Developing Relationships and Workplace Achievement (January 2021)

Module Code: BMSW 5102
Student – Abdul Ullah – 1912519


Lecturer – Sujeewa Herath



[image: A picture containing food, slice, snack food, sliced

Description automatically generated]

TABLE OF CONTENTS 
 
1 AIMS AND OBJECTIVES … 3
2 METHODOLOGY … 3
3 INTRODUCTION …3
4 MOTIVATION … 3/4
4.1 MOTIVATING PEOPLE TO WORK … 4
4.2 TYPES OF MOTIVATION …4/5
4.3 THE PROCESS OF MOTIVATION … 5/6
4.4 HERSBERG’S THEORY OF MOTIVATION … 6/7
4.5 EVALUATION OF MOTIVATION AT DILSHAD BALTI …7/8
5 EMPLOYEE ENGAGEMENT… 8/9
5.1 THE IMPORTANCE OF EMPLOYEE ENGAGEMNET … 9
5.2 DRIVERS OF ENGAGEMENT… 9/10
5.3 THE OUTCOME OF ENGAGEMENT… 10
5.4 ENHACING JOB ENGAGEMEN… 10
5.5 ENHANCING ORGANISATIONAL ENGAGEMENT… 10
5.6 Evaluation and recommendation in Employee Engagement in Dilshad Balti. … 10
6 REWARDS … 11
6.1 REWARDS AND MANAGEMENT DEFINED …11
6.2 AIMS OF REWARD MANAGEMENT … 11
6.3 REWARD STRATERGY … 11
6.4 EXAMPLES OF REWARD STRATERGY SECTOR …11
6.5 TOWER PERRIN MODEL … 12
6.6 REWARDS FACTORS… 12/13
6.7 Evaluation and recommendations in Rewards in Dilshad Balti… 12/13
7 PERSONAL DEVELOPMENT PLAN … 13
7.1 SWOT ANALYSIS … 13/14
8 PERSONAL DEVELOPMENT PLAN … 14/15/16
9 CONCLUSIONS … 17
10 REFERENCES ANS APPENDIX … 17





1 AIMS AND OBJECTIVES 
The aim of this case study is to critically analyse an organisation or in this report a small business called, Dilshad Balti, Redditch, in Worcestershire, UK. By evaluating and critically assessing development vehicles and implementing them for individuals that could benefit the development and relationships in the workplace.

2 METHODOLOGY
By assessing and evaluating the aims and objectives as an employee in the organisation. By critically analysing and observing my job role at Dilshad Balti, a small business that has been established for 21 years with new owners.

3 INTRODUCTION

“My model for business is the Beatles. They were four guys who kept each other’s kind of negative tendencies in check. They balanced each other, and the total was greater than the sum of parts. That’s how I see business: Great things in business are never done by one person, they’re done by a team of people.”  Steve Jobs (1955 – 2011  
One of many Steve Jobs quotes that are inspirational and very fitting. it aptly identifies the analyses of this report. 
From the turn of the century at the beginning of the industrial revolution many authors and theorists have come up with many ideas on how to manage people. Identifying core factors that work hand-in- hand, for a better understanding of individuals behaviours at work.
Thus, increasing job satisfaction and having an engaged, focused individuals, creating a great place to work with a good reputation, increased productivity, and lower staff turnover. 
These philosophy’s have shaped our management today by analysing people and implementing and exercising better understanding together with its workforce. The outcomes are effective in an organisation. Armstrong (2012) describes employee management is the key point in keeping people feeling positive and excited about their jobs and prepared to go the extra mile, to get the job done.  


