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TASK 1

The development vehicles are the main part in any organisations. It is the tools that help to develop the skills and knowledge of an employee for an organisation as their goals and objectives. These are some important tools of development vehicles; motivations, training, employee engagement, appraisal, personal development plans and learning organisations. Without these tools, organisation cannot survive because organisations want to achieve their goal if so first they need to equip their employees as required skills and knowledge of the organisations. However, if they are not doing right or they have something going wrong then this development vehicle tools helps where and what is wrong and where need to improve. That’s why this tool is very important in any organisation. This essay will cover some of the vehicles such as employee engagement, motivation, training and appraisal.

Employee Engagement
Employee engagement is the one of the important vehicles in any organisations. It is an emotional commitment with an organisation. “The concept of employee engagement crudely defined as ‘going the extra mile’ (Armstrong,2012, p.144). Emotional commitment means employees care about their work and their organisations. In other words, an employee works for the organisation goals not only for their pay and promotion. 
Employee engagement is also a kind of development vehicle which is found to be a continuous process and is highly organisation specific. There is a lot of different definitions, however it is found to be an integration of different behavioural components, such as commitment, involvement, discretionary, effort, positive attitude and psychological presence, which leads the employee potential into employee performance.  Engagement is also defined as;
 “Engagement is an individual’s purpose and focused energy, evident to others in the display of personal initiative, adaptability, effort and persistence directed towards organizational goals (Macey et al 2009:7).
According to the above definition, employee engagement can be personified by the intellectual effort, dedication and passion of employee who must contribute their best to achieve the organisation goals. It is all about the willingness and capability of employee to give discretionary effort in achieving organisation success. 
Because of this important all organisations use this vehicle. For example, of an organisation in John Lewis, it is a that kind of company where the company call their employees as a partner. By the calling them partners, the company is clearly expressing that there is a shared responsibility for the customers and the outcomes of the company. So, they focus on involving their partners in decisions and solutions, empowering them to create the best customer experience.

If an employee who invited to be involved also feel empowered and they take personal responsibility. They know they can make a different and it engages them to do more (www.magaerse.org). For example, according to John Lewis chairman Sir Stuart Hampson, there was a one incident when opening of John Lewis’s store in High Wycombe. Hearing of problems then staff from other shop travelled there on the Sunday before it opened to help clean and prepare it and they said it’s our shop, our customers, our reputation, we are not going to have it anything other than ready to open. So, in this case this organisation has a good employee engagement.
 
Motivations

Motivation is another important development vehicle. Which is an internal process that makes a people move toward a goal. Motivation can help people to achieve their and organisation goals. So motivated people can go the extra mile.
“A motive is a reason for doing something. Motivation is concerned with the strength and direction is concerned with the strength and direction of behaviour and the factors that influence people to behave in certain ways (Armstrong’s 2012, p-162).”
In any organisation, the motivation plays important role because of motivation it gives people to move forward and achieve individual and an organisation goals. Many researchers studied about motivation and developed own theories. Such as Vroom who defined motivation as: “Motivation depends on the likelihood that rewards will follow effort and that the rewards will follow effort and that the rewards are worthwhile.” Just like a vroom, Taylor put the idea about motivation is “the willingness to apply one’s efforts towards the achievement of the organisation goals, while concurrently an individual need is satisfied.” He believed that all workers were motivated by only money.  Mitchell, defined Motivation is “Degree to which an individual wants and choose to engage in certain specified behaviour.” (Murton et at 2010).
According to Mitchell (2010), motivation is an energy which stimulate a person to act towards the fulfilment to one’s goal.  Which leads an individual to act in a certain way. There are two types of motivation. One is Intrinsic and other is Extrinsic motivation. 








