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Choosing the right development plan for your organisation and its employees is important. Discussing this thoroughly will involve talking in depth about how different development vehicles critically analyse one another in their benefits, and how they effect both organisation and employee. Other examinations will be talked about in relation to how different organisations may or may not use the same development vehicles, evaluating which are more beneficial to them or their employees. 
Application of motivation, performance management, employee engagement and training will also be analysed. Discussion of how these benefits both organisation and the employee through critical analysis will provide detailed practices in how different organisations approach these factors.

Development vehicles for organisations.

Predicting employee pro environmental behaviour are important, driven by individual factors such as motivational and organizational climate, however it is important for employers to recognise the relative contribution of both drivers and how they react (Gifford, 2014).
Research by (Clark, 2020) explains that strategically when supported organisational efforts are aligned with employee motivation, then it will effectively increase positive behavioural outcomes increasing the aspects of an organisation’s climate. A weak contribution by the company to its employees would suggest a limited ability to influence employee behaviour.

Motivational vehicles.

Studies have shown that motivation predicts significant variance in behaviour change, activism, and workplace environmental goal performance. Research has suggested that interventions through the workplace environment are effective at changing behaviours increasing positive attitudes. Employee motivation does not exist in a vacuum and organisational climate and culture are important in this domain (Ones & Dilchert, 2012; Stern, 2000).
The popular business maxim, “Culture eats strategy for breakfast,” demonstrates how business practices and objectives (such as implementing a strategy) may be thwarted or supported by a particular organizational climate, deﬁned as “meaning organizational members attach to the events, policies, practices, and procedures they experience and the behaviours they see being rewarded, supported, and expected” (Ehrhart, Schneider, & Macey, 2014, p. 69).
Motivation is a driving force determining how hard an employee is willing to work and the productiveness they can achieve for that business. Ranges of methods can be used in benefit to employees such as financial motivation, salaries, performance related pay, profit sharing and bonuses, job security and working conditions BBC, Bitesize (2020). Some of these benefits are archetypical to Herzberg’s Hygiene Factors developed in (1950) where employees satisfaction has always been important issues. This is a direct correlation between staff satisfaction and the organisational environment with attractive benefits and retaining hard working individuals. Lack of these factors show a dissatisfaction of the employees within the work environment (FPM, Journal, 1999).

Performance Management.

Studies have shown that fewer than half of employees know where they stand when concerning their performance. Ongoing feedback encourages them with guidance they need when trying to develop and accomplish the organisations goals. For employees to perform at their best immediate feedback is necessary for encouragement in engagement, and levels of growth improving constantly. Feedback focuses the employer’s attention on helping them grow and work towards their goals. Transparency of feedback translates to happier workers more engaged and productive (HR, News, 2017).
Effective implemented performance management systems benefit the organization, managers and employees in several ways as depicted below:
	Organization’s Benefits
	Improved organizational performance, employee retention and loyalty, improved productivity, overcoming the barriers to communication, clear accountabilities, and cost advantages.

	Manager’s Benefits
	Saves time and reduces conflicts, ensures efficiency and consistency in performance.

	Employee’s Benefits
	Clarifies expectations of the employees, self assessment opportunities clarifies the job accountabilities and contributes to improved performance, clearly defines career paths and promotes job satisfaction.


(MSG, 2020).

The Vrooms 1965 Expectancy theory of performance management is verry much in line with benefits table outlined above.  Performance expectance of the employee and how it is aligned with the organisation expectations marry so that there is a mutual understanding. There is a level of achievement needed by the employer but also helps the employee by identifying any skill sets that they may require to accomplish work accurately, However, when performance goals are beyond the achievement, the corresponding motivation also declines (Oliver 1974 ; Salaman et al. 2005).

Instrumentally this relates to the reward process of desired outcomes of performance, which motivates individuals to perform better providing greater rewards after successful accomplishment, however if the reward for the number of organisational performances is the same then motivation declines. The significance of the reward individuals get is valence where rewards are valuated on the significance of performance based on various aspects. Individuals then give importance to the variable which has the greatest motivational force (Burgoon 1993; Kroth 2007).

