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Task 3
Introduction:
Ever felt like your manager doesn’t value your work? 
Do you feel dissatisfied with the way you are being treated at your workplace?
Is there a way to motivate your employees without using fear, while also making them more productive and willing to put their best effort towards their given task?
Today I will be sharing my views on being a better manager and leader, one that motivates their work personnel and inspires them to do better. All of this, just by changing your views and beliefs. The theory that is going to be the foundation of this written report is McGregor’s X and Y theory.
In other words, I will delve deeper into becoming a Y-type manager and the benefits of changing your values to a Y-type manager. Also, in this report I will outline which views of the X-type manager, could actually be useful to a Y-type manager.
Management Theory
The X and Y theory goes like this – there are two main types of managers, a X-type manager that views all employees as lazy (McGregor and Gershenfeld, 2006), they need to be led by someone, since they lack responsibility and ambition. This type of manager leads others by using fear and payment as their main methods for motivation and they are always keeping an eye on the workers, since in his eyes, the workers can’t be left alone, without any monitoring, on the managers part, since they are indifferent to the company’s goals. 
On the other hand, a Y-type manager doesn’t see fear or monetary gain as the only possible methods to motivate his employees and doesn’t feel the need to constantly monitor his workers, since he believes that man will service self-direction and self-control in the service of objectives to which he is committed. The manager sees it that way, because he believes that there is a certain job for everyone, a job that they would be best suited for and enjoy, therefore work harder in service of that task and the manager sees it as his purpose, to find the job best suited for each employee. 
Critical Analysis of Theory:
For a manager to change his beliefs to Y-type ones, he would have to adopt the mindset of assuming that all people are not really lazy, but just not encouraged in the right direction and wasting their talent in a position, not suited for them. He would have to find out which position or type of work suits the employee best, which would in turn increase their performance, since they would be doing a job that they are better suited for and they enjoy doing, which in turn motivates them even more and increases productivity further (Sahin, 2012).
 Another difference between X-type and Y-type is the control, exerted over the employees. X-type managers, ones that overlook every little detail of a worker’s task and constantly use fear to control them, just brings the employees morale down, makes them less motivated to work and in turn almost forces them to only be interested in their own goals and not be giving their all for the company, since all their getting from the company is stress and fear of being laid off. 
For example, at Barclaycard’s call center, the employees were under constant stress over high call targets and job associated stress and in order for them to feel motivated and inspired to work under the tremendous stress, the company made some changes that take after the Y-theory approach, by focusing on the worker’s wellbeing and continuous development. In the end this proved to be the right move, as it gave them a sense of belonging and safety (McGahern, 2008).
If presented with a work environment, for example a company where the individual’s skills are key to success, like an IT software engineering company for example, then McGregor’s theory would greatly help increase the productivity and teamwork of the employees. 
In a work context, such as the above mentioned one, if the manager has the beliefs of a theory Y manager he would approach workers in a completely different way, than a theory X manager. If in the eyes of a X-type, an employee is being just lazy and needs to be ordered around and controlled, in the eyes of a Y-type the employee would just seem like not being in the right position, which therefore makes him less motivated to work on something he either doesn’t enjoy, isn’t very good at doing or doesn’t believe in, therefore he lacks motivation to work towards the greater goal. 
A Y-type manager would easily identify all the strong sides and weaker sides of every individual in his team and would properly distribute them to the positions, best suited for their skillset. He would be able to accomplish that by carefully observing them and how they work, without actually constantly interfering with their workflow and causing them stress, from being under strict watch on his part. While yes, the workers would be observed by the manager, he would just observe and nothing else. He would not use fear or anything similar to that when they make a mistake, but would praise them when they do a good job. When an employee’s work is acknowledged and appreciated it boosts his confidence in his work, which in turn makes him perform better and act more of his own accord. This is another positive effect of the Y-type management, since the employees’ efforts are being acknowledged, they feel like their work actually matters and are more prone to give their best effort towards accomplishing set goals. 