Intrinsic Motivation
Intrinsic Motivation is provided by the work itself and motivation refers to behaviour that is driven by internal factors. Such as autonomy: the need to have complete control over one’s own life and other one is Competence: the need to do be the best or succeed.
Extrinsic Motivation
Extrinsic motivation is when individual is affected by the eternal factors which factors help to motivate them. Such as rewards, increased pay, praise or promotion and punishments.
The Process of Motivation
The process of motivation can be defined in many ways. Two models are the best which is content or needs theory and expectancy theory. 
Content (needs) theory
This theory of motivation is focuses on the internal factors that actuate human behaviour. Here is the some of the most common content theories:
1. Maslow’s hierarchy of needs
2. Alderfer’s ERG theory
3. Herzeberg’s motivator-hygiene theory (Herzeberg’s dual factors theory)
McClelland’s learned needs or three-needs theories, these theories are some of the major content theories.
Maslow’s hierarchy of human needs theory is perhaps one of the most famous motivation theory. In his theory, there are five basis level of needs, each need must be fulfilled before we will try to fulfil another one (www.speechmastery.com).
Here is his theory shows by pyramid;
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As a picture above, at first the physical needs are the basic needs like a water, air food, rest health. Then security needs just like a shelter, safe in a workplace and stability. Then third of the needs are social after security people needs move to social like a family affection, friendship, relationship and workplace. Then after people need to like achievement, recognition in workplace or society. Finally, self-actualisation like realizing personal potential, person growth and peak experiences.












Expectancy theory

Expectancy theory focuses on outcomes. This theory believed that motivation to perform will be high when people know how to do work to get a reward and they expect that they will be able to get the reward and expect that the reward will be worthy (Armstrong’s, p-163). The theory was developed by Vroom (1964). 
According to Vroom theory that there must be link between rewards and effort. The reward should be achievable and should be worthwhile. 
The expectancy theory assumes that individual behaviour result from his/her choices among alternatives whose purpose it is to maximize pleasure and minimum pain (www.ifm.eng.cam.ac.uk).
Among these theories, the Taylor theory is using some of the organisation such as Amazon because in Amazon the warehouse staff using a piece rate basis(www.expertprogrammanagement.com). 
In Amazon, the staffs are so much control by company system even the company using wrist-based tracking system to monitor staffs. So, it gives the ability to track and record employee’s hands in real time(www.jacobinmag.com). It’s mean they just want to get work done and they didn’t believe on their workers. They think the worker has only rides to work not more than that.

Appraisal
Just like a motivation, Appraisal also one of the important development vehicle in any work place. In a simple way, appraisal is an analysis what had happened in the past and what will do in the future. 
According to Aguinis (2009) “It is a process that is central to the purpose of stimulating performance (Bratton and Gold, 2012 p-259).
Appraisal is an important time to discuss with employee’s performance and development. It is a formal meeting between employee and their manager to look back employee achievement and discuss about future objective. It gives to individual opportunity to put forward ideas about his/her career development including training or any other support needs. It’s help them to improve their career path and enjoy on their job and get a maximum satisfaction. (www. Brighthr.com).





Formal appraisal is usually conducted annually. Appraisal is based on the following objectives;

· A formal management processes 
· A review and planning process
· Objective based
· A development opportunity
· Participative
· Empowering
 


Training
Training also another an essential development vehicle in the workplace. Training is “A planned and systematic effort to modify or develop knowledge / skill/attitude through learning experience, to achieve effective performance in an activity or range of activities (Buckley and Caple,2009, p-9).  Thus, training is an effort which gives individual a knowledge, skill and experience from that effort they can shows their performance better at work.
Training helps employee learn specific knowledge to improve current roles and focuses on their future goal, rather than immediate job role. Training provides benefits for employee and an organisation. For employee it’s helping to improve on their job and the same they have an opportunity also.  They can performance better and enjoy on their job. Therefore, employee also satisfied on their job because of employees satisfied they improved their engagement. Similarly, organisation also found more confident and competence employee. Because of that organisation can achieve its goal. It’s help an organisation reducing cost and grow the profitability. Increase employee loyalty somehow means it is helping to grow the business sustainability.
In the training methods there are four stages of systematic training cycle. A Which is picture show below.
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In above picture, first stage is identified the learning needs, then need to design the training   then after deliver the training who need it and final stage evaluate the training after participant.
In a different workplace, accordingly need a different type of training. So according to workplace need, it should be analysed effectively because training play a big role in the workplace.
In a lot of organisation, they use lots of money in training or they believe without training they cannot achieve a goal. Among them British Gas is a one of the company who expenses lot of money on training. British Gas train their employee in three different schemes such as apprenticeship, traineeships and technical training. All these training aimed to equip their employees as the skills and knowledge needed to meet the goal of the company (thetimes100.co.uk).  Therefore, training is a one of the important development vehicle in the organisation.





