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Student name: Qmon PQICU; LLO Student ID number: | PE S 158263
Programme: HNC/D Mechanical and Electrical/Electronic Engineering
Module: Management Innovation and Sustainability
) Contribution to °
Module code: M5X01176 Overall Module 50%
Assessment (%):
Lecturer: Coral Planas Internal Verifier: RK
Assignment Title: | Management Innovation and | Word count (or | 3000
Sustainability equivalent):
Submission 07/3/2023 Return date of | 20 Working days
deadline: provisional marks | after the
written feedback: submission date
Submission All written assessments, where practical and possible, must be submitted via
method: Turnitin unless otherwise instructed by the Lecturer. (Please DO NOT put this
) assessment specification into Turnitin or it will match many similarities with
other students’ submissions.)
Alternative submission method (if applicable):
Late submission of the assessment will result in a late penalty mark.
Penalties for late submission: Up to one week late, maximum mark of 40%.
Over one week late, 0%. Only the Extenuating Circumstances Panel may
approve a change to submission dates.
Academic Academic honesty is required. In the main body of your submission you must
honesty / give credit to authors on whose research and ideas your work is based.
referencing: Append to your submission a reference list that indicates the books, articles,
etc. that you have used, cited or quoted in order to complete this assessment.

Module Learning Outcomes

(from module syllabus)
1. Show detailed knowledge and understanding of the relationship between an
engineering organisation and the industrial, socio-economic and environmental context

in which it is found.

2. Demonstrate subject specific skills and cognitive skills in recognising and evaluating
accounting methods, planning, costing and monitoring projects, workforce motivation
and team dynamics.

3. Demonstrate key transferable skills in management, leadership and decision making.
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TASK DESCRIPTION

This module introduces the student to the social and commercial context of the engineering industry
in terms of business environments including: management organisation and administration,
regulation and legislation.

A aeticrmrnanmt Qoo = el o
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You have been working as a (a) Mechanical Engineering Technician or (b) Electrical Engineering
Technician for a small to medium sized engineering company manufacturing parts for the aircraft
industry. Your duties include (a) CNC machine setting for manufacturing production and systems
maintenance and/or (b) electrical systems installation and maintenance.

In recent years the company has seen a steady decline in turnover and profit, mainly resulting from
increased competition from within the UK and overseas along with a lack of investment in
technologically advanced systems and machinery.

The company has advertised the position of ‘Engineering Project Manager’ with a good salary, private
health insurance and a final salary pension. The position is being advertised internally and externally.
Applicants are required to (a) deliver a 15-minute PowerPoint presentation outlining the key factors
that influence organisational success and to balance them against the key factors that could
potentially lead to organisational failure and (b) write a structured report (minimum 3000 words)
encompassing the factors outlined in (a) detailing how those factors can be utilised to address the
following issues:

¢ Falling Sales
Limited European and International customer base
10% reduction in production targets on previous year
5% increase in product rejection rates
Escalating maintenance costs
Unusually high turnover of staff
High staff absenteeism
3 ‘7 day’ + lost time accidents
Your research should result in a professional report and PowerPoint presentation with clear
structure, aims, objectives and outcomes based on your research. This presentation and report can
then be delivered and submitted as required as part of the job application process.
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GUIDANCE FOR STUDENTS IN THE COMPLETION OF |

TASKS |

NOTE: The guidance offered below is linked to the five generic assessment criteria overleaf.

1. Engagement with Literature Skills

Your work must be informed and supported by scholarly material that is relevant to and focused on the
task(s) set. You should provide evidence that you have accessed an appropriate range of sources, which
may be academic, governmental and industrial, these sources may include academic journal articles,
textbooks, current news articles, organisational documents, and websites. You should consider the
credibility of your sources; academic journals are normally highly credible sources while websites require
careful consideration/selection and should be used sparingly. Any sources you use should be current and
up-to-date, mostly published within the last five years or so, though seminal/important works in the field
may be older. You must provide evidence of your research/own reading throughout your work, using a
suitable referencing system, including in-text citations in the main body of your work and a reference list at
the end of your work.

Guidance specific to this assessment:
You will need to consider: Business organisations and the environment: types of business organisations;

analysis of the organisation and its external environment; the engineering industry in the UK and global
economy.

