region that deems necessary fixing (Matterapp, 2019).
Apple has created and operates a feedback process that enables everyone within the organisation to speak their views and express their opinions without fear of any reprisals. This process known as “fearless feedback” is something that even the lowest ranking employee can give to even the most senior managers. This system of feedback aims to improve the overall positive experience of all people involved Allen (through Gallo, 2012c). It is evident that Steve jobs valued his employees opinions enough to instigate the fearless feedback system and enable them to express their views. This kind of initiative not only enables the creation of good ideas, but also generates goodwill, motivation but most importantly empowers everyone within the Apple organisation. Apples current CEO Tim Cook described Jobs as a person who “took contrary positions to create more discussion, because it may lead to a better result” (Gallo, 2012c). This kind of initiative and processes build trust and unity between employers and employees and enable everyone to do more things which seem right or of benefit to the company.
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360 feedback is a system procedure when employees receive private anonymous feedback from employees who works with them. This typically means managers, employees, and peers fills questionnaire anonymously and asks broad range of questions on competencies in the workplace (Mullins,2010).
Managers in organisation uses 360-degree feedback to have a greater understanding of the strength and weaknesses . after understanding the result of the feedback, the organisation can create a development plan and be more effective. You will also improve areas that you might not be aware of, one must work with others to seek feedback mainly about performance and develop a plan that requires improvement. You must have the courage to ask college questions to say anonymously what the employee thinks of your managers ability (Custominsight, 2019). Eysenck (1981) stated you have to have a great understanding of people with diverse personality, distinctive capacity to understand what has been said, and have contrasting motivation whilst working, apple is collecting 360-degree feedback to understand how to better the organisation. Employees has the opportunity to say whatever they deem necessary. Apple takes the feedback seriously from the employee, that is why apple understands the needs of employees and benefits from understanding what they require. So, they can have a prosperous working environment and make the organisation more profitable (Gizmodo, 2019).
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Despite the possible support for 360-degree feedback, Pfau et al (2002) claims that to many organisations have their resources and investments in this matter. Pfau et al (2002) also states there have been reports on research studies that 360-degree feedback will hurt more than it helps organisations. Despite the impediment  Pfau et al (2002) suggest that 360-degree feedback should not be abandoned, they should be enforced for the right reasons. Organisations should ask what they want to gain from the feedback.
Butcher (2002) also states 360-degree feedback is increasingly most common in appraisals and agrees with it but, Butcher (2002) states that making employees review one on another’s strengths and weaknesses will lead to political and catastrophic tension, especially if burnouses and promotions are a factor. Employees can feel conflict between roles as co-workers. Teams may see this process and most likely will focus on individual achievements. This is a highly popularity contest in disguise.
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There are many compelling theories mostly explains the nature of motivation, these theories are partially true, and helps explanation of behaviours of certain individual at a certain time. Motivation for young people is quite difficult when starting their career path, and mid-career position is difficult also. And for those that only finds limited opportunities for their promotion or their goal for further advancement. Organisations and employers find it difficult in motivating employees in large term and short term. Because the difficulty of motivation, and there is not a ready-made solution of a singular answer to what motivates people to work efficiently. Different theories are mostly important to managers and organisations , they show lots of motives and influence individuals behaviour pattern and performances( Mullins, 2010).
Hall and Nougaim (1968) suggests results show that needs changes all the time because of developing career changes than strengths of needs satisfactions. The study they did provided only very little support of Maslow’s theory of needs. Lawler and Suttle (1972) mentioned  Maslow’s theory is very much difficult to test empirically, therefore it has been subject to different interpretation by various writers. Lawler and Suttle (1972) also states after review of Maslow’s needs hierarchy model, it certainly raises doubts about the validity of classification of most profound basic human needs.
However, it is important to mention that Maslow recognised the limitation of his hierarchy needs and did not indicate it should have a widespread factual support. He proposed only the theory should be treated as a framework for future development research and said,  “it is easier to perceive and to criticise the aspect in motivation theory than to remedy them”. 
Maslow did not intend the hierarchy of need to be applied in the workplace situation, it is still popular theory of motivation in the workplace. Despite lots of criticisms and doubts of its limitation, the theory has a significant approach on management and organisational needs. It is a framework for viewing different peoples individual needs and expectations people have (Mullins, 1989)                                                   
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PDP is a personal development plan, it is a fine thought out structure that identify an individual’s areas of weakness or lack of skills and recommends constructive steps to take which will enable them to  develop those areas, it is a continuous cycle of self-reflection. The purpose of PDP is to encourage employees to develop themselves and improve or acquire new skills and knowledge. It is also for individual to be aware of their capability and have the capacity and opportunity around them. PDP can be applied in many ways for example: changing the way employees approach work, making choices in their workplace, or their personal life and prioritising their actions (Bath, 2019).
Engaging in PDP will enable employees motivation, as well as equip people with new skillsets or improve on existing skills. There is possible financial reward such as salary, security, promotion, good working environment and the condition of work (Farren, 2000).
The areas of improvement identified as a result of this report are as follows:

	 PDP
	Areas to improve          
	measures 
	 time review              
	impact outcome

	Recommendation 1
	Improve  communication.

