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[bookmark: _Toc532324391][bookmark: _Toc532324751]Introduction
The development of individual efficiency and work approach allows a company to improve their current status and meet the development needs of the employees. This essay focuses on critical analysis of the development vehicles that drive Waitrose toward monetary development and customer satisfaction. The assignment also certifies the need to induct development vehicles in proper functioning of organization.
The development needs of individual employee need to be met by methods and tools of an organization that are classified as development vehicles. Individual exposure to challenges is primary intention of Waitrose that allows them to compete with rival retailers such as Tesco and Sainsbury’s. It is being validated by Mills and Fullagar (2017) that satisfaction of development needs can only be attained through motivation, individual engagement and developing the performance level of employees. The development vehicles that allow Waitrose to develop individual employee and improve the work efficiency are given below. They are discussed in the following section:
[bookmark: _Toc532324392][bookmark: _Toc532324752]Motivation
Motivation determines the extent to which an individual can grow and surpass the limitation set up by oneself. It is being highlighted by Shuck, Peyton Roberts and Zigarmi (2018) that conceptual framework for developing individual members is interlinked with work environment, motivation and work intention. The statement of author also states that an employee considers the individual development there is motivating environment that surrounds them. This particular approach of Waitrose does not only improve the workforce efficiency but also help the individuals to explore other dimension of excellence that can promote the growth of company. According to Argyris (2017), individual members consider themselves motivated when their actions are recognized by the organization. 
The recognition scheme is highly active in Waitrose that helps in individual motivation and consequently improve their work experience. The positive work environment allows an individual employee to not only have a meaningful growth but also increase the efficiency of task with positive results. On the contrary Shuck, Peyton Roberts and Zigarmi (2018) stated that an appraisal scheme motivates an employee to not only upgrade their skill but also go into deeper level of knowledge for individual development. In order to make work experience viable enough for development Waitrose recognizes individual effort so that necessary employee engagement and motivation is maintained. 
The improvement in the performance and efficiency of employees considered to be depended upon the nature of support and motivation received from employers. According to Robertson (2016), Maslow Hierarchy of needs theory certifies the need to satisfy employee demands that leads them to work efficiency. It characterizes that social need such as bonding with co-workers and personal need of higher remuneration helps in motivating the employees. Waitrose applies recognition scheme and collaborative work approach that allows them to improve individual performance of employees On the contrary, Hur (2018) opined that Herzberg two factor theories allows an organization to distinguish the factors that motivates and does not have any impact over their performance skill. Waitrose can apply Frederick Herzberg two factor theories to identify hygiene requirements and motivational requirement of employees. The hygiene factors generally involve basic working condition, monthly pay and internal policies of Waitrose that has minimum impact over motivation of individual employees. However, motivational factors in Waitrose are considered to be individual recognition of employees, handing responsibility and providing opportunity that can influence the performance of employees and is in accordance to the expectancy theory (Latham, Brcic and Steinhauer, 2017). The induction of this theory could generalize the need to improve remuneration that will improve the personal skills and contribute toward organizational objectives. These theories contrast with the intake of goal setting theory that allows an individual to satisfy personal development need and also contribute for the development of organization. Induction of goal setting theory in Waitrose could motivate employees to undertake supreme responsibilities. This approach has the possibility to influence the individual performance as they get to achieve goals that are being set up by Waitrose. 
[bookmark: _Toc532324393][bookmark: _Toc532324753]Employer engagement
The employer engagement achieved by Waitrose involves the performance evaluation and the involvement in taking reviews from the employees. The observation of individual of different levels of teams is attained by Waitrose to determine the nature of learning requirement that can enhance individual performance. Waitrose watch the performance of individual by observing their work handling and collaborative skills with other employees. It has been highlighted by Mills and Fullagar (2017) enhancement of individual skills is primarily motivated by management to infuse the need of creativity among employees. Assessment of learning requirement in Waitrose is mostly influenced by the performance factor and retention of skills among individual employee. It allows Waitrose to not only upgrade employability skills of an individual but also possess a workforce that is inclined towards process oriented rather than goal-oriented method.  