The aim of the manager should be to identify which environment best suits and helps encourage the workers and therefore create that environment.
It has been studied and proven, that the quality of the relationship between a manager and his workers, directly impacts the performance of said employee (Gerstner and Day, 1977).
It could also be said that Theory Y isn’t the opposite of Theory X, but rather it builds on it and it can even be argued that the way both types of managers see employees doesn’t differ by much (Neuliep, 1996), but the key difference is more in the approach to leading said employees. That is because in Theory X, the manager only sees the physical and monetary needs of the employees and nothing more, but Theory Y builds on that and sees the need for belonging, esteem and self-actualization in the employee. That is how it builds on Theory X. 
On the other hand this theory would most likely not work very efficiently in a more automated type of company. While yes, it could still work with the manager distributing employees to more suited for them positions, but in factories for example, firstly the there are low skill requirements since for the most part, the process of creating a plane for example, is automated. An employee doesn’t need particularly special skills to attach the interior in the plane, for example, he doesn’t need to think about it much or to have majored in a particular subject to do that. For the most part those workers go through training from the company, on how to do their job and people are more looked as almost machines, rather than individuals with different skillsets and in a context as this, there is no particular benefit to adopting McGregor’s theory. If the job in some way expects workers to be treated as machines, that repeat one task over and over again, without requiring to think about what you are doing, rather than being treated as individuals with different personalities and skillsets, that could benefit the company in different ways, then there is no suitable way to implement this theory instead of, for example, Taylor’s Scientific Management theory, which is tailored to this type of company.
Conclusion:
In conclusion a manager with Y-type manager beliefs could greatly benefit a workplace context in which each individual’s skills could be beneficial to the greater objective, given the right environment and conditions, that a good manager should be able to identify. 
In our current day and age, even without managers strictly adopting the Y-type mentality, we are generally moving towards a Y-type mentality as a standard. Most companies nowadays generally pay more attention and care to their workers and offer them a good work environment that allows them to self-actualize in the given workplace context and to have a sense of belonging to it.  (Sorensen and Minahan 2011)
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Task 4
In this reflective report I will reflect on the ways that this course has helped me improve my critical thinking and taught me about management theory and how I can implement it, in order to do that I will be using the Gibbs reflective cycle (Gibbs, 1998).
At the start of this module, we were taught about the importance of critical thinking and how to use it and at the beginning I thought I already had it all down, but then we were given the first task, about the case study for a chosen company. At first when I read the possible choices for Task 1, I didn’t exactly get what we were supposed to do, but then I tried to implement the 5 whys (Serrat, 2009) technique in order to identify the problem that the company was facing, what was the root of the problem, what would be a solution to the problem and how to implement the solution in that particular workplace context. That showed me that I can just as easily go about solving an issue at my workplace, by carefully examining the problem and finding a better suited, for the given problem, solution, since I’ve always been able to think of a solution on my feet, but had never delved really deep in the problem, so that I can find a better and more permanent solution.
In the second part of the module, we were taught about management theories and the different management theories, that are adopted by most companies nowadays. 
After having the meaning of management explained and after we saw the different theories of management (Cole and Kelly 2011), which showed me the different ways to go about managing a workplace and optimizing the workers job, in a way that could benefit both the employees and the company. That got me thinking in what way could I improve and adopt those theories so that I can be a better manager. The one theory that stuck with me the most was McGregor’s X and Y theory (McGregor and Gershenfeld, 2006), as indicated by my choice for Task 3, because it was mostly in line with my beliefs about leading people at work and it motivated me to further expand my beliefs to a complete Y-type manager. I will be more observant towards my workers, without getting in their way and try to find the best way to motivate them and create a suitable work environment so that they could self-actualize. 
In conclusion, this module has helped me develop my critical thinking skill and use it more efficiently, so that it can help me deal with any problem, that may occur at my workplace and has helped me get a good grasp on management theory, how to go about adopting a management theory, how to distribute employees and organize a better work environment, and how to be a better manager overall.
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