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[bookmark: _Toc67850661]PART 1: HERZBERG TWO-FACTORS THEORY
1. INTRODUCTION
The key for the success of a business is to maximize the productivity and retain valuable employees within the organization and in order to achieve this, knowing about the different management theories and understand how to apply them in the different types of organizations, is fundamental. 
 The present research will talk about Herzberg two-factor theory and its usefulness in the modern workplaces. 
 As first step, a briefly background of the theory will be presented, followed by the main principles of it and some of the various critiques made during the years. From this point, a critically evaluation of the management theory and its usefulness in the present-day organizations will follow, concluding with some recommendations on how to improve this theory in the workplaces to obtain the best results possible from it, benefiting both, employer and employee.



[bookmark: _Toc67850662][bookmark: _Toc67864098]2. BACKGROUND OF THE THEORY
In 1959, the psychologist and professor of management, Fredrick Herzberg, published the findings of his research about the factors impacting employee’s satisfaction and dissatisfaction, in the book “The motivation to work” (Yiu, 2017).
 Herzberg’s theory was the outcome of a 5 years research project that had the aim to identify the factors responsible for the job dissatisfaction that was leading to strikes and protests during that period. Herzberg and his colleagues, Mausner and Snyderman, performed a systematic literature analysis of over 2000 publications written between 1900 and 1955 in the first phase of the programme and from the results obtained, they established that satisfaction and dissatisfaction cannot be evaluated on the equal line.
 To assess the theory, Herzberg and colleagues, conducted an interview on over 200 accountant and engineers and labelled the answers into high sequences which had an elevated influence on job approach, and low sequences, which were the opposite.
 From the results obtained, Herzberg founded that Maslow’s theory was indispensable in order to understand the main factors of his research because he discovered certain similarities in the properties of high and low sequences showing that just a few reasons were accounted for positive emotions about the work and all of them were associated to job’s intrinsic factors and that while many aspects can induce dissatisfaction, only a few things can lead to satisfaction.
 The existing concept was revised based on this information, and the two-factor theory of job satisfaction was established (Stallo, 2011, p. 5).

[bookmark: _Toc67850663][bookmark: _Toc67864099]3. KEY PRINCIPLES OF THE THEORY
In Herzberg’s theory, the first factor was identified with 'the desire for development or self-actualization' which became known as the motivation factors, and the other factor referred to the 'need to escape discomfort' which was known as hygiene factors. 
 The main principle of the two-factor theory consist is the distinction among the motivation and the hygiene factors: motivation factors can contribute to good working behaviours maximizing and enhancing job satisfaction and hygiene factors can influence the performance of a job and minimize the job dissatisfaction. 
 The key principle behind Herzberg’s two-factors theory is that the factors affecting job satisfaction and job dissatisfaction are different and unrelated between them. 
 So if independent factors must be recognized based on the measurement of job satisfaction or dissatisfaction, these two feelings are not diametrically opposed because, as Herzberg (2008, p. 17) said: “the contrair of job satisfaction is not job dissatisfaction but, rather, no job satisfaction; and likewise, the reverse of job dissatisfaction is not job satisfaction, but no job dissatisfaction”.
Here below is a representation on how the strength of the two factors can impact on the employees satisfaction and dissatisfaction: 
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Source: Carrier, 2019

According to this theory, the motivation factors such progression, the work itself, chance to develop, ownership, responsibility, recognition and accomplishment, leads to a positive approach towards the job and, when improved, result as job satisfaction. 
 Being tied to the circumstances that affect the workplace or way of working, the hygiene factors, such as wage, business policies, quality of supervision, personal life, job stability and working environment, are extrinsic and contribute to decrease the level of job dissatisfaction. 
 In addition to this, Herzberg stated that the motivation factors can be related to the psychological human needs such as success, self-actualization and development, while hygiene factors have a correlation to the biological needs such as wellbeing, pay and employment surroundings.
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During the years, Herzberg two-factors theory has been strongly validated and criticized as well. 
The hypothesis has been questioned predominantly on three grounds: the study's fundamental principles, the research methods and the results of it.
 The methodology of the two-factor theory has been the most seriously criticized because, although the motivation and hygiene factors are still highly valuated, the differentiation of their continuum is considered wrong: motivation and hygiene factors can be and are correlated between them and the absence or insufficiency of one will affect the outcome of the other (Sanyeev and Surya, 2016).
 