4 MOTIVATION 

Motive is a reason for doing something, with behaviour, energy, and drive. According to Armstrong (2012) The definition of motivation is your energy, behaviour and drive that is always goal oriented. The ability to achieve your goals, always striving to work above average, strengthening your behaviour and your ability, it is the force that invigorates and gives strength to behaviour, leading to high performance at work that is achieved by well-motivated people, who go above and beyond. 
If employees are not motivated, they will not work hard or engage and will not be committed to give their one hundred percent, inevitably then employees will not be at their full potential by getting them focused, in the right direction to achieve their goals. 
According to CMI (2012) the main aim is to motivate individuals and the company to achieve and engage for best results and outcomes for all.  
There are many aspects of motivation that can motivate workers, they can be identified as (psychological) needs and wants in intrinsic and extrinsic values.  
4.1 Motivating people to work. 
According to BBC (2021) keeping company’s staff motivated helps with application in their work. The outcomes of motivated staff are pride in their work leading to higher turnover, quality products and services. Who then will be less likely to leave the company? By keeping staff motivated will effectuate to: 
· Increased productivity
· Lower absenteeism
· Higher quality production
· Lower staff turnover
· Good reputation


There are many factors that can help motivate people and retaining staff at an organisation. 
· Good, better, working condition.
· Work pension 
· Gym membership
· Company car 
· Appreciative and open environment where opinions and effort are valued as team members ethos and spirit, where they feel a sense of belonging. 
· Psychological rewards: such as smiling, good comments being thankful, always feeling valued.
· Good organisation culture where there is accountability and transparency. 


4.2 Types of Motivation.
According to Armstrong (2012) Motivation at work are two types. First type of motivation is people who motivate themselves, independent, apply themselves at work and satisfying their own needs by attaining their goals and not looking for outside approval. The second type of motivation is where people work at an organisation and the management use methods such as pay rise, bonuses, praise, and promotions.
· Extrinsic Motivation – is where motivation is rewarded by money, praise or promotion or disciplinary action. This is the motivation that employees are working to attain from others. 
· Intrinsic Motivation – is contributed by the work done and associated with the concept of engagement. This motivation is more powerful as it comes from within oneself, an inner self-fulfilment and gratification. 

4.3 The Process of Motivation
The contents needs related model of process. This process is to ‘establish the goal’, for example hypothetically, the goal maybe to get a degree, this is to ‘attain the goal’, to ‘take action’, by learning and understanding at the lectures and seminars. By grit, diligence, and effort you pass, now you have ‘attained the goal’. You then end up with ‘need’, so now that you have completed your degree, your next ‘establish a goal’ maybe a Masters, then a PhD. This is also called a cyclical process.  This is the Contents/Needs Theory Model. See fig.1

The contents theory and it is interpreting the elements of motivation but does not identify what hinders application and performance. This is essential that the notion to provide direction on companies HR practices and policies. Armstrong (2012).
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Maslow’s theory on motivation 
Keeping staff motivated at work is key for better productivity, lower absenteeism, and lower staff turnover. Using key theories such as Maslow’s Hierarchy theory. The American psychologist Abraham Maslow (1908 – 1970), was widely recognised for his theory of Maslow’s Hierarchy of Needs. Abraham Maslow’s theory was a significant factor in the contribution to of the development of the humanistic school of psychology that highlighted the good innate characteristic of humans. Stoyanov (2017). Mentioned by Sullivan (2009) that self-actualisation. Is a process when someone reaches their full potential. To move to self-actualisation is the motivator once the selection of more basic needs are met. (See fig 2)
According to Armstrong (2012) His theory is based on needs in five categories, from the. foundations of psychological needs, leading up to safety, social, and esteem needs then reaching to the top of Maslow’s Hierarchy of needs which is self-actualisation. Reaching self-actualisations is achieving one’s full potential. 
“Overall Maslow’s theory has largely been accepted among psychologists and has made a major contribution to the development of psychological science, even though elements of his work required further reinforcement”.  (Stoyanov 2017, P. 43)
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4.4 Herberg’s theory on motivation 
According to British Library (2021), Frederick Herzberg (1923 - 2000) was a Professor of Management at the University of Utah in USA. He identified that mental health was the key issue in our times. Fredrick developed a highly recognised two factor, hygiene-motivation theory, which was first published in, The motivation to work in 1959.
Fredrick Herzberg’s Hygiene Factors Theory is also known as the two-factor needs theory. These are recognised of the TWO fundamental needs, within the two-factor model:  promotion, achievement, recognition, and the work itself.  Evidently, the satisfaction from a pay increase (an extrinsic motivation) does not last long. 
1 Factor 1 is Hygiene – These elements are what are provided by the organisation. These are extrinsic motivation factors. 
2 Factor 2 is Motivators – These elements are from self-fulfilment. These are intrinsic motivation factors. See Fig 3
The Herzberg’s technique has been criticized and the assumption was buttressed that everyone has the same needs is invalid but in fact it has an effect to job design and it supports the hypothesis that reward systems should provide for both financial and non-financial. 
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The employee at an organization is what binds the two. Having a great attitude and approach to work and being positive. This development of aptitude, behaviours and expectations are manifested through the procedures at the organisation naturally. Armstrong (2012).