2. Knowledge and Understanding Skills

At level 5, you should be able to demonstrate: sound knowledge and critical understanding of the well-
established concepts and principles of the subject area and the way in which those principles have
developed; knowledge of the main methods of enquiry in the discipline. Knowledge relates to the facts,
information and skills you have acquired through your learning. You demonstrate your understanding by
interpreting the meaning of the facts and information (knowledge). This means that you need to select and
include in your work the concepts, techniques, models, theories, etc. appropriate to the task(s) set. You
should be able to explain the theories, concepts, etc. meaningfully to show your understanding. Your
mark/grade will also depend upon the extent to which you demonstrate your knowledge and understanding.

Guidance specific to this assessment:
You will need to consider: Regulation and Legislation: product liability and contractual obligations, data

protection legislation, protection of intellectual property.

3. Cognitive and Intellectual Skills

You should be able to critically analyse information, and propose solutions to problems arising from that
analysis, including the critical evaluation of the appropriateness of different approaches to solving
problems. Your work must contain evidence of logical, analytical thinking, evaluation and synthesis. For
example, to examine and break information down into parts, make inferences, compile, compare and
contrast information. This means not just describing what! But also justifying: Why? How? When? Who?
Where? At what cost? At all times, you must provide justification/evidence for your arguments and
judgements. Evidence that you have reflected upon the ideas of others within the subject area is crucial to
you providing a reasoned and informed debate within your work. Furthermore, you should provide
evidence that you are able to make sound judgements and convincing arguments using data and concepts,
with an understanding of the limits of knowledge, and how this influences analyses and interpretations.
Sound, valid conclusions are necessary and must be derived from the content of your work. Where
relevant, alternative solutions and recommendations may be proposed.

Guidance specific to this assessment:

You will need to consider:

Business ethics: Corporate social responsibility, the engineer’s responsibility to society.

Management and Group Behaviour: management and leadership styles; management roles; management
decision making and problem solving; management of change; motivation; quality management; group
behaviour and dynamics; individual behaviour; personality and perception.
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Brexit: Comment on the potential effects (positive or negative) this will have on the economy in general
and more significantly the company in which you are employed.

4. Practical Skills

At level 5, you should be able to use/deploy a range of established techniques within the discipline, and
apply underlying concepts and principles outside the context in which they were first studied, including,
where appropriate, the application of those principles in an employment context. You should be able to
demonstrate how the subject-related concepts and ideas relate to real world situations and/or a particular
context. How do they work in praciice? You wiii depioy modeis, meihods, iechiniques, and/or ihisoiies, ii
that context, to assess current situations, perhaps to formulate plans or solutions to solve problems, or to
create artefacts, some of which may be creative. This is likely to involve, for instance, the use of real world
artefacts, examples and cases, the application of a model within an organisation and/or benchmarking one
theory or organisation against others based on stated criteria. You should show awareness of the
limitations of concepts and theories when applied in particular contexts.

Guidance specific to this assessment:

Marketing: the marketing mix; sponsorship funding models; developing a business plan for a Small
Business Unit.

Project management: Project planning techniques, project monitoring, managing risk.

5. Transferable Skills for Life and Professional Practice

Your work must provide evidence of the qualities and transferable skills necessary for employment
requiring the exercise of personal responsibility and decision-making. This includes demonstrating:
professional development to advance existing skills and acquire new competences that will enable you to
assume significant responsibility within organisations; that you can initiate and complete tasks and
procedures, whether individually and/or collaboratively; that you can use appropriate media to effectively
communicate information, arguments and analysis in a variety of forms to specialist and non-specialist
audiences; fluency of expression; clarity and effectiveness in presentation and organisation. Work should
be coherent and well-structured in presentation and organisation.

Guidance specific to this assessment:
The report must be structured to include a contents page and a page of references which record all
sources of information used in the report adhering to the ‘Harvard’ referencing system.