Herzberg’s theory was run on knowledge employees such as supervisors, accountants and engineers, but, when considering different types of jobs in different sectors, job satisfaction and dissatisfaction can be generated both from hygiene factors as well as from motivating ones and because of that, the concept of different satisfaction continuums should be reconsidered.
 Yew and Manap (2012), stated that Herzberg's assumptions are also debatable in terms of their fairness due to the fact that there is a lack of consideration for the presence of major human variations as individuals can have changeable desires and different motivating factors.
 In their study, Lindsay et al.(1967), affirmed that motivation and hygiene factors are equally linked to satisfaction because, for example, employees with a strong sense of achievement will be satisfied even if circumstances surrounding the work are considered as insufficient and that, on the other side, if individuals are not feeling accomplished, the surroundings will not avoid to have dissatisfaction which, disproved Herzberg’s idea that the two factors are distinguished and not correlated one to the other.


[bookmark: _Toc67850665][bookmark: _Toc67864101]5. CRITICAL ANALYSIS OF THE USEFULNESS AND RELEVANCE OF THE THEORY IN TODAY'S WORKPLACE
The Two Factor Theory can be applied to the real world organization which will help the management in effective motivating its employees. This will result into achieving the desired level of efficiency. It can be implemented in the steps- first by eliminating the job hygiene factors and the second is enhancing the job satisfaction. Under the first phase, the management is required to ensure  that the hygiene factors are not creating any sort of dissatisfaction. Every person will examine the hygiene factor in a unique way which will differ from one person to another (Dhiman, 2017). This makes it crucial for the management in ensuring that all the relevant factors are considered and taken care of. This can be possible through the way of implementing supportive work culture by introducing the democratic leadership style and making changes to the policies of the organization. The second phase is to enhancing the job satisfaction level of the employees. This can be performed by improvising the actual subject of the job and in this again a unique approach is required to be implemented. In order to accomplish this, there are 3 procedures which is being utilized by the organizations in the real world. The first technique is job enrichment which refers to enriching the group member's job through the way of putting more challenges and complex task to perform (Chalermnirundorn, 2018). This results into making the task more interesting. The next technique is job enlargement which accounts for involving the team member in the variety of task and this also results in making the job much more interesting but under this, the task is increased but the level of difficulty remains the same. The last technique is through empowering employees with more responsibilities towards the other team members which makes them feel responsible and accountable for the task of others.
For example, the real like organization like Tesco has also motivated its employees by using Herzberg model of motivation. The organization aims to motivate its employees through the way of paying more attention towards the hygiene factors along with enabling the satisfiers (Jing, Shuwen and Zaidi, 2017). Tesco motivates its employees in terms of providing them proper and timely communication in addition to the delegation of the responsibility. It also involves its employees in the relevant decision-making process and apart from this, the organization also holds the forum each year, where employees are involved in making discussion regarding their pay rise. This highlights the recognition of the work of the people of Tesco and rewards them (Filho and et.al., 2019). The employees of Tesco can even provide their opinion on the food menu which goes into its restaurants. In this way, employees are motivated. 
 But in contrast to the above, there are some negatives aspects of this model as well, which is needed to be accounted for. This theory is mainly applicable to the white collar business entities. It sometimes fails to take into account individual's situation or the perception into view (Eguji and Chigozie, 2018). This theory of motivation is mainly concentrated towards improving the satisfaction level of the employees, but it does not necessarily mean that the increase in the employee satisfaction will lead to enhancement in the performance and productivity (Cote, 2019). Therefore, there is no clear and objective way of measuring and monitoring the employee satisfaction in the theory. In addition to this, the two factor theory is also subject to bias as under the situation when the employees are satisfied they give credit to themselves for that while in the opposite situation, that is, when they are less satisfied or dissatisfied, then they would blame the external factors. Therefore, this Herzberg’s Motivation Theory is useful and applicable to real like organization, but it is important for the management to understand the limitations of this theory in order to effective make use of it in respect to motivating the employees and improving their performance. 

