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[bookmark: _Toc56987965]Task B: Analysis of Workplace Theory
[bookmark: _Toc56987966]Introduction
The world population is increasing day by day. Therefore, there is an increased demand for goods and services (Rogers et al, 2015). This increased demand for goods and services has given a boost to economic activity in the world. For this, an increase in the production level, employability and workplaces have been seen in the world economy. Not only increase in these activities can cope up with the increased demand for goods and services, subsequently, increase in productivity and motivation for the workers is highly important. There are several theories established after a lot of research by many theorists. One prominent theorist among all is Herzberg, whose theory of motivation has been widely known and implemented by many workplaces around the globe (Dartey-Baah and Amoako, 2011). Therefore, considering all this, the current assignment discussed various assumptions and critique of Herzberg’s Theory of Motivation along with the practical implementation of this theory in current world operating companies.
[bookmark: _Toc56987967]Herzberg’s Theory of Motivation
There are several proponents of motivational theories, prominent among them is Maslow’s Hierarchy of Needs and Herzberg’s motivational theory (Evans and Olumide-Aluko, 2010). Herzberg’s theory is the two factors which are based on ‘motivators’ and ‘hygiene factors’ which form the base for the theory. The theory has been backed by a lot of research and background activity. 
[bookmark: _Toc56987968]History
Herzberg's concept of motivation and hygiene is also known as the two-factor theory. Herzberg began its work on the concept of satisfaction in the 1950s in Pittsburgh. Moreover, Herzberg's work is based on Maslow's theory of needs. He began with the notion that what leads to job satisfaction is the opposite of what causes job satisfaction (Stello, 2011). However, the theory in practice before Herzberg’s theory was Maslow’s hierarchy of needs that motivates an individual to do more and more at each level in the hierarchy. Herzberg started researching on 200 employees of Pittsburgh and his way of researching was open interviewing, which was much more qualitative method of getting information compared to close question interviewing (Alshmemri, Shahwan-Akl and Maude, 2017). Also, there was an aspect of ‘critical incident’, which was developed by his colleague John Flanagan that aided the research work extensively.
 Although the research only involved 200 employees it had considered their stance in every dimension by way of Herzberg’s research technique.  In 1959, he first published his theory in his book, ‘The Motivation to Work’. His theory was further refined and published multiple times in preceding years. “Work and the Nature of Man (1966); The Managerial Choice (1982); and Herzberg on Motivation (1983)” are his books in which his refined theories were published time to time.
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Figure 1: Hertzberg Theory of Motivation

[bookmark: _Toc56987969]Assumptions of the Theory
 Behind a theory, there are several assumptions taken for a theory to be propounded and work in a fashion it is designed to work. Herzberg’s theory is not an exception and it does have some assumptions. The first assumption is that there are no situational variables. In a workplace situation changes due to several factors e.g. verbal conflict with the manager etc (Guha, 2010). Moreover, the theory assumes that satisfaction and productivity are correlated. It assumes that the only factor that impacts productivity is satisfaction. Taking this forward, he assumed that if the employee is satisfied with the job then he is also motivated. He made job satisfaction an equivalent of motivation in a workplace environment (Ozsoy, 2019). 
[bookmark: _Toc56987970]Two-Factor Theory
Fredrick Herzberg propounded his theory of motivation based on two factors that motivate the employees at the workplace. He identified these factors as being motivators and hygiene factors. 
[bookmark: _Toc56987971]Motivators
[bookmark: _Hlk55829886]Motivators are the factors which involve the satisfaction of an employee (Hur, 2018). These are the factors which provide for the satisfaction of the employee. Absence of these factors may lead to employees having no satisfaction from the job. These factors range from work itself, recognition, promotion and other relevant factors (Ozsoy, 2019). 
[bookmark: _Toc56987972]Hygiene Factors
On the other hand, hygiene factors are not important factors but if these factors are absent, these can cause dissatisfaction among the employees (Vijayakumar and Saxena, 2015). Therefore, to ensure that the employees are not being dissatisfied with their work, these factors are considered and provided by many employers in the workplaces. The factors that are considered to be hygiene factors are monetary benefits, working condition, company policies, employee relationships and other relevant factors. These are the factors due to which the theory is called Two-factor theory. Both these factors are sufficiently clear after the periodic developments and are used widely in the workplaces (Ozsoy, 2019). 
[bookmark: _Toc56987973]Support of the Theory
The theory was considered to be very helpful in motivating the workers in the workplace. The success and support for the theory can be seen by the application and trust in that theory that is to be implemented in the workplaces. His book, “One More Time, How Do You Motivate Employees?” published in 1968, had sold 1.2 million reprints by 1987 (Baldonado, 2013). This can be inferred from these sales that the theory was highly successful. This theory is fairly common between many managers and high-level officials who use this theory to motivate their subordinates and employees under their leadership.