4.5 Evaluation of Motivation at Dilshad Balti
Keeping the employees motivated at work is very important. This would help employees who work at Dilshad Balti with employee engagement, it would help employers. By using Herzberg’s hygiene factors this could identify employers intrinsic and extrinsic values that affect job satisfaction and job dissatisfaction. 
The employee at an organization is what binds the two. Having a great attitude and approach to work and being positive. This development of aptitude, behaviours and expectations are manifested through the procedures at the organisation naturally. Armstrong (2012).

5 EMPLOYEE ENGAEMENT 

As stated by Bridger (2018). Employee engagement has only initially been recognised when it was referred to in an article by William Khan in 1990. Khan (1990) defined engagement as a psychological state when in partnership with behaviours when working. 
Employee engagement is realised being beneficial, but the majority may think they know when they see it, are unclear what it really is. Is it the career, the company or job that they are engaged with?  The ambiguity of the term is embellished by the complexity of what is ‘engagement’?
The importance of employee engagement is the core of employment relationship. How they act in their positions, how they behave in potentially achieving both personal and organisation objectives. 
Elements of employee engagement. See fig 4.
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5.1 The Importance of employee engagement
The importance of employee engagement is paramount. It is how they behave and act that furthers both the objectives of the company and employees achieving higher. 
According to Bridger (2018) the definition of employee engagement there are 3 dimensions to it:
1. Intellectual engagement, i.e., concentrating on the job and how to improve it.
2. Affective engagement, i.e., feeling passionate on performing well in a job.
3. Social engagement, i.e., diligently working with team members at work and discussing about work improvements.


5.2 Drivers of Engagement.
According to Macey et al (2009).
The drivers of engagements are:
· Responsibility
· Feedback
· Task variety
· Support and coaching
· Opportunity to learn and develop.                      
. According to Alfes et al, (2009).
· Significance of the job
· Vision and communication from senior management
· A pragmatic understanding of their line managers
· Employee opinions and voice.                                 

5.3 The Outcomes of Engagement 
An engaged employer according to Robinson et al, (2004):
· Helping and respecting their work colleagues 
· Belief and recognition of the organisations 
· Working diligently and looking for improvements
· Working hard and ‘going the extra mile’. 
· Extrapolates the organisations vision and ethos.
5.4 Enhancing Job Engagement 
This can further improve by:
· A better job designs.
· Implementing learning and training plan of action
· Performance management 
· Enhancing leadership standards provided by line managers.
5.5 Enhancing Organisational Engagement 
Leads to: 
· Enhancing employee opinions and voice
· Cohesive management
· Supplying suitable resources
· Appropriate systems and job design
· The ‘Big Idea’

“Employee engagement is a working environment approach bringing about the right conditions for the human resource of an organization that helps them come up with their best every day, focusing on the goals of the organization, whilst driving a push towards the organizational success with an escalated sense of their own well-being”.   (Arora and Yadav, 2019, P. 47-56).
5.6 Evaluation and recommendation in Employee Engagement in Dilshad Balti.
There are no Human Resource systems in place at Dilshad Balti. There is a structure, but it is inappropriate and outdated system that is dysfunctional leading to no autonomy of work and the perplexity in engagement and the engagement drivers the only structure they have is using basic government laws and guidelines on running a food business. See appendix. By using a feedback system would be advantageous to the organisations and individuals for better employee engagement. 

6 Rewards

6.1 Reward Management Defined.
Reward strategy identifies what the organisation has planned for its reward scheme in the annual financial year. It furthers development of a reward scheme and relates to the practices and policies that together to ensure that reward management is beneficial to its workforce and organisation. This is strategic reward; it is the attitude to establish on beliefs that reward, and business and reward policies should be unified. Always planning and implementing to make those plans materialize. 