Any quotations or citations within the report must also be referenced using the correct method as detailed
in the ‘Harvard’ referencing system.
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STUDENT FEEDBACK FORM

This section details the extent to which the assessment criteria are demonstrated by you, which in turn determines
your mark. The marks available for each category of skill are shown. Lecturers will use the space provided to
comment on the achievement of the task(s), including those areas in which you have performed well and areas that
would benefit from development/improvement.
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Vianagement Techniques & Theories

Written by Ronan Pesarillo

My name is Ronan Pesarillo, and, | will be explaining different management
techniques and theories that may be used during workplace operations and other
group-related services. | will also be exemplifying points of where leadership can

wrong. \8'/

In this PowerPoint, | have to elaborate and give examples for each technique used to
raise production of a company.

In Word, the other objective there is to use as many of these examples and apply
them to the reported failings of an industry. Both documents’ writing must adhere to

academic standards and Harvard-oriented. \/

Citations are listed in the latter sections hidden from the slide show as well as the

notes in respective slides. / V\b



Analytical Tools

While they may identify ongoingaspects of an organisation, the following frameworks
are not necessarily an utmost recommendation for what actions are to be taken to
update the organisation’s occurrences. (Kenton, 2022

While they may identify ongoing aspects of an organisation, the following
frameworks are not necessarily an utmost recommendation for what actions are to

be taken to update the organisation’s occurrences. \/



SWOT
Strengths, Weaknesses, Opportunities, Threats

SWOT analysis is a framework that allows the organisation to self-identify and evaluate internal and external factors
mfluencing the progress and cyclical condition of its aims, whether they provide benefits or aftlict with detriments. It
should determine the conditions of the organisation’s competitive stance in the markets they are aiming towards,
short or long-term.

Internal factors are controllable factors, resources, experience, etc. in the organisation. Commonly considered
internal factors include: re: . r hvsical i hum iccess to such; and current processes e.g

market and economic trends; fundings; demographics Strengths Weaknesses
third-party relationships; and regulations written for global * Product quality of excellent | + Worker absenteeism

| 2 X standards concernngly high
consideration. {Schooley, 2022) 5

worker neglect might compel
fines

SWOT is an early layer of self-analysis to help identify what is potential for
improvement and what can cause detachment.

Internal factors are controllable elements in the organisation. Resources and
processes like workers and commodities, employee programs, software systems and
department hierarchies count as such.

External factors are not always entirely based around internal factors. They can also
come from outside influences such as: trends market and economical, fundings,
demographics, third-parties (usually relationships), and regulatigns that exist around
the world. v

By refusing to recognise weaknesses, whatever inflictions are done to the
organisation can easily drain their income and sources.

And by not announcing strengths, it can lead to a lack of organisational flexibility and
could cause widespread workforce demotivation. Y



Political, Economical, Social, Technological (Legal, Environmental)
PEST(LE) {or PEST(EL)) analyses the external factors influencing a company and should elaborate on individual
points given.

Sometimes after a SWOT analysis, the PEST(LE) framework will account the points for an organisation’s goals and
the strategies connected to them. It is used to track the environment they are operating in or are planning to launch
new creations by. (PESTLE Analysis, n.d.)

It can help identity disruptive changes to business models that may affect the future employment landscape; identify
skill gaps, job roles, job reductions or displacements. (CIPD, 2021)

/ariations of the framework include Political
an extra ‘E’ for *‘Ethics’, « Involvement with UNICEF and
Fru. ~ 17 Russo-Ukraine conflicts, under cost-of living crisis. ajori
1€ STEEP(LE ). Thcy may als'o termtnating some overseas lines. » Stock market increass long-term rwdeas for phone teatures
includea ‘D’ for* Demographlc &N « Commentary and feedback through successtul selling of * Mascot recognised i viral

output 1o receive

or an ‘I’ for ‘International’ provided by government officials products overseas.

Technological
; Of,.me“ redhinclogy g t to Health &
Windows. + 1974
Automation implementation to
reduce demand for human
resources. (Bush, 2016}

nmental

able matenals, e
recycled alumumum (phus
reduced trace metals) to cut
dowr on raw harvesting

PESTLE et al. analyses the external factors influencing 3<€ompany and should
elaborate on individual points given.

[read remaining paragraphs, do not say citations}

[mention an example for almost each point]

Say that if you do not know any ‘legal’ factors to do with your business, you may be
liable to be paying a surprisingly large sum of net income for the organisation not
taking responsibility or following a globally or nationally-approved safety procedure.