[bookmark: _Toc56987974]Criticism of the Theory
The theory has been widely popular in the two decades in which the theory was evolving and being updated by Herzberg. Whereas, there are several critical factors of the theory. Firstly, the assumption to correlate satisfaction and productivity is not completely correct (Rahman, Akhter and Khan, 2017). Other factors impact productivity and these factors can motivate an employee to be productive. It also assumes that there are no situational variables that impact the theory. Furthermore, the theory only provides for satisfaction, it does not provide what is satisfaction, how satisfaction is to be measured and comprehended time to time to assess the performance of the motivational factors used (Sanjeev and Surya, 2016). Moreover, the theory also ignores the employees working in blue-collar jobs. Despite all these criticisms, the theory is widely accepted and practically implemented in workplaces around the world.
[bookmark: _Toc56987975]Application in the Current Workplace
The workplaces in the world have evolved to a greater extent and all the workplaces require their employees to produce optimal results in line with their organisational goals. Herzberg’s two-factor motivation theory is highly useful in motivating the employees as this involves two aspects that motivate the employees as discussed above (Alfayad, and Arif, 2017). Workplaces vary from different industries and these industries involve the use of this theory differently. Also, the theory involves the different managing styles of managers in the workplace. 
[bookmark: _Toc56987976]Supermarket - TESCO
TESCO is one of the biggest supermarket chains in the world, uses Herzberg’s theory to motivate their workers. It considers both, dissatisfaction and satisfaction factors to motivate their employees. TESCO remains a world leader and is widely known to take inputs from its employees (Kotni and Karumuri, 2018). 
At Tesco, the management aims to motivate the employee by adopting the Hertzberg theory in which they make sure to provide hygiene and motivation factors. It motivates the employee by allowing appropriate and timely communication between the employees and upper management as it arranges forums every year in which the staff is allowed to share their idea about different strategies and they are involved in the decision making the process of the company (Lo, Lin and Hsu, 2016). Furthermore, it allows to Tesco to provide employee recognition and rewards them accordingly. The hygiene factors include pay and benefits, work-life balance policies ad job security. Moreover, the company plans every employee growth and provide include them in different management activities to boost up their morale (Nanayakkara and Dayarathna, 2016).
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Figure 2: Tesco
TESCO also provides a sufficient number of opportunities for its managers and high-level official to perform exceptionally and attain promotion. This keeps the employees motivated to do more and more. The usefulness of the theory can be seen through the fact that motivated employees can lead to happy customers (Ozsoy, 2019).
However, there are certain drawbacks which are not covered under the theory that can be seen by the fact that motivated employees don't need to produce more quantity and quality (Sanjeev and Surya, 2016). This might work against the company by way of the increased cost compared to no increase in revenue. The theory has been successfully implemented in the supermarket sector by TESCO. This can be seen from the fact that TESCO’s competitor Sainsbury’s implementation is extremely different, thereby, the company is unable to outperform TESCO. This shows that the company failed to implement and benefit from Herzberg’s theory (Ozsoy, 2019). 
[bookmark: _Toc56987977] Google Inc.
Frederick Herzberg's two-factor theory clearly explains the reward management system and employee motivation at Google. Google provides its employees with hygiene factors, such as better pay and benefits, better working environment and employee freedom (Baldonado 2013). In addition to hygiene, Google provides its employees with the best motivational factors in terms of bonuses for good performance and opportunities for employee improvement and growth. Employees take pride in being part of Google and in developing products and services that change the world.
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Figure 3: Google Inc.

Furthermore, as Google's HR policy considering theory Y suggests that within the workplace, the employee should be given full freedom to perform their duties and responsibilities. Whereas, considering theory Y, on the other hand, it suggests that employees should be forced at the workplace to perform their duties. Thus considering all this Google implement theory Y at its workplace by giving its employee full freedom to perform their work tasks. According to one of Google’s report, 20% of the project time is given to employees in terms of free time. Moreover, employees are provided with several sick leaves annually (Alfayad and Arif 2017). Moreover, on the other hand considering the reward system of google so it does not use it reward system techniques for motivated employees that are believed to be one of the main motivators according to Ghazi, Shahzada and Khan, (2013) but still, google is successful in motivating its employees
[bookmark: _Toc56987978]Conclusion
Conclusively, it can be said that Herzberg’s theory based on the two factors, motivators and hygiene factors, is widely used. Even though the theory is criticised for its assumptions, it is the theory used worldwide for motivating the employees. Applicability of the theory is in question as several types of workplaces have different applicability to the theory. Few areas of different workplaces, ranging from information and supermarkets sector, have been covered in this report. A set of recommendations to improve the usability of the theory have also been identified in this report. Critical analysis has been given about the implementation of the theory in the workplaces. 