Advantages correspond to identified self-interest of the employee who are willing to perform to their best with the correct motivators in place. Advantages to the employer being that they can identify employee behaviour so that they are able to recognise value and employee retention (Kanfer 1990; Ramlall 2004).
Critically the expectancy theory is criticised for being too idealistic because in reality the theory fails to provide a specific theory to motivation problems. The answer then where more additional other developments are made within the personal development plan. Organisations that have a proper infrastructure mechanism in place will find Vrooms theories more measurable in efforts, outcomes, and rewards. However, this theory might not prove as effective in other organisations where such an infrastructure is absent (Robbins, Judge, 2013).


Employee Engagement.
Employees with great quality jobs that are managed well will be happier, healthier, and more fulfilled. There is a greater likeliness that productivity, services, and innovation drive the organisation forward to their desired goals. Over the last decade this concept of mutual motivation and management has become more mainstream in recognising success to both parties, promoting employee engagement to be of high value (CIPD, 2020).
Positive psychology has created a heightened interest in organisational practices. Areas in coaching, which is increasingly being understood from the positive psychological perspective. A key focus in this area has been what organisations can do to engage their employees, in the form of organisational level drivers of engagement. However, there has been less concern with the individual level (or internalised) drivers that deliver an engaged state. Identified are a series of individual level drivers contributing to an engaged state. Three individual drivers are Focusing Strengths, Managing Emotions and Aligning Purpose, which can be understood and applied practically through coaching interventions. It is proposed through coaching dialogues that individuals can work utilising their main strengths, positively managing emotions and aligning values to those of the organisation more effectively, ultimately serving to enhance employees happiness, well-being and engagement, and being more likely achieving peak performances (The Coaching Phycologist, 2017).
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William Khans (1990) psychological study conditions of psychological engagement and disengagement at work begins with the premise that people can use varying degrees. These degrees being physical, cognitive, emotional, or work role related have implications to their work and experiences. Three factors are involved where physicality relates to the extent in which employees’ efforts are explored both physically and mentally linking these abilities to increased levels of energy and feelings of confidence.
The second factor being cognitive where the employees know what the organisations visons and strategies are, and the performance level needed to contribute. This then theorising that more knowledge encouraged more creativity and confident decision making as the benefit to the employee.
Thirdly emotional engagement that the employees feel with their employer. Positive relationships in this area create a sense of belonging at work which encourages trust and the employee being more engaged in company values and missions. These are cited as classical elements of group dynamics, interpersonal relationships and management styles and practices creating a feeling of a safe environment (Talk Freely, 2020). However, some companies are focused more on the work that people do such as Taylors (1909) Scientific Management theory where behaviour is engineered through management methods by which appropriate selection, incentives and training are used. This then producing an environment of a win-win solution so that performers as well as the organisation achieve equal value by the best workers with exact breakdown of tasks timing the workers on productivity (Journal of Economics, 2015). 

Training.

Employee benefits of training are not limited to employees themselves. Business has shown time and time again that investing heavily in an employee can be prosperous and fruitful for the employer (STS, 2020). The benefits of training are not just exclusive to the employee themself as heavily invested training by a company into upskilling an individual can benefit in a far more successful and profitable business. This is part of building a stronger and more capable workforce. Organisations demonstrating commitment toward their employee empowers the employee in a far more motivated manor, creating more productivity and efficiency which achieves loyalty from the workforce (STS, 2017).
Taylors Systematic training cycle is verry much related to the process of identification of the employees training and where the emphasis is put into the analysis of training needs. This system works by identification of the training and developing the training needs based on the organization’s needs. Then delivering the training by upskilling the weak and strong areas of that employee and then evaluating that training based on how the personal development of the employee has progressed over a period (Koster. M, 2002).
Training methods such as on the job training and off the job training can be beneficial to both organisation and employee. Recent studies have shown that off the job training has been beneficial to certain organizations where lectures involving brainstorming, discussions and research of case studies have been a large facilitation. Contrastingly other organizations stating that techniques in developing areas such as coaching, mentoring, demonstrations, job rotation and team building have been more beneficial.
This would then give careful consideration into how companies training programmes should be designed using factors that carefully influence choices of what training strategies are best for their organization of achieving the desired goals (International Humanities Studies Vol. 5(2), June 2018).
Belbin’s training theory model (1981) exemplifies identification in not just teams but individual performance where organisations want to develop weaknesses in an employee. There is now a developed motivation factor where staff will become empowered and confident. Although this is a role development theory based in teams, it is also a mutual benefit factor between the employer and employee in shared visons and goals. A development in this area shows that if an individual has increased training within a specific area then it creates a better dynamic within a team role environment increasing communication skills within an employee and the organisation as a mutual benefit to both (Belbin Team role theories, 1981).