Leadership Styles

The following leadership styles must be determined wisely, otherwise workers will fail
to obey the leader’s objective for respective reasons.

Consequences (and intensification of such) include: social alienation, legislative
ignorance, high turnover rates, etc.




Though there appears different

Leadership Styles

& When 1t comes to being a leader of an organisation, your reputation and addressing tones
towards your workers matter significantly.

call Ja1t
Leadership Styles’, and numerous
styles of leadership e.g: ‘coach’,
visionary', *servant’, etc. (Birt, 2019) @ The types of leadership style must be determined to suit appropriate situations and

"The table below lists five of the more individual, behavioural attitudes. This can also be defined with a continuum, aibeit with a
recognised models of leadership. specific dimension for e.g: managerial authority (see later).

Leadership Description Benefits Drawbacks
Styles

Autocratic Leader only has their (creative) input on the task, Leader’s decisions are addressed quickly Worker motivation subdued from
workers follow leader’s instructions with no further  and with utmost loyalty. leader’s obstinacy.
exceptions, (Inclusion of reasoning downplays this.) Input is solely in leader’s hands. Requires a virtually limitless ideal.
Laissez-Faire Leadersetsa few task boundaries and lets workers ~ Leader allows themself for flexible personal Workers may contribute to errors

perform the given duty with assurance of their schedule adjustment. that conld be nareported.
specialist knowledge for the task. Workers get less distracted by their leader.

Democratic  Workersdecide on the outcome of a sitation, and ~ Group discussion promotes participation Decisions often take longer for
the final decision may be overridden by the leader.  (and creativity) amongst the workplace, confirmation.

Paternalistic Workers are treated basically like a family (or close ~ Workers feel more comfortable through the  If attitudes between individuals do
friends). The leader provides a familial atmosphere  domestic tone(s) of the leader. not harmonise properly, relations
for workers to acclimate and follow. could cause further social anxiety.

Bureaucratic Workersare restricted to a massive set of Workplace discrepancies can be identified ~ Monotony of cyclicroutine
legislations and rules to obeyat all times. more easily. Strict adherence sets a clear obstructs innovation and dynamic.
image of the workplace. Can be overlooked as villainous.

Leadership styles are essentially the tone of leadership that you express towards
workers and what expression of work freedom you are portraying for them.

When it comes to being a leader of, for example: an organisation, an enterprise, etc.
your reputation and addressing tones towards your workers matter significantly.
Apply a leadership style appropriately for situations and individual, behavio |
attitudes. :

Ranges of leadership styles can also be defined with a continuum, albeit with a
specific dimension for e.g: managerial authority.

Applying a Laissez-Faire command for a workplace that disfavours their job a lot
leaves the workers thrashing about with miniscule or negative productivity done
after work time. At the time, an autocractic leadership style can be applied, but
other leadership styles should be used since future workplages hire employees of
favourable commitment to corresponding jobs.



tl Trates

Priority to Managerial Authority
Authority-Centered Leadership

Leader provides
explanation and
reasoning for tell

ideas and allows
questions from
workers

Leader makes and
anpnounnces decision

Tannenbaum-Schmidt Leadership

:|

Continuum

h the le

Worker-Centered Leadership
Priority to Employee Freedom

e

" Susgers | Comuts | Joms | Delegs | Abiicies |

Consely
Leader consults | Workers are given a
workers for their problem and are
suggestions before | allowed to provide
deciding, in which is| answers for the
subject to change leader to decide

Delegatz

Workers are set to | Workers are left to
minor limits on completing their

asked for a decision
from the leader

while in defined
feader’s fimit

The Tannenbaum-Schmidt Leadership Continuum’s categorisation varies depending
on the source; splitting into four, five, or seven decision-making options of leading a

group.

v



Fanmenbaum=Schmidt Eeadership-Contimuum-contmued)
The lower-right figure indicates how much responsibility is handed around the three key steps of development.

1.e.. when the leader consults for solutions, they transfer their ability to find solutions to their team.
Joining in on the solution-finding aspects transter the decision-making step.
And abdication assigns all three steps entirely to the team whilst functioning in the leader's boundaries.