[bookmark: _Toc56987979]Recommendations
The theory as propounded by Fredrick Herzberg is a very generic theory which applies to a diverse range of industries, operating in industrial segmentation of the world economy. The theory is being implemented by the same industry differently, therefore, no generic results are being produced. There should be a further classification of the motivators and hygiene factors into industry-based lists. This will solve the issue that the theory does not cover blue-collar jobs such as in Google and Tesco lower-level management (Ghazi, Shahzada and Khan, 2013). 
Furthermore, the theory is not in practice by the majority of the small-scale organisations as their process is based on trial and error system and the employees working in small-scale organisations are always seeking to move jobs towards larger firms. Hence, the identification of the factors motivating employees in that industry will help the organisation grow. 
[bookmark: _Toc56987980]Part 2: Reflection
[bookmark: _Toc56987981]Introduction
The learning from the classroom and a module that I have taken is the pivotal part of the student life and this is the learning that will be applied to the prospects that come forward with us. The role of the lecturer in learning any topic is of ultimate importance. There are several lessons that I have learnt in this entire module. The module has been drafted and scheduled in a manner that impacts the skills of every student registered for the module. The module carries out a lot of information which needs to be read, understood and then implemented in the assignments. A lot has already been covered in class for the given module and the same has increased my knowledge of the module topics. This reflection is written based on the Driscoll’s reflective model, which has three elements; “what? so what? and now what?” (Driscoll and Teh, 2001)
[bookmark: _Toc56987982]Learning - What?
Many aspects involve the development of a workplace. Therefore, the consideration of several aspects was done in the classroom. There has been a lot of interaction in the classroom which helps in the improvement of the analytical skills, it also involved the application of the learning to enhance the workplace experience for the employees or our future employability prospect. The teacher has a lot of deep knowledge and insight into the topic that was covered by the module. The module evolved our thinking by continuous improvement in the topical lecture carried out by the lecturer.
The lecturer convened the lecture on training, motivation, production, performance and skill management by the businesses. Several aspects were covered under the module. These skills are very important as experienced first-hand by the examples and the explanation provided by the lecturer. Everyone in the class seemed to enjoy the learning experience. The key aspects of the module learning are that the teacher produced a well-structured set of lectures which was easily understandable by all the students present.
[bookmark: _Toc56987983]A Critical Assessment of the Learning – So What?
It is important to learn from all the aspects of life and it is widely practised around that one should observe his surroundings to be aware of what needs to be considered learning. In the classroom, there has been a much similar atmosphere which provided with the detailed insight of the tasks assigned or the projects that needed to be lectured in the classroom. 
I was very excited to learn the workplace developments as the teacher had furnished everything so simply and produced the data to be used very precisely. This has given me a sense of achievement and precisely helps me in the development of the workplace scenario. I feel more confident and more inclined towards the practical experience that I will have from working at a workplace and working for the development of that workplace. This will increase the skilled workers in the industry as I have learned now and I can put my learning into use. 
Many people had felt differently as many students are not serious about their studies or some have done much more research then it was provided in the class. Moreover, it had been highly important to take up and carry on the research work on that task, this way helps in remembering all the aspects that were learned in this module. 
[bookmark: _Toc56987984]Enhancement in the Critical Thinking Ability – Now What?
It is not only important to gain knowledge. What is more important is the critical analysis and application of that learning in our day to day life. There are several aspects of critical thinking that need to be considered in applying these learnings. Firstly, it is our perception that we use to implement the study topic to the area we consider fit. We must apply these skills to out day to day surroundings as we have a very strong perception of our surroundings. 
Moreover, as for the pieces of training are concerned there are several ways of training that we have considered in the classroom. We must apply these training methods to the workplace we get employed at. It is the importance of the training that is reflected in the workplace around ourselves. 
We had also learned motivational theories which have enhance my skills in dealing with the people around me, the application of several motivational aspects has eased my life as my words hold more worth and are more persuasive. Several future applicability concepts will be helpful in the future which are no currently helpful.  
[bookmark: _Toc56987985]Future Applicability of the Skills
Future applicability of these skills is highly important as I finish my studies then I’ll look for a job in the relevant job market. All the employers seek for the employees to aid the development of the workplace. For the development of the workplace, these skills obtained from the module will help me in assessing the employees of my organisation. In the further future, I plan on attaining the high level or managerial positions and therefore I’ll be supervising the employees within my organisation and under my supervision. To assess, train, motivate and communicate with these employees, there are several aspects that I have learnt from the module will be useful. 
Moreover, these skills are never learnt from anywhere but rather from the modules we take up in our studies like I have taken this module to increase my knowledge of the topic. It needs to be considered by every student as there is a lot of scope for such modules and helps in the practical life as this is going to help me. There is a known norm that the student who has attained professional skills in their study career are more likely to be successful at their workplaces and the workplaces are also deemed to grow with time under their skills and leadership. This seems to be the experience and learning I have attained from the module which will help me in producing exceptional performance in my work life. 
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