A Critical Analysis of Development Vehicle differences between Organisations.
The organisation Tesco uses Frederick Herzberg’s two-way factor theory as a means of motivation for employees. This motivation works by a means of increasing employee job satisfaction, knowledge and skills through training and development with timely rewards and recognitions. Tesco initiates this through a supportive work/life balance and then offering rewards such as
·  flexible working
· free or reduced rate health benefits
· discount gym membership
· competitive salaries
· staff discount
· company share options.
These reward factors create a trust and respect atmosphere within the workplace. With these factors in place it creates a motivated environment where staff are focused on what Tesco desires most. This is a customer focus with the best positive feedback creating a positive environment for a shopper’s experience through happy staff. 
When looking at Frederick Taylors 1911 Motivational theory he uses a basis by where people work purely for money. This idea based on productivity of an individual over a time where workers were paid on results which was verry beneficial to an organisation but a motivating factor for the employees. This however gives minimal opportunity for encouragement, creativity, or personal development.
Tesco’s employee reward programme has some similar aspects to Taylor by financial gain, but Tesco exceeds far beyond Taylor in their approach by supportiveness of varied lifestyles. This being through relevant and targeted benefits breaking the conformity of just one motivational model (Business case studies, (2019).
However, Taylors method works verry well for the big retailer Amazon where they use a dangling the carrot technique which is a rewards approach of financial gain through productivity and hard work. The financial gain that is rewarded to staff are through RSU shares where it is a promise of potential future share value through the company helping to retain employees and motivate them to push the company forward, however disadvantages to this approach can be that if the stock goes down then the pay drops significantly. 
Other contrasting factors of motivation that Amazon use which are completely opposite to Tesco are the lack in hygiene factors adopted from Frederick Taylor where staff are forced to work long hours with limited breaks and interaction. Amazon has an expectation in where an emphasis prioritising work over family life casts a strong shadow over Tesco’s supportive work/life balance eliminating any harmony between organisation and employee. 

Many non-financial factors can be attributed to Tesco employees such as the desire to serve people, improve communication skills or looking for premotion. This is verry relevant to behaviourist and psychologist Clark hulls drive theory in 1943 where an individual has pleasure seeking behaviours which involve a more personal level of auteurism. This coincides with Tesco’s value from employees by the opportunities that are presented, such as training and improvement to grow. This reinforces Clark hulls behaviour studies where motivation to serve customers have an immense benefit to the organisation’s customer focus point (psyches study, 2017).
This, however, is a disadvantaged area working for Amazon where no customer focus is needed. The environment which the staff work in is verry much a noncustomer interactive environment as staff are predominantly working within a warehouse concentrated on a time and motion studied principle of working. This classically emphasising Taylors model by displaying attributes generalised as worker robots with no breaks, no interaction or time for relaxing (RSM, 2020).
A classic example of the contrasting environments between these two companies is McGregor’s 1960 X and Y theory. Amazon being theory X is conquered in business after the mechanical system of Taylorism (Mohamed & Nor, 2013). Hindle (2003) views that Theory X is the autocratic style, emphasizing on “productivity, on a concept of a fair day’s work, emphasising workload rewards for performance”. Theory X supports negativity in how employers’ value their staff with poor employee engagement between employer and staff.
Tesco however being theory Y where employees become productive if employers see employees positively. This then allowing delegation, trust, and responsibilities to them. In the case of Amazon warehouse, strict rules where productivity goals, for example, employees are not allowed to sit on the company time, workers will be reduced 10 hours from vacation if not taking enough mandatory overtime shift (Rittenhouse, 2017), thus then workers instilled on fear of missing targets. They just try to complete the job in time bounce without any thoughts that they really want to do so “It’s a job, it’s not a career”.
Elton Mayo (1946) Hawthorne works experiment suggests that monetary reward cannot be the determining factor of job satisfaction. For there to be a good working relationship and a positive working environment then there must be created working conditions, attitudes, communication, and positive management (UK Essays, 2020).
Group dynamics, and social makeup within the workplace create workers, openness, and trust. Although it appears that the culture in Amazon is verry bureaucratic action can be taken by formal rules from management with a high hierarchy in the organisation (Weber, 1976). managers work setting up goals for employees to follow rigidly where as Tesco on the other hand perform to personal development plans offering their employees the chance to progress in stages where training needs are identified followed by delivering the training and ongoing evaluation allowing constant feedback and support for progression 
	Objective/ Area of development.
	Measure.
	Priority.
	Support and Development both Internal/External
	Review Date.
	Other Comments.