This continuum is able to capture the interrelation between managerial authority, team authority, and the various points
where balance can be struck.

It includes modes of management, viable and non-viable. This JECEEEEERUE RN dership Continuum
enables the ability to cover wide varieties of leadership

Probiem: Control aver | ion; Controt

2 2t e n3: Controt over
approaches such as ‘dictatorship’ and ‘collaboration’. identifying the Problem | Identifying Solutiona | over Fmal Dacision

Contrarywise, as this continuum focusses on decisiop-making, B2 i L d
it is less involved with other aspects like mentorship and
inspiration. This may seep into giving a false impression that
leaders follow firmly in one style; and might expand that all
departments in the same company act as such; evenin
unexpected situations where another style has to be utilised.
The elasticity of changing leadership approaches is left
relatively obscured by the continuum alone. {(McPheat, 2010)

Infer that the Leadership Continuum indicates what aspects of control is authorised
to either leader or team.

From telling to suggesting suggests all three steps of development are entirely of the
leader’s control.

Consulting is where the leader asks for the worker’s solutions.

Joining and delegating lets the workers answer the leader’s problem to their own
accord.

And abdication lends all three steps entirely to the team whilst functioning in the
leader’s boundaries.

This continuum is able to capture the interrelation between managerial authority,
team authority and the various points where balance can be struck.

It includes modes of management, viable and non-viable, enabling the ability to
cover wide varieties of leadership approaches such as ‘dictatorship’ and
‘collaboration’. j

Contrarywise, as it focusses on the steps of decision-making, it is less involved with
other aspects like mentorship and inspiration.

This may seep into giving a false impression that leader follow firmly in one style;
and might expand that all departments in the same company act as such; especially
in unexpected situations where another style has to be utilised thus the elasticity of
changing leadership approaches is left relatively o?ured by the continuum alone.



Hersey-Blanchard Situational Leadership Model

P

ar

The Hersey-Blanchard Situational Leadership model regards competence and
commitment in workers and portrays whether their leader/manager should perform
a certain model of leadership towards them. This allows the elasticity of leadership
roles the manager can perform unlike as mentioned, the Tannenbaum-Schmidt
Leadership Continuum.

The model also covers support-oriented leadership styles designated in the
intermediate stages of the model, helping to boost ‘rptiyation of the worker(s) once
they start to understand how their job works,

Once the worker starts understanding and leaving themselves to their duty without
further assistance, as assigned in the later stage of the model where the worker
performs independently. v

Though the Dunning-Kruger effect/chart may imitate almost by the external display
of the worker in ascending order, |

¢
s X
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Content & Process Theories

& Theories of motivation can be split into two categories: ‘content’, and ‘process’ theories.

© Strategic categorisation provide the boundary between the two types of theories.

Content Theories

Provides emphasis on the reasons
for changing human needs;
explaining necessities and
requirements essential to motivate
a persorn.

Theories of Motivation Process Theories

Focusses on the psychological
processes of affecting motivation,
regarding: goals, expectations
reinforcement, and equity
perception

Qutlining many behavioural
patterns of mdividuals in fulfilling
their needs and requirements.

Figure: (Expert Program Management, n.d.)
Source: (Admin, 2019)

[read paragraphs, not citations]
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Content Theories

Individuals have ever-changing needs.
Examples include: family issues, financial instability, social neglect, trust issues, any
type of motivationalissues, food rationing, pay rates, position of decoration in a room,
there are many to list.

11



Herzberg’s Two-Factor Theory

Instead.of a.one-dimensional scale of satisfaction, F. I Herzberg's theory
outlines that humans are motivated by two factors: motivators and hygicne HIGN MOTVATION (L L
factors.

Categorising factors into two separate types of stimulation, this allows the HIGH MOTIVATION Low HYGIENE FACTOR
manager(s) to distinguish what factors motivates the workers (motivators)
and what causes them to not decrease their production value (hygiene).

