



University Of Wales Trinity Saint David
Community Engagement (LCBB4002)
Reflective report
Community Engagement

 

Andreea Elisabeta Magos
11/23/2020


 Lecturer: Dale Clarke



Contents








Introduction	2
McClelland’s acquired need theory	3
McClelland’s acquired need theory applied at Samsung LTD.	4
Conclusion:	7
Reference list	8





[bookmark: _Toc56987429]Introduction


This report aims to demonstrate the purpose of reflective practice concerning one theoretical model learned throughout the module, referring to the organization chosen in component 1 (Samsung LTD.).Employees' motivation plays an essential part in today's work environment; having that as a mindset, the business's productivity will increase. Although the ways a company motivates its employees to have to be improved every once in a while as the people's demands increase, they are more concerned about their needs than before. As John Greiner states in “Motivational programs and productivity improvement in times of limited resources” (1986), motivational strategies have probably been affected the most by employee concerns and values. He also defines a motivational system by saying that a motivational approach pushes workers to start and support exercises that can improve administration efficiency. (Greiner,1986) Motivation or inspiration can affect the yield of any business and concerns both amount and quality. For instance, in an assembling organization, the company depends vigorously on production staff to ensure that quality items are being produced and conveyed to the customers at a reasonable time. Nonetheless, if the production workers lack inspiration, they will not propel to deliver the measure of the item requested, which will consequently be expensive. By referring to component 1 of this assignment, this essay discusses the strengths and weaknesses of McClelland's acquired needs theory and the expectancy theory of Samsung LTD. 
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In the vision of Robert Wood, McClelland suggested that every need is obtained over time due to life experiences. (2004) 
All these needs are categorized into three main groups:  affiliation, achievement, and power. The sturdiness of McClelland's Needs Theory is that it gives a detailed picture of the association and the directors to realize which sort of occupation is appropriate for the representatives and which kinds of individuals can make the associations more fruitful. Besides, the quality of McClelland's procured need hypothesis is that it gives a comprehension to the chiefs to manage various sorts of representatives. There are three general classifications in the McClelland's obtained need hypothesis. The manager can classify the employees into several types of work, as indicated by these classifications. Thus, individuals with elevated levels of accomplishment are reasonable to become sales reps as they favour testing tasks. However, individuals with high requirement for the alliance are appropriate to hold a place of client support agent as they are acceptable in keeping up the relational relationship and individuals with high need of intensity are reasonable to hold formal administrative situation as they have an impact over others in the association (Wood et al., 2004). This way, the human resources director can profit by this hypothesis as, during the meeting with the worker, the administrator can pose inquiry on whether the representative like a testing errand or whether the representatives like to associate with the others and from the appropriate response, the supervisor can figure out which sort of occupation is reasonable for the representative. 
Moreover, a significant issue with the subsidiary director because of the worry of the prosperity of the subordinates, he is happy to cause exemptions for the organization's standard in reacting to his representatives' need in which this activity to disregard one of the administration's first standards, reasonableness (Lyden, 1976). Regardless, this considered weakness of the hypothesis as administrators should act fittingly and see what kind of conditions they are in before making any decisions. The boss should not by and broad look at conventionality when deciding because a particular state requires different choices. Moreover, McClelland's gotten needs theory's deficiencies are that it fills little need in the public territory. Public territory labourers are push by boss dependability and sufficiency, participation and gainful help to society while evading cash related prizes, regard, and the aching for challenge and self-administration (Jurkiewicz, M. and Brown, 1998). Therefore, public territory agents are only high in association and low in achievement and power. When this happens, managers will imagine that it's hard to name the task and build up a genuine atmosphere between the laborers in the open zone since they don't like testing. By far, most of them are amazingly high in cooperation which is sensible in giving customer help.
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Samsung LTD has developed quickly in the last ten years, and it is operating at a worldwide level. To turn into a fruitful organization, Samsung needs to have employees who appreciate their work and give their best performance. The managers and leading force of Samsung Electronics need to give inspiration to their representatives. Motivation is one of the arrangements of powers that start, coordinates, and puts forth individuals together to attempt to achieve a commune objective (Williams and McWilliams, 2010, p.255). Three categories influence McClelland's acquired need theories, which are: 
· Affiliation
· Achievement 
·  Power.
A connection between employees and creates a healthful workplace. In McClelland's hypothesis, it's called association or affiliation. Affiliation is about the relationship between the employees. Those with a requirement for connection need an excellent rapport with others and feel acknowledged by others. Samsung Electronics created a decent working environment for each of its employees. Every worker has a good impression of their colleagues and their culture. It implies that all the representatives genuinely appreciate working in that particular environment and feel motivated to return to work daily.
Because of the work environment that benefits its employees, Samsung Electronics has acquired numerous accomplishments in the last 20 years of hardware industry activity. Given McClelland's hypothesis, the achievement is one of the inspirations for the workers. All the achievement that Samsung Electronics has achieved makes employees work harder, smarter, and better. There are numerous distinctions that Samsung Electronic has accomplish. For instance, Samsung chose as the 2010 IEEE Corporate Innovation Recognition, the champ ecological moon-printer of the year, and won the CES Eco-Design Award in January 2012. Additionally, Samsung Electronics won the iF Design Awards in 2012. (Samsung official website:https://www.samsung.com/in/microsite/awards-recognition/)
