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[bookmark: _Toc1906298653]Introduction

This article will be a critical evaluation of Herzberg’s Two-Factor theory and its modern-day workplace usefulness. Brief background of the theory author, how he created the theory, and how and for what purpose this theory was created. In this article will be also discussed the main assumptions of the theory with different view and critiques. It will be critically discussed the level of usefulness and relevance in today’s modern workplace. Practical examples of how the theory is applicable or not for different workplace environments will be given, for example positive and negative views of the theory application, etc. Key findings of the report will be summarised from the article’s author for giving the recommendations about the future usefulness or applicability of the theory in today’s workplace environment. 


















[bookmark: _Toc1915066923]Background of the theory
[bookmark: _Int_lvar2NKm]Frederick Herzberg (1923-2000) was an American psychologist who was also a professor of management at the University of Utah. He believed that the main problem of our time is psychological health, which is why his interest in this field is so great. Later, Herzberg also worked for the US Public Health Service. Herzberg is best known for his hygiene-motivational theory. (The British Library, 2010). Like Maslow's hierarchy of needs (Jones, 2011), Herzberg and colleagues published their model of work motivation, which was developed in motivational-hygienic theory. Herzberg concluded that satisfaction and dissatisfaction could not be measured reliably on the same continuum and conducted a series of studies where he attempted to determine what factors in work environments cause satisfaction or dissatisfaction. The theory of motivation and hygiene is also known as Herzberg's two-factor theory (1959). The basic concept of this theory is the difference between motivational and hygienic factors. These factors that affect job satisfaction are divided into 2 categories. Motivational factors provide satisfaction because of the individual's ability to grow and develop, while hygienic factors are related to the satisfaction of "far from the problems". This theory is almost the most widely used in job satisfaction research (Dion, 2006). The theory was created on 203 interviews with employees, based on their big importance for the business world (Herzberg et al., 1959). The main reason why the theory was created is that the theory defines the reasons why the employees in organisations feel satisfied or dissatisfied with their place or role. 













[bookmark: _Toc2136542156]Main assumptions of the theory

Herzberg and his colleagues carefully analysed the impact of 14 factors of job satisfaction and dissatisfaction according to their frequency and duration of exposure. (Bassett-Jones and Lloyd, 2005). In one of these studies, Herzberg asked 13 workers to describe very well the different situations in which they feel positive or negative at work. (Robbins and Judge, 2013). It turned out that those who felt good in their workplace described the positive traits depending on that workplace, while those who described negativity referred to external factors.


[image: ]
(Lumen, 2019)


Herzberg et al. (1959) believed that motivational factors are necessary to increase job satisfaction. These motivators are characteristic of work and lead to satisfaction, because in this way they meet the needs of growth and self-improvement (Herzberg, 1966).




Motivational Factors:
Advancement: Herzberg describes progress as one's ascending and positive status or status in the workplace. At the same time, a negative or neutral status is described as someone's negative. The work itself: The work process itself is likely to have a positive or negative effect on employees. The same applies to the level and difficulty of engagement, which could also affect job satisfaction or dissatisfaction. Opportunity for growth: These are opportunities for a person to grow and increase his position in the workplace. This development can lead to professional growth and more. Responsibility: Depending on the role of the person in the company, this may include responsibility as well as authority. It is common for a person to get job satisfaction when he is trusted and can be appreciated in situations. However, in a negative aspect, it is possible to have an abuse of the level of power and responsibility, which is reported negatively on the person. Recognition: When a person is doing well at work, the following praise would be great for his job satisfaction. Conversely, if the work is not done well, constructive criticism will be negative, and dissatisfaction will follow. Achievement: An achievement would result from a job well done, troubleshooting, or promoting someone else's work. Negatives would be incorrect decisions that can affect the work process and others. (Alshmemri et al., 2017)