Hygiene factors such as: company policies and administration; technical

supetvision quality; interpersonal relations among peers; etc. will prevent

workers from being weighed from dissatisfaction. They are often extrinsic,

and are controllable by direct adjustment by superiors. Deficiency of this

factor can lead to workers being psychologically and emotionally weighed down. (toppr, n.d.)
Motivators like: growth, recognition, achievement, advancement, responsibility, work itself, etc. give peers the inspiration to
continue in their work and enjoyment, but they are intrinsic. Personal overview documents (¢.g: Curriculum Vitae) are often
demanded in order to understand their peers in a more ‘human’ light. Motivators can come in moral trinkets like celcbration
cards, compliments, or even small sweets. (Kurt, 2021) The more a workeris motivated, the more satisficd they appear.

Hiax HyalEne FACTOR

Both factors can be analysed by giving workers (or even a few customers) surveys to process and evaluate cach rating.
(Koncar, et al. 2022) And there must be a balance between both categories of motivation so that workers can acquire both the
focus of their job and moral mood of the workplace.

Frederick Irving Herzberg’s theory outlines that humans are motivated by motivators
and hygiene factors.

Hygiene factors are usually the business’ and building’s variables like technical
supervision quality and interpersonal relations among peers. They are often extrinsic
and are controllable by superiors’ direct adjustments. Deficiency of this factor can
overshadow workers psychologically and emotionally more so than motivators.
Motivators such as recognition, achievement, personal progress, responsibility, work
itself, etc. inspire peers in continuing their work and enjoyment, but often they are
intrinsic. For managers to understand what can motivate their workers, personal
documents such as a curriculum vitae are demanded to help understand their peers
individually, in a more human light.

Both factors can be analysed by giving workers (or even a few customers) surveys to
process and evaluate each rating. And there must be a balance between both
categories of motivation so that both workers can acquire both the focus of their job
and moral mood of the workplace.
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McGregor's Theory X & Theory Y

Douglas McGregor developed two “theories” that personify contrasting manager
ideologies.

Theory X is often cynical, perceiving their workers as a resource, directionless,
dissatisfied with their roles and motivation status. ‘X’ reinforces an authoritarian
approach to leadership ensuring supervision and extrinsic incentives to work by.
Appraisals occur to control their staff; as part using a demanding motive method like
the ‘carrot-and-stick’ technique to lean workers for rewards over punishments.
Often built in centralised and tall organisations, Theory ‘X’ becomes less utilised due
to long-term demotivation and that modern standards are aiming towards societal
trust over tyranny.

Theory Y is more optimistic, ensuring workers are given independence, creative
flexibility and trust in their roles viewed as fulfilling and adequately challenging.
Their participative leadership style gives workers much comfort so to reduce future
stress at work. They allow workers to develop their skills, suggest improvements and
allow self-approval at work. v

Usually in decentralised and flat organisations, Theory ‘Y’ becomes more popular
among organisations for making workers begin finding further personal
meaningfulness than simply money or soulless compliayor survival.

o %
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Ouchi’'s-Theory-Z

@ William Ouchi applies the wisdom and hyperbolic approaches from McGregor of his western aspects of a good workplace, arguing
they can adapt with other foreign (Japanese) counterparts to satisfy both the workers and manager(s).
Briefly summarised, employees strive for loyalty from their organisation for better performance. (css566, 2016)

“Theory 2’ is characterised as a more humanly professional approach. They assume that workers want to enter into partnerships with
the employer and colleagues, and have a strong desire for connection. It encompasses workers into a lifelong job with their well-being
in strong focus on the job and in private. They also assume workers expect reciprocity and support from their organisation. And that
the workers finding a work-life balance important, wanting to maintain it

“Theory Z' requires the manager and the organisation to provide a high level of supportin the form of safe working environments
with comect facilities

As a characteristic, “Theory 7 derives and continues on ‘Theory Y’ providing a much more “participative’ style of management
(Mulder, 2018)

Such managers work to make more group collaborations as well as cultivate
individual responsibility 1nstead of guessing it

They can assert mnformal control for their subordinates. Proactive,
but not micromanagemeni-excessive. (Render, 2019)

(Mulder, 2018)

[read paragraphs] M ’, /) {dl\
oo~ ol W
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Mayo's Theory of Management
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The ‘Hawthorne Effect’

Maye's-Fheonrof-Management{continued).

While the points mentioned previously apply, the
‘Hawthorne Effect’ emphasise upon the workers’
awareness of being monitored by their managers.