	Adhere to relevant communication theories such as Sharon & weaver         
	6 months review.
Measure mis-communication incidents        
	Reduce Miscommunication incidents by 50%


	Recommendation 2
	Time management

	Make a time map for tasks and follow it
	Review actual success and failures of time keeping
	Improve time orientated tasks by 50%

	Recommendation 3
	Emotional attachment 


	Interact with others in an interesting and emotional way
	6 months review.
Measure success by peer interaction
	Improve peer relationship to a level you are comfortable with
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Managers managing everyday activity’s which consist of involvement and interactions between employees and peers, everyone can be a manager to some extent e.g.: We manage our own time when we desire, everyone has a choice to do or not to do something, and have slight control over the process of their work (Knight and Willmott,1999). Managers can improve by exercising their responsibility and duties more affectively, influencing subordinates, having more concern for peers at workplace. Employees respond to the manner that they are being treated, they come to work trying to do a good job, and performs well (Mullins, 2010).
Steve jobs the founder of Apple realized that success for the organisation would depend on a combined effort of everyone within the organisation and that it would be difficult to generate passion amongst users of Apple products externally unless the employees at Apple were themselves enthusiastic and passionate about the Apple brand. Apple developed a business concept based on providing solutions to problems and making life easier for its loyal customers, but most importantly they managed to convince their employees of this concept which led to a dedicated workforce who truly believed in what they were doing. If one follows any of the established theories of motivation it is quite evident that a workforce whose beliefs and values are aligned to the organisational values will be more motivated, productive and produce better quality products than a workforce which does not share the organisational values.
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All employees bring emotional element to the workplace every day which part of our lives. Managers are guilty of treating employees as if they have no emotions. Work related behaviour is assumed to be rational. This is highly unrealistic and inaccurate (Robbins, 2008). By giving training to manager they can communicate with employees in a profound relationship, the manager can make the employee feel competent and secure (Galunic and weeks, 2001). After this has been achieved by co-ordinated effort with employees, managers are likely to be mostly judged on their performance and the performance of the staff. The managers performance may be assessed by motivation and moral of employees, the success of training and development of their role, creating the environment in which the employees will work effectively (Luthans, 1988).
According to Ng (2011) Apple is possibly “the greatest, most visible example of a fully engaged company” and that Apples employees are Apples biggest fans;  because they truly believe that they are making a difference to peoples life with what they are doing. It is widely accepted that the employees at Apple stores are very helpful and have been known to replace parts or damaged goods despite the warranty having expired (Gallo, 2012c). Customers are usually very excited when they visit Apple stores because they know the employees at Apple are helpful, engaging and know how to provide an excellent level of service.
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Having looked at apple’s motivational strategy at their workplace, it can be said that the organisation is encouraging its employees to innovate product  and directing their efforts towards the successful attainments of objective and goals of the company. Apple is doing a tremendous job in motivating employees. Apple is administrating  Maslow’s hierarchy of needs. Through this profound and phenomenon theory the organisation has gained impressive recognition all around the world for their technological achievements. They are meeting all of the employees needs for example: Physiological needs: giving them a good salary, from that they can purchase food, shelter, clothing. Giving them safety needs: retaining employment, giving them personal security in job environment. Love and belonging: apple make friendship with employees, so they feel more comfortable in the workplace. Esteem needs: apple respect their employees, and gets respect back from them, also apple gives promotion making employees a driving force in their organisation. Self-actualization: Making employees attain the highest level of management.
Looking at the PDP file it is clear that employees, or individuals can adhere to the relevant information provided, one can act to change their life improvement for the better. It is a simple information to follow, and important to emphasise that abiding by all the relevant theories can change a person prospective towards theories. Subsequently if you come across these theory’s for example: Maslow hierarchy of needs (1943). Alderfer modified need hierarchy model (1969). Herzberg two factor theory (1959). McClelland achievement motivation theory (1961). You might not properly understand its relevant nature that was intended for, that is why there have been lots of criticism on most of the theories. Still there are organisation that act upon their recommendations and became one of the most  successful company in the world, that organisation is APPLE.
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