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Introduction:
	In this report I will be critically evaluating the importance of motivation within an organisation for which I have worked. In this report I will also discuss different development vehicles available for the organisations and which ones they have to approach in order to motivate their employees at the workplace. Motivation is one of the key factors in an organisation in order to drive the employees to a more productive achievement at the workplace. The aim of this report is to critically analyse the importance of motivation at the workplace and also to generate a personal development plan that will meet the identified needs of an individual working in my organisation. The report will be structured according to the structure model offered by the university, with introduction, main body and a conclusion in order to organise all the information provided within this report. 
Company profile:
	The company I will be discussing in this report is Lear corporation, an automotive manufacturer which producing the leather seats for Jaguar and Land Rover in the UK. I have been working in this company for the last two years, with many different tasks and within different areas of the factory. Lear is a continuous growing company that like to expand and to always meet the customer demand in regards to quality and quantity. The factory is situated in Redditch, UK, composed from two parts, the warehouse and the shop floor where all the parts are assembled on the assembly line. The company’s website can be found at: Lear Corporation | Automotive Seating & E-Systems. The company’s slogan is “making every drive better” and the description about this slogan is stated by Lear as: “With over 100 years of experience, Lear has earned a legacy of operational excellence while building its future on innovation. Our talented team is committed to creating products that ensure the comfort, well-being, convenience and safety of consumers. Working together, we are Making every drive better™”.  
Main Body:
Component 1
	Motivation – Motivation is the outcome of the combination of conscious and unconscious elements such as the strength of want or need, the goal's incentive or reward value, and the individual's and peers' expectations (Ganta, V.C., 2014). These factors can determine an individual’s behaviour, which can either be positive or negative in relation to the amount of motivation received. Employees that are unmotivated are more likely to put in little or no effort at work, avoid going to work as much as possible, leave the company if given the chance, and create low-quality work. Employees who are driven to work, on the other hand, are more likely to be persistent, creative, and productive, producing high-quality work that they gladly do (Ganta, V.C., 2014). There are multiple motivation theories released to the public in order for the organisations to use and determine which approach fits better for their culture and employees, but in this report, I will be covering two of these theories: the Content/Needs theory by Maslow (1954) and the two-factor model by Herzberg et al (1957). 
Maslow’s theory (1954) refers to the fact that people are driven by their interests, which are then turned into objectives. People aspire to those demands and the objectives that they produce, which is the content of motivation. A hierarchy of needs exists in Maslow's theory: physiological, safety, social, esteem, and self-fulfilment. Higher-level needs develop only when a lower-level demand is met. Physiological requirements, safety needs, belongingness needs, esteem needs, and self-actualisation are the five main categories Maslow uses to categorise human needs. The physiological requirements are those that are required for our physical survival (Seeley, E., 1992). 
The two-factor model by Herzberg et al, (1957) refers to job satisfaction which is influenced by two types of elements: those intrinsic to the job and second, those extrinsic to the job, including motivators or hygiene factors, such as income and working environment. Within the two-factor model, we can identify a variety of basic demands, including achievement, acknowledgment, advancement, autonomy, and the job itself. It also shows that the satisfaction gained from a salary raise (extrinsic incentive) is narrow. Achievement, recognition, the work itself, responsibility, and promotion were all found to be major predictors of job satisfaction by Herzberg. These motivators (satisfiers) were linked to long-term improvements in job performance, but the hygiene variables (dissatisfiers) typically resulted in only short-term changes in job attitudes and performance, which swiftly returned to pre-existing levels (Gawel, J.E., 1996). 
Lear corporation has adapted their motivation factors in regards to what type of personas their employees have and also by doing multiple research programs where they have tested what sort of things motivate people working within their company. The organisation falls under both theories / models presented above, by applying different methods linked to both Maslow’s and Herzberg’s models, for example, the company offers a huge variety of competitions, presentations and employee engagement for organisational improvement where they organise different activities outside work such as Kaien projects and Team Improvement Circle programme, where employees can interact and engage in improving the workplace and come up with new ideas for the whole company. These projects offer opportunities for both the company and employees, which creates motivation and drive to achieving on both sides, the organisation benefits from new ideas from employees working on the actual production line and analyse the problems they encounter on a day-to-day basis and the employees get motivated by participating in these activities because the winning team gets paid and also the problem they present gets fixed so it fits their needs better, a good example of this is that in a previous competition one of the teams presented a work desk which was mounted at a high level and it was difficult for the person operating at that desk to reach for the tools easily so they came up with an easy fix by replacing that desk with a lower one which improved quality standards and health and safety measures in place which fall under Maslow’s theory with improvement of the needs that employees require at the workplace.
Such motivation factors can be an advantage for any company out there, by engaging the employees in different fun activities with rewards will increase motivation at the workplace and also increase an individual’s productivity. Another motivation factor within Lear corporation is the management team, which for example, offer motivational speech and shift starter briefs that drive employees to performance, things like good targets from the previous days, appreciation for employees that found different defects on the products and reported them/fixed them accordingly, different areas from the factory that performed very well, creatin a competition-like feeling between shifts and areas making the operators want to achieve better than the other “teams”. These factors fall under the Herzberg model of motivation by improving and offering achievement and recognition which indicates the motivation from employees by performing better and better every day. 