Hygiene factors are those that reduce job satisfaction. (1959; Alshmemri et al., 2017). Herzberg also stated that hygiene factors are extrinsic. (Herzberg, 1966).
Hygiene Factors:
 Interpersonal relationships: These relationships would be personal or collegial, they can also manifest in the process of work, or during working and non-working hours. Another factor is the salary. Sometimes there may be dissatisfaction with the expectation of a salary increase without it happening. Company policies and administration also fall into this category. Sometimes there is chaos in companies regarding unclear powers, unspecified policies, procedures and lack of communication in general can lead to dissatisfaction. Supervision can also be a factor in dissatisfaction. Poor governance and unfair leadership would also be a prerequisite for this. Working conditions are also not to be underestimated. It can be assumed that a poor working environment is a huge factor in dissatisfaction. This can be the amount of work, safety measures and more. (Alshmemri et al., 2017) 















[bookmark: _Toc691745869]Different view and critiques

The study of this theory has been done with people with more prestigious positions. Critics say this is not convincing because general workers in less prestigious areas would be motivated differently from those with more prestigious ones, and that sometimes the effect of these factors can be quite different on another category of workers. Another cry for the theory is the way the data was collected in creating this theory. Critics believe that then the interviewees were asked to share their experience either too positively or too negatively, without the possibility of a balanced response, which means that the information will be either very subjective or biased. Also, this theory does not consider the level of satisfaction of workers, but only on the development of jobs. (Your Article Library, 2015)




















[bookmark: _Toc175678042]Critical Evaluation of The Theory’s  Workplace Relevance
Nowadays, it can be said that the theory is valid. The importance of motivational and hygienic factors has remained the same. Motivational factors are considered satisfactory and hygienic factors are considered unsatisfactory. (Lalwani and Lalwani, 2017) Herzberg's theory tries to draw attention to the importance of work management in order to enrich it. She emphasizes the importance of the nature of working life and pays attention to the structure of work engagement in order to pay more attention to motivating factors in order to renew the work and make it more exciting. (Sahoo et al., 2011) For example, managers need to be more supportive of the freedom that workers need to feel, need to provide more independence in the work process, more commitment, more faith in the qualities and abilities of their employees, need to have confidence in choosing solutions. which these workers need to take. Managers also need to increase human resource management systems, thus integrating more inclinations towards motivational factors, because more attention will be paid to the needs and development of their employees, and hygiene factors must be defocused as much as possible (Mosikidi, 2012). However, it is very difficult to calculate hygiene and motivational factors, so because of the strict individual variations, the importance of these factors for employee satisfaction must first be identified, then measured, and only then can determine their satisfaction in general. Regardless of the centrality and importance of Herzberg's two-factor theory of employee satisfaction (Townsend et al., 2007) and its implementation in today's work environment, he cannot cope with all the discrepancies related to satisfaction of employees.











[bookmark: _Toc1302925746]Practical example of the theory relevance
We would assume that Tesco is one of the big companies that uses parts of Herzberg's theory to motivate its staff. The company strictly considers both factors of motivation and pays serious attention to these factors of satisfaction and dissatisfaction. An example is the modern ways of communication between employees, as well as the extremely important for both the company and the employees, trust in making management decisions when necessary. Every year the company organizes various events with the participation of its staff and the opportunity to discuss various important topics, be it management, pay, opportunities for development and building relationships. The company's staff even participates in the construction of various products and services, such as carefully selecting the restaurant menu and thus helping the various forms of satisfaction. (Europeanceo.com, 2012) Another example of such a huge business company is JD Weatherspoon. The company was founded in 1979 and today is one of the largest restaurant and hotel chains with over 900 bars and 50 hotels in the UK and with about 40 thousand employees. (Wikipedia, 2021) The company is so successful and continues to grow, precisely because of the opportunity for career development borrowed from Herzberg's motivational theory. The company offers exceptional career opportunities to its employees, which is why the company successfully has over 40,000 employees. Many motivational factors have been successfully integrated into the company, such as free company training and career development opportunities, depending on the desire and experience of its employees. Another example, like Tesco, is the annual internal events that the company organizes to maintain the company coziness and trust of its employees. In addition to the opportunity to participate in various company projects and express their position, employees are also paid for their work above the minimum rate for the whole country. Separately, the company offers annual bonuses that further motivate its employees, as well as shares of the company. The company also pays each year to a specific employee, based on his commitment during the year, a vacation for two to a specific destination. 