It is in employees' power to justify a progression if they are a team working magnificently, which produces various achievements. A significant association like Samsung Electronics gives progression events to each agent those capacities outstandingly. The explanation behind headway is to make the labourers convinced. For this circumstance, reliant on McClelland's theory Samsung Electronics has applied one of the motivations: power. Progression is one of the models for using force. Samsung Electronics gives an equal opportunity for men, women, or the debilitated. Openings are accessible to all of the people who search for them. For example, in the last two years, more than 300 female agents have been promoted to leading jobs. The affirmation of decency in progression and treatment grants female agents the to show their abilities. 
Since I started working, most of the organisations don't know how to motivate their employees; therefore, after some time, the employees lose their interest in doing their job or improve the business purpose. Maybe lack of communication or not understanding people's needs and culture are the cause of these. A background research of employees is needed in this situation.
For example: if two employees are requesting time off from their holiday entitlement (one for going in a holiday and the other one for attending at a funeral ceremony in their hometown), the most entitled one should be the one with personal problems but if the manager acts with fairness, then none of them should be given any time off. After the background check, the manager should act accordingly.
Also, from past experiences, it is confirmed that building a beneficial work environment and developing an effective team as a business or as a manager requires prudence and dexterity that need to be implemented with responsibility and diligence.
Building an effective team requires the following steps:
· Establish leadership: One of the most significant things needed to make a compelling group is initiative. Except if a chief has reliable initiative attributes, they won't make a powerful group. Also, it will likewise need to inspire authority in the group. The group authority is of most extreme significance, which should pay regard too. This quality makes the determination of the group simple. The enlistment stage requests the diligent endeavours concerning the pioneer or chief who puts forth every potential attempt to shape a viable team (Kozlowski and Klein, 2017). When these endeavours have been delivered, it will turn out to be anything but difficult to prepare and oversee them. Subsequently, authority assumes an urgent function in shaping a viable group.
· Establish connections with every employee: After leadership, another significant thing needed to make a compelling group is to set up a great contact with representatives. The group chiefs should have a friendly, rather than coercive, relationship with its employees (Lake et al., 2015). These workers become motor of development and profitability as they put their due required endeavours bringing about better gains for the association. Subsequently, cooperation is profoundly significant for associations to dominate. 
· Build connections between your employees: The group making is a difficult undertaking as it requests loads of endeavours concerning heads to build groups and afterward make associations among its workers. Each conceivable exertion should be made to guarantee that the representatives are persuaded and have a good working relationship. 
· Encourage working in a team: Cultivating collaboration is of most extreme significance to make successful groups. The quintessence of cooperation ought to get satisfied transparently. As a leader, you suppose that mastermind workshops and training may prompt the emergence of collaboration among representatives. When this soul gets brought up in the group, it turns out to be simple for the association to dominate (Leary, 2018). Also, cooperation prompts viable increases for the firm over the long haul.
· Create a set of rules for the groups: At long last, you can fire formally setting up your social event through creation bundle respects and objectives, comparably looking over pack execution close to a single performance. Try to remember your social affair for this cycle, so they see what's required and concur with it. Social event building is one of the most significant responsibilities a boss has.  It is a basic propelling cycle that you should engage and arrange (Lidija and Cvetanoski, 2017). As this cycle spreads out, regardless, your accomplices will start to trust and support each other and offer their extents of limits and exertion to considerably more appropriately complete your alliance's objections.
 By creating a cohesive and effective team, some specific roles should engage highly essential functions in each organization. The people involving those jobs go about as a paste between various positions and elements of any organization, bringing about a successful group working for the association (Wageman, 2020). What is of most extreme significance is that the associations should plan those functions with due thought and encourage coordination, comprehension, and cooperation.  For making durable and successful groups, specific jobs are required:
-Project group; a gathering collected to do a specific undertaking and resolve in the wake of finishing the task. This sort is principally utilized in the development business and for transient performances.
       -Taskforce group; a group to accomplish crisis work comprises exceptionally prepared people in their fields like the firemen and the salvage labourers.

-Functional group; they cooperate in a functioning gathering and report to their chief, answerable for the entire group and its profitability (Muhammad and Nadkarni, 2019). This kind of unit is utilized in corporate organizations and relies on the group quality and the group chief's administration abilities.  

-Self-managed group; they don't have a pioneer in their gathering. They work in a profound community and incorporated ways to accomplish a shared objective (Tripathy, 2018). Since they don't need to reply, that is the reason this group is frequently coming up short.  

-Investigating groups; these groups are utilized to identify issues in the framework and figure out what is hurting the organization. They likewise propose recommendations to improve the framework, however, they don't execute them.

-Inter-working group; the colleagues of this sort of gathering are ordinarily of a similar progressive level, and they generally assemble a group to supplement the information on one another, to shape multidisciplinary boards, and so forth
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Different sorts of groups can be worked by the necessities of the climate and request of the organizations. By understanding employees needs and their culture and develop the right teams and relations in between the workers you can create the ideal workplace for each individual. This will impact in a positive way the company's productivity and product quality, in the same time you can satisfy the customer needs and expectations. 
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