	Development of communication skills.
	Create one to one meetings with individual staff to enhance communication and trust.
	Practice forms of communication skills that different individuals promoting confidence.
	In house E learning portals for online learning in this area.

Create outside relationships that engage in team building strategies to enhance team communication.
	1st January2021.
	Informal one to one to follow up on progress or areas of difficulty that may be able to collaborate on.

	Ongoing up to date performance management followed by a periodic review.
	Create tasks to develop areas of improvement with staff members.
	Create staff briefing to find out what feedback is needed to establish weak areas.
	Find out what members of staff may need ongoing support, training, or coaching.
	 8th January 2021.
	Are there any training programmes available to staff within or outside the workplace.

	Increased activity of employee engagement.
	Design work motivating incentives.
Create team projects or role variation.
	Design a reward system so to increase productivity
	Run all projects through line management for involvement in suggestions and budget management.
	16th 
January 2021.
	Create outgoing emails for other managers collaboration on staff projects

	What staff training can be implemented for ongoing training.
	Explore training ideas for development in weak areas of staff.
	Find out what level of upskilling is required from certain individuals.
	Request suggestions from line manager on swapping certain staff members to diversify job roles as in-house training.
	24th
January
2021.
	Create invitations to employees for training opportunities in new areas

	Boost Work moral and team effectiveness.
	Identify if there are staff issues with the way certain procedures are carried out. Are there any hygiene factors that can improve staff moral.
	Create weekly team briefs or workshops with staff to improve team effectiveness
	Explore off the job training activities/programmes that can create a fresh perspective on future developments individually and for the workplace. 
	1st
February 2020.

	Create weekly team goals for the company with a reward system in place that benefits employees team role effectiveness.


(Business case studies, 2020).
Personal Development Plan.
Supportive Notes.
· The development of communication skills is key in breaking down boundaries between staff and Management so that there is an increased level of trust and support. This then creating confidence and familiarity ensuring better engagement and understanding of what’s needed to be achieved.
· Ongoing performance management helps to identify areas of improvement from all individuals to ensure there is development of weaknesses. Staff briefing creates feedback loops so that every employee is working from the same hymn sheet. If there are any areas of improvement that can be supported, then they can be acknowledged during team briefs.
· Employee engagement has been implemented as a measure to make sure that employees are feeling job satisfaction as a motivational aspect to increase performance. It is important to enable a sense of value when creating job diversification, preventing any stagnant feelings so that the employee is reinvigorated within the workplace. This positively manages emotions keeping values in line.
· Implementation of training for staff is vital for progression in areas of work that require the necessary upskilling specific to the job role. This can be done by evaluating methods of in house or out house training the employee may require. Exploring these options with management are key factors in driving the company forward and creating diversification if necessary, within the workplace.
· Making sure moral and team effectiveness are a constant measure in productivity and innovation within the workplace. Developing an effective productive team with workshops and team briefs is essential for a happy workforce. Exploring fresh perspectives in the work environment achieves positive attitudes of value in contributed ideas. Reward systems provide a moral boost in staff who find extra initiative in the companies’ visions and goals.


Conclusion.

Choosing the right development vehicle for a company can be challenging but also rewarding if adopted in a malleable way by extrapolating different theories which are both beneficial to the organisation and the employee. There is a dichotomy of elements from motivation to training which explore pros and cons in every area that create a balanced environment within a workplace. However, the only way to create a balanced environment depends heavily on the practices put into place through a verry structured effective working team of individuals. 
As an organisation or manager heavy lays the crown of creating an efficient reliable productive team of individuals. This is built on key values of trust, respect, communication, and common goal interests that reflect a mutual understanding in an organisation’s goals and missions. Not one shoe fits all for all organisations, but an element of careful consideration must take place when adopting these values in its continued interest in driving the successful growth of a business, along with a happily retained and valued workforce.
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Figure 1: Organisational and Individual Level Drivers of an Engaged State.
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