Module name: LCBB4003 – Introducing the Modern Workplace
Assignment title: Individual report
Module tutor: Dr. Buddhi Pathak
Student: Danut Purcarea
Student ID: 2130914


























Table of contents

Introduction………………………………………………………………………………..3
The impact of organizational culture on the work environment ………………..4
The role of employee motivation in the organisation………………………………5
Conclusion and recommendations…………………………………………………….8
Reference list………………………………………………………………………………9



























Introduction

The majority of employers today would like to have ready-to-work, motivated employees, but they are unsure of what motivates them. If employees were interested in the company's future, it would be more productive and efficient. For an employee to be successful in the workplace, a number of essential needs must be met. The first one encourages them to work toward the company's goals, and the second one encourages them to work toward their own personal goals.
The company I work for is organizing transports across the UK. I am driving a van to deliver parcels and packages. The company has a strong motivation strategy, by offering bonuses to their employees. 




















The impact of organizational culture on the work environment

The key aspects of the organizational culture at XPO Logistics are as follows (Crotts, Ford, Heung, Ngai, 2009):
· It examines the human side of organizational life with compassion, finding meaning in and comprehending even the simplest aspects.
· It makes it clear how crucial it is to establish appropriate systems with shared values in order to assist people in working together to achieve desired outcomes and increase productivity.
· It requires members, particularly leaders, to acknowledge their actions' impact on the culture of the organization. 
The capacity, efficiency, and continuity of an organization are likely to be largely determined by its organizational culture. Additionally, it significantly enhances the organization's brand promise and image. Energy and momentum are generated by organizational culture. The energy will spread throughout the organization and give success a new push (Kong, Jogarathan, 2007).
People are less likely to leave a company if they feel valued and respected there. Because of this, it is absolutely necessary for brands to cultivate a successful organizational culture that is in line with their mission statement and core values. Employee satisfaction reduces turnover, which saves businesses time and money when hiring new employees. Businesses with a strong culture must take steps to keep and grow it. That is one of the main advantages of XPO Logistics. I have been working at this company for 2 years and the company has periodically rewarded me for achieving my targets. In the past two years I have not seen any employees that leave the company for not being motivated, but for family problems or health problems. 
The organizational culture of XPO Logistics is a reflection of its reputation and public image. Based on their interactions both inside and outside of the company, people make assumptions about the company. Customers may be wary of doing business with anyone associated with the brand if it lacks organizational culture or has a poor reputation. Due to having a strong brand identity XPO Logistics is likely to hire people who share their values and believe in their mission.
The decision-making process is aided and guided by organizational culture. Additionally, it aids teams in overcoming ambiguity barriers. Team members who are aware of and knowledgeable about particular procedures frequently exhibit greater motivation to complete projects. People collaborate with purpose when there is a clear culture that promotes organized work structures and unites employees (Aluko, 2005).
The best way to improve the culture of XPO Logistics is to learn how to communicate effectively. The most common factor that leads to job dissatisfaction and the search for alternative employment is miscommunication. By doing their part to communicate effectively, the managers at XPO Logistics can make the experience for the team better. Make an effort to convey your thoughts in the clearest possible manner when you participate in meetings and send emails. Giving people specific examples or background information about an issue can sometimes be helpful. Look for ways to simplify your message when people appear confused (Crotts, Ford, Heung, Ngai, 2009). 
Even though organizational culture originates at the top, it has no value if it does not reflect the values of employees. XPO Logistics must first find out how employees really feel about their jobs and the company as a whole. Although there may be some work to be done, it is essential to comprehend how people feel and feel about the organization. The company ought to concentrate on the aspects of their work that they find exciting and motivating (Kong, Jogarathan, 2007). 

The role of employee motivation in the organization

A person's motivation is defined as the force that causes them to perform a particular activity or task or not. The desire that drives someone to act is what the term "motive" means, according to Webster's dictionary. As a result, motivating someone would entail inspiring them to take action (Kong, Jogarathan, 2007). Employers frequently motivate employees by satisfying a particular need. There are two kinds of motivation: intrinsic and extrinsic. The pleasure, interest, or enjoyment of an individual is the source of intrinsic motivation. On the other hand, extrinsic motivation comes from rewards that others give you, like bonuses. There are two types of motivation for employees: financial and non-financial (Lund, 2003).
While rewards can be used as incentives, an individual's true motivation to act comes from within. Managers may have significant influence over employees, but they cannot compel them to act. In an effort to influence their employees, managers may offer a variety of incentives, but ultimately, it is the employee's choice to act or not act. Managers make the assumption that their employees will always respond positively or that their inducements will motivate them (Sizoo, Plank, Iskat, Serrie, 2005).
From a manager's point of view, this assumption may be reasonable and logical, but it is not always the case. Rewards and incentives may motivate some people, while other things like hobbies, family, or interests may motivate others.
The company I work for, XPO Logistics, is a large parcel and package transporter and they are using employee motivation as their main strategy in order to keep their employees happy. They are offering periodical bonuses for employees for reaching targets, vouchers and compensation for working overtime. 
There is more to incentive-based motivation than just a regular salary. This includes paid vacation days, yearly bonuses, health and travel insurance, paid meals and transportation, and many other benefits (Crotts, Ford, Heung, Ngai, 2009).
People often enjoy receiving recognition for their efforts at work. The employee would be inspired to work harder with just a few words of appreciation.
Giving employees the opportunity to demonstrate their leadership abilities and boosting their confidence to work harder is another form of recognition based on promotions (Sizoo, Plank, Iskat, Serrie, 2005).
It is absolutely necessary to acquire knowledge about various content and process theories that have been established over the years after comprehending the concept and various methods of motivation.
According to equity theory, employees would seek fairness in their analysis and judgment of coworkers. An employee would expect, in addition to the basic pay scale, work privileges, job satisfaction, and opportunities to grow, in exchange for contributing his education, experience, loyalty, and skills to the improvement of the organization. The employee would retaliate in a manner that would be detrimental to the organization if he began to experience injustice. The employee's willingness to put in effort is directly related to the pay scale and their sense of satisfaction.
According to the goal-setting theory, an employee is more likely to perform at a higher level if he or she is focused on achieving a specific goal. The employee and employer can work together to set the desired objectives. The employee will be more productive as a result of this participation (Lee, Chang, 2007). The employee's determination, capability, and familiarity with the specified goal are additional factors that influence performance (Rahid, Sambasivan & Johari, 2003). The employee will also be encouraged by the employer's regular feedback. The relationships between employers and employees will also benefit from this. These strategies are what make XPO Logistics a good employer.
Through the creation of their performance charters, the managers at XPO Logistics face either a challenge or an opportunity to influence the motivation of their staff members. Performance charters with clear definitions aid in achieving two crucial objectives: motivating and challenging employees, completing the necessary work in a timely and competent manner. A successful performance charter benefits both the organization and the employee (Lee, Chang, 2007).
















Conclusion and recommendations

A few recommendations for improving employee motivation at XPO Logistics are:
· Trust is the foundation of a positive culture and gives employees the freedom to do their best work. To establish meaningful, mutually beneficial connections and a sense of shared purpose, organizational leaders must make a commitment to establishing trust with community members at every level and in every interaction, including employees, peers, and community members.
· Recognize the contributions that employees make to the organization. Employees want to be praised for their efforts. To celebrate and reward employee contributions and accomplishments, effective leaders ensure that the appropriate systems are in place.
· Make the workplace feel like a community When workers feel valued and motivated, like they are a part of something bigger than themselves, they can more easily align their day-to-day tasks with the bigger goals of the company.
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