Reward management is exercising the reward system in an organisation and its shareholders to run consistently. It is not just about financial reward or benefits but non-financial rewards, i.e., job responsibilities, recognition, and development opportunities. Mentioned in Armstrong (2011), Intrinsic rewards enhance the workers who are creative and challenged and execute their knowledge and autonomy of work.

6.2 Aims of Reward Management

· Promote High Performance
· To Source and retain high quality people
· To assist and develop and develop organisation culture
· Reward people accordingly to the value of their work
· Reward practices with employee needs need to be arranged accordingly


6.3 Reward Strategy

· Where an organisation develops in the future and implements reward policies, practices and procedure to attain its business goals. 
· The strategy is to provide a direction and a purpose on developing reward policies and processes.
· The aim is based on needs of the organisation and its workforce on contentment. 

6.4 Examples of Reward Strategy Sectors 
· Establish a new grade and pay structure.
· Establish a formal recognition strategy. 
· Replace an outdated evaluation scheme.
· Development of equal pay and equal value is paid equally. 
· Establish a flexible benefit system.

6.5 Tower Perrin Model
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According to Armstrong (2011), The Towers Perrin model is used as the basis for planning a total rewards approach. It is a matrix with four quadrants. The upper two quadrants – pay and benefits – constitutes transactional or tangible rewards. These are financial and are extremely important to recruitment and staff retention. On the other hand, the relational or intangible non-financial rewards shown in the lower two quadrants cannot be emulated readily consequently creates both human capital and human process advantage. They are essential to enhancing the value of the upper two quadrants. The real power comes when organizations combine relational and transactional rewards. The model gives a difference of individual and communal rewards in the latter those given by work environment.
6.6 Rewards Factors
Mentioned by Armstrong (2011) the different components of rewards system are: 
Contingent pay is associated to skill, performance contribution and competencies. It can be paid as a bonus or shares. 
Employee Benefits are factors such as sick pay, pensions, company vehicle, as well as cash benefits. Remuneration like annual holidays.
Non-financial rewards this does not include payments. They offer extrinsic values as praise, recognition, and development of new skills. Pluss the intrinsic value arising from the job itself.
Pay determination involves the value of the job by job evaluation by means of market pricing.
Performance Management  is to contribute to improving performance by recognition, creating personal development plans and appraise contingent pay when actioned.
Total rewards is an holistic view of the rewards system mentioned above. It identifies all factors in combination in contributing the overall effectiveness of the rewards system.




Reilly and Brown (2008) have professed that right reward process and procedure, whether it be financial and non-financial and orchestrated together (rewards scheme) can enhance and improve employee engagement. A bad system of rewards schemes however can seriously affect employee engagement. 

6.7 Evaluation and recommendations in Rewards in Dilshad Balti. 
Small businesses don not have the resources sometimes to provide rewards on a regular basis. But do in exceptional circumstance. By looking at the Towers Perrin model maybe they can evaluate non-financial rewards such as recognition and praise. In comparison to Wetherspoons case study (2019) they had a reward scheme that offered staff members a holiday for two in New York. 


7 PERSONAL DEVELOPMENT PLAN 



7.1 SWOT ANALYSIS
According to Herman (2017), a SWOT analysis are based on internal and external factors that identifies them in four boxes which are: Strengths, Weaknesses, Opportunities and Threats. It is an effective way to analyse your personal abilities and those things beyond our control that might help or hinder development. 
Strengths and weaknesses boxes identify the abilities that come naturally. and what requires more attention to overcome. Opportunities and threats are environmental and situational factors that could have a bearing on a personal and professional progression.




	STRENGHTS 

HONEST
STAMINA
TEAM WORK/LEADER
GOOD COMMUNICATOR
RELIABLE, KIND & POLITE
30 YEARS CATERING EXPERIENCE
LEVEL 4 IN SILLS IN THE WORKPLACE
PRESENTABLE/PERSONABLE TRANSFERABLE SKILLS
PROACTIVE 
GENTLEMAN
PERSERVERANCE
DETERMINATION
GRIT

	WEAKNESS

PROCASTINATION

TIME MANAGEMENT

SAYING ‘NO’

FAMILY COMMITMENTS

WELLBEING (STRESSED / ANXIOUS).