[bookmark: _Toc532324394][bookmark: _Toc532324754]Training
The training of an individual in Waitrose is managed by HR professionals that seek the development of overall team members. The primary step in the development of individual employee is determined by consideration of intervention method, performance measurement, and assessment of employee engagement. As per the opinion of Smith and Bititci (2017) intervention method requires planning, monitoring the performance and reflection of individual. It is being noticed that management of Waitrose does not participate in the process where as motivates the employee by imposing responsibilities in pilot teams. The formation of such teams allows Waitrose management to upgrade the functional process of individual employee and promotes the use of challenging situation that can prepare the team for real world situation. Since Waitrose is engaged in supermarket retail sector, they require active involvement with customer to garner maximum market benefit. This particular approach in intervention method allows the company to not only target individual members but also prepare a more interactive team that can handle the conditional requirement of customer. 
On the contrary, Chiniara and Bentein (2016) stated that performance measurement assessment of intervention helps in increasing productivity of employees. In order to specify the encouragement need, it is important that organization makes an analysis of individual performance data. However, Smith and Bititci (2017) shed light on the fact that employee engagement assessment is done through customer satisfaction rate. Waitrose training and development programme is inclined toward creating the most challenging situation so that individual performance and their engagement with work can be heightened. 
[bookmark: _Toc532324395][bookmark: _Toc532324755]Learning organisation
[bookmark: _Toc532324396][bookmark: _Toc532324756]Reflection
This development vehicle does not revolve around work related strategy but allows an individual or a group to evaluate previous experience that can help in resolving present situation. Inspired from the opinion of Dong et al. (2017) it can be said that a focused team allows an organization to prepare a role model that could inspire team members to develop their individual skills. It generally leads to collaboration which simplifies the work process and requirements that needed to be met in present situation. This collaboration among team members can be considered as the most appropriate vehicle that allows Waitrose to innovate their products and services with creative teams. The author validated the approach of Waitrose in imbibing a focussed team that helps individual to gain needed skill required to complete their task in given amount of time. 
[bookmark: _Toc532324397][bookmark: _Toc532324757]Personal development
In order to make personal development among employees, Waitrose has launched an online learning system that is aligned with John Lewis model of individual development. It is being reported that Waitrose had adopted system Partner Learn for 47000 staff in order to develop their individual potential (Woods, 2011). The programme consists of activities from audio as well as text-based approaches which are specifically selected by the individual. The wide range of resources allows the Waitrose’s staff to induct learning knowledge regarding leadership responsibilities and achievement of individual excellence in workplace. It has also been verified by Nyberg, Pieper and Trevor (2016) that necessary arrangement of learning requirement empowers the performance level of individual employees. Since Waitrose has partnered with John Lewis, Waitrose has successfully mimicked the development model of John Lewis. The company relies on this particular model of development to have efficient workforce with less restriction of individual employees.
[bookmark: _Toc532324398][bookmark: _Toc532324758]Performance management
Performance management of employees of Waitrose is primarily focused on the individual performance of the employees emphasising on the meeting of individual goals. By means of provision of a clear and concise guidance, feedback as well as support in context of job demand, the management team of Waitrose assists the employees in channelizing their efforts and improve productivity. Based on views of Garcia-Garcia et al. (2018), employees are motivated for pursuing an innovative behaviour including both idea generation and implementation. In Waitrose, employee management performance in interpreted via individual LMX relationship. Employees pursuing high quality LMX relationships are potential of facing interesting challenges consequently fostering their individual innovations. Along with the experience of increased psychological empowerment and job responsibility, their intention of individual work productivity is increased considerably. 

[bookmark: _Toc532324399][bookmark: _Toc532324759]Conclusion
Based on the aforementioned discussion it can be concluded that development needs of individual employee in Waitrose are met through training, individual work assessment and online facilities. The adoption of online training and learning method allows individuals to identify their own learning gaps and makes use of text or audio-based resources for taking responsible action. The facilitation of positive work environment is considered to be influential approach that helps an organization to maintain motivation and instil positive work intention of individual employees. 