The effect makes the workers become more
psychologically contracted/enforced or “motivated” to
lend more focus on their job through other factors that
can mnclude k social influence and self-epiphany for
themselves.

It does involve making sure the managers have their

Elton Mayo came up with other
L ies_includimg behayigural

change in motivation when workers

are aware that they are bemg
observed by an authonty membet
they are working with

Henry A. Landsberger coins a term
in 1958 conducting analyses of
experiments in the 1920 - 30s called
the “Hawthorne Effect” after the
Hawthorne Works Electric
Company, the location of the next
experiment in 1928 invalving the

presence beinterpreted as an intentionally WSPEC‘Ed addition of worker’s room lighting in or 1 with one without it. (CFI Team, 2022)
figure of motivation for continuous productivity.

) y y s Afteranalysis, a resulting conclusion is that when workers are being known that they
Applying the effect to workplace'stechniques can be are seen contributing for a manager, their intention and motivation in the job changes
difficult to decide how it will be implemented as )
ensuring regulated repetition of awareness of the ¢ A reason could be that the workers were more aware of the changes being made around

manager’s presence with providing feedback ani their workplace, leading to their assumptions that their behaviours matter towards their

reassurance, especially with workers’ workspace and managers and what chang, managers will that the workers cannot

development can be strenuous to measure strategically.
(Assignment Pomnt, n.d.}

However, the technique can be used to jumpstart 2
small business by: supporting limited payrolis;
increasing responsiveness and employee retention;
preventing burnout; improving on management skills
and mental health. (Peek, 2023)

without higher-leve
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Maslow's Hierarchy of Needs

mad

Growth Needs.

) Self. Actdabisar:
Cultural "
Perpetuity

Estesmn
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Actualisation

-— Deficiency Needs Basic Needs

Abraham Maslow developed a model of a pyramid, identifying five, then eight,
different needs.

Although there will be people that already fulfil certain types of aéeds, the lowest-
concerned need takes priority over other needs and the statyé’:lonchalance.

Before Maslow’s hierarchy of needs, he and his cohorts have visited a Blackfoot
reservation for an anthropology study. There, the tribes’ beliefs consisted of five
values from ascending order: self-actualisation because people already have an inner
purpose born on Earth; social needs as the tribe provide love and care for each

other; physiological and safety needs because the tribe provide the means of
undertaking them; community actualisation, describing the Blackfoot goal that each,
tribe member manifest their purpose and have their needs met; and then cultural \ :
perpetuity for your influences carry on to future generations after life. W \j \é\'

It had inspired Maslow to produce the hierarchy of needs as explained for each @
stage. Physiological needs are defined as physical matters like sleep, excretion and Q\ 9‘\
nourishments; often high priority by means of survival. Safety needs are those that /
keep one at comfort like shelter, employment, immunity, and more. Social needs are

do with companionship and peer-related matters like intimacy, relationships, family

etc. This is above safety needs due that encountering a hostile subject would lead to

17



the lower need expressing through negative reactions. Esteem covers one’s pride
and social verifications for their efforts. Respect of others, confidence, achievement,
and more define this value. And self-actualisation occurs as one fulfils all previous
needs and reach their full potential. Examples of which express creativity, morality,
lack of prejudice, etc.

/

S
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¢ Inthe 1970, the pyramid has extended so to include: ‘cognitive’, ‘aesthetic’ and

‘transcendent’ needs; where the former it between 'social’ and ‘esteem’ needs

ile ‘transce

Maslow’s Hierarchy of Needs
(continued)
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Aesthetic

Cognitive
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https://the-mouse-trap.com/2007/12/14/maslows-eight-basic-needs-and-the-eight-
stage-devlopmental-model/

Gautam, S. (n.d.), Maslow’s eight basic needs and the eight stage developmental
model, [Online] Available at: https://the-mouse-trap.com/2007/12/14/maslows-
eight-basic-needs-and-the-eight-stage-devlopmentaI-model/ /

(Accessed: 27 January, 2023)

https://jessichristian.medium.com/the-new-hierarchy-of-needs-maslows-lost-apex-
5e51031ce3fb

Christian, J. (2018) The New Hierarchy of Needs — Maslow’s lost apex, [Online]
Available at: https://jessichristian.medium.com/the-new-hierarchy-of-needs-
maslows-lost-apex-5e51031ce3fb

(Accessed: 14 February, 2023) /
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Process Theories

The following theories give explanations and (not internal, but general) points for
how individuals tend to behave in a workplace. While not immediate advice for
management, they can be viewed like general examples of workplaces.