 
TASK 2 

Critical assess defines as developing an individual (employee) to make it more productive at workplace providing require training, motivation, engagement and performance management. In this essay, the researcher assesses about the Tesco Supermarket’s. 
Tesco is one of the largest British retailer and one of the world’s leading retailer. Now it has 2200 stores including hypermarkets and Tesco Express. Tesco not only serviced goods, it’s also provide different services such as banking, insurance, electrical goods, telephone equipment and airtime. In Tesco now 468000 employees are working in a worldwide. Tesco has net profit around £3 billion. To support its growth, Tesco need staff that are motivated. To serve its widening markets, its needs flexible and well-trained staff and who recognise customer needs. In Tesco, all employees are supported by the company in their various roles and different levels. Tesco recognise that employee motivation is important for the continued growth the company (The Times).
In this case study, how Tesco motivates its employees by increasing their knowledge skills and job satisfaction through training and development supports. Furthermore, how individual and organisation get benefits from this. 
“Motivation is the force that energizes, directs and sustains behaviour. High performance is achieved by well -motivated people who are prepared to exercise discretionary effort. Even in basic roles, According to Hunter el al (1990), motivated people are work harder and they do not care about the big or small roles. Motivation may stem from personal interest such as keeping safe or from external factors such as praise and reward. Different theories have been suggested for motivation employees. Pay is a primary motivator and other motivating factor are such as appreciation of hard work, a sense of achievement, responsibility and empowerment, opportunity for advancement and a sense of challenge and enjoyment. 

In Tesco business depends on two group of people, one is customers and other is staff. Tesco believe that staff are unique and have a diverse lifestyle outside of work. That’s why Tesco supports staff with work/ life balance and offers rewards through:
· Flexible working
· Free or reduced rate health benefits
· Discount gym membership
· Competitive salaries
· Staff discount
· Company share options

Tesco has discovered that it is important to create trust and respect. So, Tesco using different theorist’s motivation methods to motivate their employees such as Maslow Theory.  According to Maslow, humans are motivated by five essential needs. He explains that need by pyramid which he called the ‘hierarchy of needs’. Which the picture show as in the below.
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At the bottom of Pyramid are basic need, those that motivation people to work. Such as food shelter. So, Tesco gives to work for employee and they will get regular pay. Then after security and safety need. Thus, Tesco provides formal contracts of employment as well as pension and sickness schemes and other option to join a union which give employee sense of belonging. Similar to this in the third social need which means people want to be a part of group. So, in this stage Tesco promotes team and group work at various levels. In the stage four people like achievement, recognition at work place. so in another stage, Tesco do emphasise self-respect and respect for other. Praise for hard work and 360-degree feedback and appraisal system which helps to recognise individual contribution and celebrate achievement. 
At the final stage people like realising potential, challenge and personal growth. The Tesco offers personal development plan such as opportunity for promotion and career progression programme. Therefore, Tesco use Maslow law it’s help both individual and organisation( www.thetimes100.co.uk).  Here are the benefits

Individual benefits of motivation

· This type of motivation always increase employee go forward because Maslow put people need in step wise. so, if one step need finished then after they move other stage. 

· This motivation gives employee opportunity 

· It helps to build self – confident 

· It helps to develop the performance level and they will able to achieve the goal (www.bookboon.com).