These two models/theories are very similar in terms of approach towards motivation, and both methods are very effective in such environment like Lear corporation, without these approaches employees would not have the performance needed for such a fast-paced environment with production lines where tasks are usually repetitive everyday and can become a very static and boring job. The only difference is that these theories approach different types of personas, and target different personalities which is an advantage if both are used within the same company to cover more needs and requirements by each employee. 
Training and development – the training and development part of an organisation is key to motivation among employees because there are different environments that can cause stress and lack of performance if there is not training in place and the job is not completed according to the process that needs to be followed. Employee development may take numerous forms, including training, assessment, educational programmes, and even feedback. The benefits of training on employee performance, when done effectively, may frequently encourage growth both inside the individual and within the organisation (Katcher, S. and Snyder, T., 2003). At Lear corporation, the productivity is dependant on training because the company is producing automotive seats and there are complex operations that need to be conducted by the operators in order for the final product to meet customer requirements but also health and safety measures (airbags, seatbelt safety features, etc). when working on the production line at one station for multiple days, weeks or even years depending on how long you work there, the job becomes easier and easier day by day because you get used to the repetitive process and a master skill develops making the operator feel like the job is very boring, repetitive and “robotic”. The real organisational focus on the employee to get better, either as a person or as a contributor to the organisation, is one of the main parts of growing workers' skills and talents. Employees who receive frequent, structured feedback, including training and greater expectations, produce more (Katcher. S. and Snyder, T., 2003). In order to motivate the operators, the company offers training in multiple areas of the production so an operator can rotate with another when the job becomes very easy and boring, this way by learning new jobs, the operator can rotate and mix different areas of the production in a shift or in different days. 
Performance Management – this is a key factor to such an environment like Lear corporation because as a production factory, performance is very important in order to meet the custom requirements and quality of the products. At Lear, performance is monitored by the amount of buffer the production line produces during a shift, the higher the buffer, the better. The buffer represents the number of seats that are completed, passed the safety checks and are ready for dispatch. Without performance management, the production would not be accurate and also the employees would not be motivated for work, as this number is also a competitive number between the different shifts, which shift achieves better buffer. In order for the employees to achieve full performance, the zone leader is very helpful and encourage the operators when production is good and meets the quality requirement with things like “well done guys!” or “keep up the good work, we are doing great!”. Human capital, according to Perry, B., (2007), is the organization's human aspect. Employees' combined brains, abilities, and expertise give the company its particular personality. Human parts of an organisation are those capable of learning, striving for change, innovation, and providing a creative impetus, all of which, if properly cultivated, will assure the organization's long-term existence. Usually, organisations organise a Performance Improvement Plan (PIP) in order to manage and maintain performance within their company. The performance improvement plan (PIP) is intended to promote a productive conversation between a staff member and his or her supervisor, as well as to define the job performance that has to be addressed. In all circumstances, the plan should be reviewed by the supervisor's boss and the human resources department. This will guarantee that employees are treated consistently and fairly throughout the organisation (Heinen, J. S. and O. Neill, C., 2004). 
Component 2:
	Personal Development Plan (PDP) for individuals working at Lear Corporation
A personal development plan is, in general, an assessment instrument that is part of a wider assessment cycle that includes development and performance interviews. It is used to collect and document information on the competencies that the employee worked on and that he or she intends to improve further in the near future (Beausaert, S., et al., 2013). An individual that works within this company is required to be very active, physically fit, and willing to improve and expand on the skills already existent but also gain new skills while working on the job. The development needs are to be willing to train and expand knowledge but also meet the performance and targets offering good quality work and build enough buffer to meet the shift target. In relation to this PDP, the employee needs to ask themselves three questions, where am I now? where am I going? and where to go next? In terms of their skills and performance but also in the willingness to improve and learn. Working in a factory the operators are required to improve and strive with time passing, in order to keep motivated and offer performance in the workplace. At some stage, the employee needs to discover their present core values to the company, their projected improvement of those values and once the improvement is achieved what is the next step in order to achieve continuous development, find new challenges and turn weaknesses into strengths. Emotional intelligence and sociability are key values within such organisation because self-esteem and self-motivation is sometimes required when the production is very busy or other operators make mistakes on which your work is dependant on to, so being emotionally stable and sociable can improve the way you develop at Lear. These values can be further improved if you are proactive and learn how to manage stress effectively, when challenges occur during your work, you need to be able to handle the situation calmly and deal with the problem effectively, focus on the things that you can control and do not become the victim of external factors. 

Conclusion:
	To conclude this report, motivation is a key factor to any organisation in order to strive and achieve full performance. The Human resources of an organisation are the most important resources no matter what type of company it is, without human’s intelligence and perseverance, a company would not run effectively. In order for humans to perform at their highest rate, motivation is required from the workplace, giving employees different opportunities, rewards and appraisal for their own personal development but also for the development of the company. Training and development are also key factors to drive motivation playing a huge role in the organisational industry. Without training and development, companies and their employees would not be able to reflect and improve personal values and skills, and best performance can not be achieved. In relation to these factors, performance management is also required within an organisation, in order to record data of current performance and improve the areas where it is lacking. Production companies like Lear corporation are very important to the manufacturing world, and their importance is a key motivation towards the company in order to offer high quality and quantity standards to their customers. Personal development plans (PDP) are very important to each individual in order to determine their current status within their workplace, further improvements available and also new approaches to learn and develop their personal character. 
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