19



F. Taylor’s Scientific Management

For example, Frederick Taylor's theory of motivation, “Scientific Management”, mainly leans
on the practical aspects of McGregor’s Theory X while applying scientific and mathematical
measures to maintainrather strict legislations in the workplace. He also sets the belief in that

the workerswill do bare minimum where left on their own,
His more lenient aspects involve separating and attenuating jobs into smaller divisions,
enabling workers to understand individual aspects of their work with deeper understanding.

Studyingon a pin factory, his set of workers were set on having their tasks timed for
identification of efficiency. Those that work with most efficiency per task are examined for
how their efficiency is achieved. Equipment improving task efficiency are to be provided for
haste assurance. The final instructions written in regard to quickest efficiency is then solidified
as task target. Reward those that surpass the target and penalise those that did not.

20
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Vroom'’s Expectancy Theory +
Porter-Lawler Expectancy Model

lnﬂmmenhlg

Befief that there
ts aconnection

Businesstopia, 2018

https://businesstopia.b-cdn.net/wp-content/uploads/2018/01/expectancy-
instrumentality-valence.jpg

Businesstopia, (2018), Expectancy Theory of Motivation [Online and Image] Available
at: https://www.businesstopia.net/human-resource/expectancy-theory-motivation
(Accessed: 8 February, 2023)

https://ebrary.net/2845/management/porter_lawler_model_motivation
Ebrary, (c. 2014), Porter and Lawler Model of Motivation [Online and Image]
Available at:
https://ebrary.net/2845/management/porter_lawler_model_motivation
(Accessed: 8 February, 2023)

https://www.tsw.co.uk/blog/leadership-and-management/vrooms-expectancy-
theory

Channell, M. (2021), Vroom’s Expectancy Theory: How To Motivate Staff And
Increase Performance [Online] Available at: https://www.tsw.co.uk/ blog/leadershlp-
and-management/vrooms-expectancy-theory

(Accessed: 9 February, 2023) &“ﬁ&
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Deci & Ryar's Self-Determination

Self-Determination Theory

The ‘Seif Determination Theory' can be summatised in three

Competence is when the person can function and understand
their task, where prior knowledge and other forms of
education can aid what methods are to be performed on the
task

Autonomy nvolves the person having self-awareness and
self-control throughout therr lives. Having an ability to make
choices for themselves and what self-defined purposes can
they brng

Relatedness supports not through intrnsic a

Examples of the tollowmg regulations in order are as
provided: being kft alone on domg a sophisticated job
without supervision, knowlkedge and urgency while bemg
bombarded with irrelevant nowsy surroundings (or
bystander syndrome i general); performing a ditticult job Whatls the
m strict protocols from the task provider to avoud job Joss: source the A
seiting personal standards on themselves based on peers’
working average; seff-enforced studymg to acquire a wrat st
difficult acadeniic certificate for greater salary, runnmg m a fiimeiedll (rcomperence.
wide ficld to identify as an athletic runner; and doing a R
hobby for smple habitual personal morale boost.

{Ackerman, 2018)

https://positivepsychology.com/self-determination-theory/

Ackerman, C. E. (2018), Self Determination Theory and How It Explains Motivation,
[Online and Image]

(Accessed: 14 February 2023)

https://positivepsychology.com/self-determination-theory/

Ackerman, C. E. (2018), Self Determination Theory and How It Explains Motivation,
[Online and Image]

(Accessed: 14 February 2023) b
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Unused but can be Bibliography ---v
https://www.ifioque.com/miscellaneous/Porter-Lawler_Model

What is Porter-Lawler Model of Motivation? [Online] Available at:

https://www.ifioque.com/miscellaneous/Porter-Lawler_Model
(Accessed:
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Porter-Lawler Expectancy Model
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