[bookmark: _Toc67850666]6. RECOMMENDATION AND CONCLUSION
It can be stated that the Herzberg’s Motivation Theory is based on the two factors which are hygiene factors and the other is satisfiers (Lai and Gelb, 2019). It is important to have all the hygiene factor within the organization, otherwise, it might result into creating dissatisfaction because of inadequacy of it. It can be improved through the way of making changes in the hygiene factors which will result into motivating the employees (Kushta, 2017). But apart from the benefits it brings in, there are certain cons which are to be accounted for. Therefore, it is highly recommended to the organization to effectively analyse the hygiene factors which can have an influence over the performance of the workforces. These factors will differ from person to person, but the management look for the common factors which affect the need of the employees (Sarla, 2020). The organization by the way of providing better and valuable opportunities to its managers and staff in respect to the taking a share or interest within the job or employment. 
Through the way of implementing the process of reviews and personal development plan which will allow the entity in effectively and efficiently recognizing the abilities and the accomplishments of the employees along with potential development of the same (Bawa, 2017). By the way of implementing these strategies will help in offering the career progression. In terms of future usefulness of this theory, it can be said that it will be great importance in the future as it will bring in chance to effectively meet with the needs and requirements of the employees (Bharathy, 2018). It is beneficial for the organization in undertaking step in order to motivate its staff in a better way which will help them to become highly motivated and this consequently leads to the enhancement in the performance of the employees as they will perform their job in a more effective and efficient manner. Thus, this leads to the accomplishment of the desired goals and objectives.
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PART 2: LEARNING RESULT GAINED FROM THE MODULE, A CRITICAL REFLECTION
[bookmark: _Toc67864102]1. INTRODUCTION
The second part of this report consist in a critical reflection of the learning outcome obtained from the learned module “developing workplace critical thinking”. The aim of the module was to acquire a critical attitude to workplace thinking founded on recognised theoretical models and during the 10 weeks of learning of the module, different topics were introduced and discussed with the purpose to achieve this aim. To be able to better analyse and reflect about the learning and the outcome of it, I will be using Driscoll’s reflective model, which consist in answering three questions: 
 
- What? 
- Now what?
- So what?
[image: ]
Source: Sawyer, 2017
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The topics that I will make reference to in this reflection will be around the concept of critical thinking, logical and casual reasoning, because above all of the topics learned, these three aroused my interest the most due to the fact that are correlated and can be very useful for my current job as team lead. Although this module’s name is “developing workplace critical thinking”, it was clear that the topics that me and my classmates were about to learn, were very important and useful, not only for the workplace environment, but for the day-to-day life as well. I founded really beneficial and innovative the fact that, during the lessons, we were asked to put in action what learned, for example about critical thinking, by participating to the discussions about an argument and that at the end of every lesson, we had to do some class activity in order to assess if we understood correctly or not what was discussed about. I learned what critical thinking is and the difference between it and uncritical thinking and that the impact that knowing how to critically observe, think and act is really powerful and can change the results or give a better solution to a problem.
The second topic that we learned about and that I will talk about is logical reasoning and the difference between valid and invalid reasoning, necessary and unnecessary condition and sound and unsound argument, which helped me to understand that, when affirming something, it is important to know how to express ourselves and, when listening or reading something, it will help to understand if it makes sense or not.
The last topic that I will refer to, as mentioned before, is casual reasoning, the definition of it and how to apply it correctly by, first of all, asking the right question (why?).


[bookmark: _Toc67864104]3. SO WHAT?
From the very first lesson, this module attracted my attention because, even if it is in human nature to question everything and think about the importance of the words, sometimes we forget to do so and prefer to use the shortest way, without considering the pros and cons of it. While listening to the lecturer and reading from the slides, I realized that sometimes the feelings and believes of a person can interfere with the critical thinking and that it is important, when possible, to try and keep these feelings outside the decision process in order to be able to fully understand what we are saying, to express ourselves in the correct way, with the proper words and to be able to receive the correct information from others. While talking about logical reasoning, I realized that, sometimes, we arrive to the wrong conclusion because we do not have enough information or maybe these information are wrong or irrelevant and this made me think and realize that, sometimes, we need to take a step back, stop and think before taking a decision, not only at work, but in the personal life as well. In regard of casual reasoning, what I understood is that we should never accept something, such a decision or an information, without questioning it, without asking “why” if we are not sure that is the correct one. This topic made me think that sometimes in life, even if we think that something is unfair or untrue, asking the right question and finding an answer to it can help us to understand or maybe accept the situation.


[bookmark: _Toc67864105]4. NOW WHAT?
After learning about this module, I can say that now I opened my mind and I started to use the critical thinking hat, because before these topics were introduced to me, I have to admit that I was not always critically thinking, using logical or casual reasoning. Most of the times, especially when under stress, we have to remember to keep our feelings out from the thinking process and that it is important to fully understand a situation before acting and that we always need to ask the right question, have enough information, the relevant and correct one. I am really thankful from what I have learned in this module because all the topics that were in it are useful and important in order to succeed and get the best from everything, not only at work, but in the everyday life as well and I am pretty sure that from now on, it will be easier for me to understand and make myself understandable and obtain the best results possible. 
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