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Introduction

This report will evaluate some of the models available to organisations that wish to develop the individuals they employ. 


























Main Findings

Motivation
Motivation is important to organisational success. When employees are motivated they perform better. There are many motivational models organisations can use to motivate employees (Bancroft 2017). This report will look at two of these models, Vroom’s expectancy theory and Maslow’s Hierarchy of needs.

Vroom’s expectancy theory 
According to Suciu et el (2013) Vrooms theory consists of three main parts, expectancy, instrumentality and valence. If employees believe that high level of effort will lead to high performance and that high performance will lead to the desired outcome, employees are more likely to be motivated (Lauby, 2005).







Maslow’s hierarchy of needs
According to Lauby (2005) Maslow believed that, individuals have five basic needs they strive to fulfil. When an individual satisfies a need, that need no longer motivates them, but having the opportunity to have the next need in the hierarchy met will motivate them. These needs are hierarchical, meaning an individual must satisfy the most basic need first before moving on. The needs are physiological, safety, social, esteem and self-actualization.

Maslow believes that to motivate an employee the organisation must give them an opportunity to meet their needs (Lauby 2005). Where as vroom believe that to motivate an employee the organisation must reward them (Suciu et el 2013).

According to Personnel Today (2018) in a survey conducted by Motivates Inc. motivation in the workplace has dropped by 11% in 2017 when compared to 2016, 29% of over two thousand people questioned said they were no longer motivated at work.

Employee Engagement 
Employee engagement is important to organisational  success. When an employee is engaged, they are happier and will give their all to the organisation. This in turn will lead to increased productivity, loyalty and more importantly to completion of the organisational goals (Bryne 2015).

According to Bersin (2015) to enable employees to fully engage with an organisation, they require five key elements. These are a meaningful workplace, management that is hands-on, a work environment that is positive, the opportunity to grow within the organisation and most importantly trust in the leadership of the organisation. According to Young (2018)  that in a study undertaken by Kahn in 1990, Kahn suggest for an employee to fully engage then three psychological conditions must be met, meaningfulness, safety and availability. 
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This section should include any supporting documentation/evidence.  Take care not to include documentation that is particularly large.  You should also include the source of the information within this section in your reference list.
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