[bookmark: _Toc532324401]


DEVELOPING RELATIONSHIP AND WORKPLACE ACHIEVEMENT: TASK 2
[bookmark: _Toc532324760]Introduction
Development vehicles refer to the tools that an organisation utilises for the benefits of its people as well as for the organisation. This study is intending to practically focus on the potential benefits that Waitrose Ltd, one of the significant retailers in UK has achieved through its various development vehicles. It is aiming to provide a brief overview of the benefits distinctively for both the contexts of organisation and its people through evaluating each of the development vehicles.
[bookmark: _Toc532324402][bookmark: _Toc532324761]Concept of development vehicles 
Development vehicles are the different components of the organisational growth drivers depending on which an organisation can expect a substantial growth rate. According to the views of Rasmussen and Nybakk (2016), in this regard, the major key drivers of an organisation can be its strategy, people, infrastructure, funding and operation. In the specific case of Waitrose, the organisation has primarily focused on the part of devising its strategy for its people through motivation, training and engagement. 
[bookmark: _Toc532324403][bookmark: _Toc532324762]Critical assessment of potential benefits for Waitrose 
[bookmark: _Toc532324404][bookmark: _Toc532324763]Organisational efficiency
It has been identified that Waitrose Ltd has mainly emphasized on the part of motivation, employee engagement and training for the development of the organisation through the perfect use of personal development plan and performance management. Balancing each of the factors with adequate attention has greatly increased the efficiency of the organisation. According to the views of Othman et al. (2018), employees are the backbone of an organisation that can provide a remarkable acceleration to it towards growth. Hence, fulfilling the needs of employees has greatly improved the organisational efficiency of Waitrose. 
[bookmark: _Toc532324405][bookmark: _Toc532324764]Competitive advantages
Competitive advantages tend to put an organisation in a superior position. Referring to this specific ground, it can be observed that motivating employees along with employee engagement programs has improved the organisation in an inimitable way (Saeidi, 2015). On the other hand, the training programs have facilitated the organisation with increasing the organisational capabilities which can be considered as the competitive advantages of Waitrose. 
[bookmark: _Toc532324406][bookmark: _Toc532324765]Profit
Profit is a direct indicator of organisational benefits and growth. Waitrose has perfectly implemented the development vehicles that have profoundly helped it to generate more revenue. Enhancement in organisational efficiency along with increasing competitive advantages positively results into improving the organisational success through higher profitability and greater productivity. The organisation has perfectly made it to increase its revenue from £ 4.3 billion in 2010 to £ 6.3 billion in 2017 (Statista.com, 2018).
[bookmark: _Toc532324407][bookmark: _Toc532324766]Reputation
Reputation and brand image are the ultimate benefits that an organisation seeks of. As influenced by the views of Porter, Riesenmy and Fields (2016), a positive environment in Waitrose has facilitated the organisation with greater impact on its market reputation. Positive and healthy working environment through implementing different development drivers such as training, engaged employees and motivation the organisation has improved its market reputation as well. 

Figure 1: Different organisational benefits
(Source: Porter, Riesenmy and Fields, 2016, p.69)
[bookmark: _Toc532324408][bookmark: _Toc532324767]Critical assessment of potential benefits for the people of Waitrose 
[bookmark: _Toc532324409][bookmark: _Toc532324768]Productivity
Through the factors of motivating and engaging employees Waitrose has improved the skills of its employees. Skill is one of the direct impacting factors of enhancing individual productivity and precisely because of this; the organisation has experienced more productive employees that eventually accelerates the growth of the company greatly (Albrecht et al. 2015). 
[bookmark: _Toc532324410][bookmark: _Toc532324769]Motivation
Waitrose has made it sure to consider motivation as one of the development vehicles. Through implementing different practices within the organisation, it has encouraged its people in an inimitable way. As influenced by the views of Kuranchie-Mensah and Amponsah-Tawiah (2016), the bonus scheme, employee recognition, awarding system has inspired the employees to get inspired and perfectly engaged in the work process of the organisation.  Hence, Waitrose employees have been more motivated to work dedicatedly towards achieving the success and goals. 