Organisation’s Benefits

· Increased employee commitment
· Improved employee satisfaction
· Ongoing employee development
· Decrease administration cost
· Company can achieve their goal in terms of with high productivity 






The researcher also studies about the Forestry Commission. Where how they develop people through training. So, in this case study, the researcher found out how training is main party of the Forestry Commission and how it benefits staffs and organisation. 

Forestry Commission is a government body, which it is making public sector organisation and its mission are ‘to protect and expand Britain’s forests and woodlands and increase their value to society and the environment’. Where 3000 staffs work. The Forestry Commission always put ‘green’ manner on the top of the agenda such as people, nature, environment and economy.

In the organisation they need a wide range of skills and abilities to fulfil their variety of job role and different level of qualification people can join. Such as Modern apprenticeship, GCSE/ A’ level, National Vocation Qualification, Graduate and post-graduate and work placement so different level people have a different responsibility. So, the organisation believes to carry out their job roles effectively, they need training. Therefore, the organisation investment in training.

“Training is the process of learning the skills that you need for a particular job or activity(www.collinsdictionary.com). According Collin dictionary training is a learning process to get or improve skill on a particular job.
In this organisation, it has a culture of Continuous Professional Development. Therefore, they invest heavily in a training for example, they invest in health and safety, technical skills, customer care skill and other skill like communication and leadership. They use two types of training.
On the job training: This type of training involves at workplace. This is the best way of learning because it is directly relevant to work. In this training, trainee learns by carrying our real work under their instruction from a colleague, trainer or manager. In this organisation, they used this method include:
Coaching: the coach guides and instructs the trainee
Mentoring: a mentor, a more experienced person provided
Secondment: an employee goes to work elsewhere for a short period to learn useful skills.





Off the job training: when the employees are taken away from their work place to attending courses or training events(www.tutur2u.net). This type of training is usually involves attending outside which run by professional training organisation. So, training give individual and organisation benefits here is some benefits


Individual benefits:
· Improved skills
· Enhanced performance and efficient 
· Improved moral
· In the organisation it increases employees sense of ownership 
· Employees have an opportunity to meeting other people while off-the-job training
· Employees can learn outside while off-the-job training

Organisation benefits:
On – the -job training
· It is cheaper than off – the-job training
· Managers can see progress and if they need managers can help 
· Employees can have a training and work at the same time 


Off – the- job training
· Employee can be more confident
· If company not able to provide high skills training, then they will get off off-the-training
· Employee can learn from different people
· Compare with them other so, they will get more knowledge










Engagement
Just like an another assess, engagement is also important in any organisation. The research studies about the John Lewis how they engage their employee.
According to Gallup “The individual’s involvement and satisfaction with, as well as enthusiasm for, work’ (Armstrong’s,2011, p.201). Definition by Gallup engagement is an employee’s involvement, where individual’s purposed, energy and focused on their job and they need to be satisfied on their job. If there is no satisfied they can not be focus about their job and cannot be engaged.
In the case of John Lewis there is 83000 of permanent staff and they are regarded as partners and they ultimately own the retailers 35 department stores and 349 Waitrose supermarkets. This organisation is one of the growing business in the U.K. It’s annual sales more than £11.5 billion. John Lewis is the only one organisation which has formal mission to maximise the “happiness” of its staff, which they put in their organisation’s constitution(www.theguardian).
A CIPD repots shows” Employee can be engaged with different aspect of their work: the job itself, particular task, relationship with colleague, the organisation people, people outside the organisation for example customer (CIPD reports,2011). 
According the report of CIPD there is lot lots of different matter can engage employee so in the case of John Lewis and partners. The employees are engaged because of organisation itself. This organisation is the largest employee owned company in the U.K. so in this organisation employee are the co-owners that’s why employee could express their voice to make it better company on- behalf of employee. In this company every pound of profit they reinvested to grow the business or distributed to partners through an annual bonus. So, all this activity shows that this company has a good employee engagement ( www.johnlewispartnership).
However, there is a benefit for company and individual. Here is a some individual and organisation benefit:

Individual benefits 
· Maximum job satisfaction
· Easy to do work
· Improved skill in a same field
· More innovative, creative







Organisation benefits
· Provide a better service for all
· Increase profit
· Increase innovation
· Lower turnover
· Employee loyalty
· Less administration cost
· Maximum employee satisfied




Performance management
According to Mohrman and Mohrman “Performance management is managing the business” (Armstrong,2006 p.2). It’s means simply developing the company’s performance by developing the performance of the individual or team. If the company want to grow, then first they need to grow employee skills. 
In other word performance management is a continuous process that links together performance, motivation, individual goals, department purpose and organisational objectives. Performance management is synonymous with the totality of day to day management activity because it is about how work can be organised to achieve the best possible results (Marchington and Wilkinson 2012, p.225).
It means get better result from the individual or team to mobilize them with in the organisational planed goals. Where individual or team take a responsibility, but the managers are main responsible for the result. The main objectives of the performance management are how to build poor employee performance better and improve their skills through communicated and training.
In this case study the researcher studies about Nuclear Decommissioning Authority(NDA). Here the researcher study about how it’s work in term of performance management. In this company, company pays on the basis of performance. Thus, employee always motivate to perform well to get rewards. Therefore, the company can win the heart of customer.  








Task 3

According to Cambridge dictionary “ in the workplace a document that states what an employee wants to achieve in the future for example in the next year and give a plan for developing their skills ( www.dictonary.cambridge.org). At workplace company has a plan an action to improve the skills and knowledge of an employee in  a every year. At the end of the employee appraised by what has been achieved or not achieved. Accordingly, company develops the development plan for the next year to meet not achievably skills for the next year.














	Objectives
	Measures
	Priority
	Support & Development  

Internal        External
	Review Dates
	Other Comments

	Improve customer care

	Feedback and customer satisfaction
	High 
	Internal staff experience or senior staff
	Attend to training
	Weekly
	Review from customer

	Hyenine 
	Supervision, monitory
	High
	From senior staff
	Short course
	monthly
	New staff should have

	Time Management
	Goal setting
	High
	Self-motivation, behaviour
	Setting thing to do 
	Monthly
	Using quantification method

	Job satisfaction
	Balancing checking
	High
	Meeting
	loyalty
	3 Month
	Regular monitoring and keep record

	Improve on communication
	To annual staff review
	Medium
	Monitoring, showing active learning
	Vocational training or short course 
	Monthly
	Opportunity to learn from practice 

	Staff training
	From performance 
	High
	Check for previous training
	External course
	3 months 
	Interaction


	Product knowledge
	How much they know about 
	High
	Up to date knowledge and skill about product
	Dealing with customer 
	
Monthly 
	Always get knowledge from new product












From the above chart need to improve customer service. This is high priority because in the any business customer is a boss. Somehow, in a business the customer is always right. So, need take a time what they want and always try to meet their expectation. It can measure their satisfaction from the feedback. It can improve from internal to learn from experience or senior staff and learn from the practical work also and from external to attend the out of work training. This is a high priority, so it can review every week. 
Time management also high priority in a business because if cannot finish the work on time no one believe the company or company lose their reputation. It can measure from goal setting or time setting to do things. To improve time management, it can do two ways in internal way need to mange own behaviour, motivation to get high result and externally way to setting the things when need to do. It can review in a monthly base.
Hygiene is an another important for business. So, it can measure from supervision or monitoring employee work. It is also high priority because of health and safety. It can improve from internal sector by checking from senior staff such like supervisor or manager and from external, the employee can join training or learn a course. It can review in a monthly base.
More details are presented in the table. A good individual development plan will identify where to need improve and help employee to achieve their potential.


Conclusion
[bookmark: _GoBack]In a conclusion the development vehicle is an important to any organisation. Without development vehicle any organisation cannot achieve their goals. Therefore, it is need to be analysed over the time period. Development vehicles is under performance well or not which vehicles are not preforming  well it need to be assess and need to work out for better performance.
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