MOTIVATION




	OPPURTUNITIES 

MY CONTINUED STUDIES

GOOD JOB

QUALIFICATION

TEHCNOLOGY

	THREATS 

PANDEMIC / COVID-19

ECONOMY DOWTURN

RECESSION 






 
“Personal effectiveness concerns how well you know yourself. By understanding your strengths and weaknesses, you can manage and improve your own behaviour and performance. This can be done both individually and in group situations”. BBC (2021)


8 Personal Development Plan


Abdul Ullah - Personal Development Plan 

Main objectives…

Goal 1: FINISH MY STUDIES 
Goal 2: WORK DILIGENTLY 
Goal 3: HELP, ADVISE AND ACTUALISE MY EMPLOYER TO IMPLIMENT BETTER EMPLOYEE ENGAEMENT, MOTIVATION AND REWARDS SCHEME 
Current strengths that will help me achieve each goal…

Goal 1: PERSERVERANCE, STAMINA, DETERMINATION AND GRIT
Goal 2:  PERSERVERANCE, STAMINA, DETERMINATION AND GRIT, TEAMWORK, PROACTIVE.
Goal 3: OVER 30 YEARS OF CATERING EXPERIENCE, TRANSFERABLE SKILLS, PROACTIVE, DETERMINATION, SKILLS IN THE WORKPLACE LEVEL 4, BA HONOURS PENDING
Key areas for development with my goals in mind…

1. TIME MANAGEMENT
2. CONTINUED STUDIES 
3. SAYING ‘NO’
4. PRCASTINATION
5. TEHCNOLOGY 
Skills/knowledge/qualifications I need to gain…

Goal 1: BA HONOURS IN LEADERSHIP AND MANAGEMENT 
Goal 2: MASTER’S DEGREE
Goal 3:MY OWN BUSINESS 
What I need to do… 

	Objectives
	Action 1

	Action 2

	Action 3


	Goal 1
	BA HONOURS IN LEADERSHIP AND MANAGEMENT 

	PROCASTINATION
	TIME MANAGEMENT

	Goal 2
	WORK
	DILIGENTLY
	TEAM PLAYER

	Goal 3
	HELP, ADVISE AND ACTUALISE MY EMPLOYER TO IMPLIMENT BETTER EMPLOYEE ENGAEMENT, MOTIVATION AND REWARDS SCHEME
	IMPLIMENTATION
	IN PROGRESS


 
Date I’ll achieve each goal…

Goal 1: END OF YEAR 2022
Goal 2: END OF YEAR 2023
Goal 3: START OF YEAR 2024
Progression… 

	Objectives
	What I’ve achieved so far
	Roadblocks I’ve faced
	What I need to improve 

	Goal 1
	SKILLS IN THE WORKPLACE 4 COMPLETE. VITAL KNOWLEDGE SO FAR FROM THE BA IN LEADERSHIP & MANAGEMENT
	PANDEMIC COVID-19
BEREAVEMENTS
LESS SOCIAL INTERACTIONS
FAMILY COMMITMENTS
	TIME MANAGEMENT
PROCASTINATION

	Goal 2
	STABLE PART TIME JOB
	PANDEMIC COVID-19

	TIME MANAGEMENT


	Goal 3
	NEW REGULATIONS PLACED, PROCEDURES
	PANDEMIC COVID-19
NEW LAWS
	NEW LAWS AND PROCEDURES





9 Conclusion 

In summary the report highlights the key points on developing relationships and workplace achievements. The narrative is that a combination of multiple key factors such as motivation, rewards schemes and employee engagement are the catalyst to a healthy ethical and responsible organisation. By trusting individuals to do their best in their work, changes individuals’ behaviours. Giving them full autonomy, listening to their point of view, or expressing their opinions on work related subject, for the betterment of the organisation. By addressing the workforce needs, applying development, training, and learning on the job enriches the individuals and feel focused and engaged in their work. Implementing these factors decrease in less absenteeism, lower staff turnover and giving the organisation high productivity and a good reputation.
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