[bookmark: _Toc1887043968]Key Summaries and Recommendation
Herzberg's two-factor theory has been established as successful to date, regardless of timeline and philosophies. This report found that particularly large business chains use this type of motivation theory and successfully integrate these models into their management systems, thus managing to retain, encourage and support more and more young people, and not only young people. These motivating factors can be said to continue to be a role model in the management systems of more and more medium and large business chains. The world is becoming more and more challenging, more and more competitive and young people are constantly looking for opportunities not only for career development, but also for personal development.
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[bookmark: _Toc1304364]Critical Self-Reflection on The Learning Outcomes

Introduction: For this reflection Driscoll Reflective model (1994) will be implemented. It will be reviewed the learnings that took place on this module, as well as discussion on the topics that I chose to write about and how they have shaped my critical thinking ability during this period. Then I will explain how these gained skills are going to be used in the future. 




















[bookmark: _Toc1562021731]Learning Review
One of the topics I liked during the learning period was ‘’validation of evidence’’. Very often in life it happens to get into different situations when the participants are fiercely arguing on a topic, and everyone has their own point. Another example can be given diverse types of articles on social networks. We have all seen all sorts of statements, all sorts of points of view on several topics discussed in society because of an event. Another topic is ‘’values, beliefs, and attitudes’’(Anderson, 2009) . There have been cases where we have gotten into arguments because of differences in our views. Most often these are small and insignificant disputes. The difference in different points of view may be due to differences in our values, beliefs, and attitudes. These values, beliefs and attitudes can come from family, culture and more. The last topic that I really liked was.



















[bookmark: _Toc305442873]Critical discussion 
Validating Evidence: 
-As I already said, very often in life it happens to get into different situations when the participants are fiercely arguing on a topic, and everyone has their own point. Some people too easily agree with a point of view without even presenting an argument. What I learned in this module is that we need to think critically in every situation, whether it is a loved one or not. When participants have a dispute on a topic with each other, the country should always try to have its own argument. And I learned that even if there is an argument, that argument must be strong and credible. The source of this argument or position must be stable, otherwise we cannot have full confidence. Especially in recent times and the events we observe with pandemics, wars, etc., the best source of information would be a government website. It is described most accurately, and we should not believe articles from the Internet without an author or just the expressed point of view of an incompetent person on the subject. We see a lot of people who have an opinion on social media, because this is a place where everyone can freely express their opinion on various topics. These social networks are full of "Misinformation" because the sources of various articles are not credible. Most people do not know how to use this critical thinking, do not know that the article should lead to convincing evidence for each thesis or point of view on a problem, and believe unconditionally in every sentence. Through this module, I learned that this is not correct and there should always be a reference to supporting evidence for any information submitted.













Values, Beliefs, and Attitudes: 
- During this period of study on the topic, the strongest lesson I learned is that I should not blame other people when they have their own opinion, different from mine, because each of us grows up in a different environment, different social circle, after a conscious age. has his own views on things. Before this module, I remember how I used to argue with a friend when everyone had a point of view, depending on their views and beliefs. Usually then the dispute is rarely resolved because I refused to accept his point of view, his views, and beliefs. Different points of view, beliefs, and views on things in life are rooted in our social circle, our family, the environment we are in, the life we lead and our culture in general. That is why life is so diverse and interesting. Thanks to the module I have developed my critical thinking on the topic, and I now accept different points of view and I am humbler in my communication with relatives and acquaintances. 


















[bookmark: _Toc23909762]Future engagement
Thanks to the training in general, I develop positively every day and gain increased knowledge and skills. Thanks to this module I was able to develop my critical thinking to the extent that I can decide for myself when and how to believe in this world of everyday information. It is very important when a person develops, and I will use what I have learned in my future, so that it not only helps myself, but also other people, because nothing prevents us from helping other people to develop. Of course, as a unit I will use this new skill in my social circle, in the family and at work. I will analyse different situations when I encounter different stages of my development. I will use this knowledge in my work, and it could help both me and the company in each situation. Another thing I will do in the future, thanks to this module is when I have a conversation, be it an argument or an opinion, I will always try to take the side of the person with whom I communicate, because it is civilized and important for human relations.
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