[bookmark: _Toc532324411][bookmark: _Toc532324770]Pay rise
Increment is one of the major benefits that Waitrose has facilitated its employees with. It is a kind of motivation generator in employees that precisely improve the capabilities and professional value of an individual within the organisation. 
[bookmark: _Toc532324412][bookmark: _Toc532324771]Promotion
Promotion is one of the key growth drivers of an organisational individual. Waitrose has crafted its HR strategy in a way that develops the skill of its employees through training, development and promotion. As influenced by the views of Sandhu et al. (2017), it has improved the sense of leadership in people to undertake more responsibilities and duties.
[bookmark: _Toc532324413][bookmark: _Toc532324772]Self Esteem
The combined part of training, motivation and personal development can be a great measure of building self esteem of organisational people on different levels. Self esteem is the confidence and ability to judge oneself either in a positive sense or in a negative sense (Kuranchie-Mensah and Amponsah-Tawiah, 2016). The development vehicles in Waitrose have perfectly boosted up the self esteem of its people that can be considered as the major benefit of the people. 
[bookmark: _Toc532324414][bookmark: _Toc532324773]Job satisfaction
Job satisfaction refers to the contentedness of employees towards the given task that eventually ends up impacting on the part of organisational growth. Taking this into consideration, Waitrose has perfectly lined up strategies to make the employees feel satisfied with their job through the help of different motivational factors such as freedom and flexibility (Zablah et al. 2016).  
[bookmark: _Toc532324415][bookmark: _Toc532324774]Theoretical framework of development vehicles 
[bookmark: _Toc532324416][bookmark: _Toc532324775]Hierarchy of needs
Hierarchy of needs is a five staged model that defines the requirements of people in an organisational context. According to this theory needs can be classified in two distinctive categories such as deficiency needs and growth needs. Motivation acts in different approaches for these two kinds of needs. According to the views of De Vito et al. (2018), in the first approach, motivation tends to decrease if the deficiency needs are met while it gets increased after needs are met in the sphere of growth need. Deficiency needs indicate the basic needs such as psychological needs, safety needs, needs of belongingness and esteem needs. On the other hand, growth need refers to the part of self actualisation. Waitrose has been successfully implemented the factors of fulfilling employee needs that has kept its people motivated to perform better through continuously benefiting them. 

[bookmark: _Toc531685346][bookmark: _Toc532324417][bookmark: _Toc532324776]Figure 1: Hierarchy of needs theory
(Source: De Vito et al. 2018, p.31)
[bookmark: _Toc532324418][bookmark: _Toc532324777]Extrinsic and intrinsic motivation
Motivation in employees can be triggered through different methods. Organisational people can be motivated in two distinct ways or perspectives. Firstly, it is the intrinsic motivation in which people feel self motivated to perform a job. This can be executed through a proper goal setting process, performance management and devising the scope of growth. On the contrary, in the opinion of Cerasoli, Nicklin and Ford (2014), extrinsic motivation depends on external factors such as employee recognition, pay hike, better incentive scheme and awarding system. The organisation has been identified to motivate employees through these methods. 

[bookmark: _Toc531685348][bookmark: _Toc532324419][bookmark: _Toc532324778]Figure 2: Extrinsic and intrinsic motivation
(Source: Cerasoli, Nicklin and Ford 2014, p.980)
[bookmark: _Toc532324420][bookmark: _Toc532324779]Model of performance management
Performance management refers to a concept that defines the continuous process of identifying, developing and measuring the performance of organisational people aligning with the devised goal of the organisation. According to Ahmed et al. (2016), there are different elements of performance management that includes subjective setting, performance measuring, feedback or result, rewards and amendments. In the case of Waitrose, it has been identified to improve the individual through meeting their requirements in a strategic way that has even benefitted the organisation as well. 
[bookmark: _Toc532324421][bookmark: _Toc532324780]Expectancy theory and performance evaluation 
Expectancy theory is closely tied up with workplace motivation that again relates to performance evaluation as well. According to the theory motivation refers to the outcome of valence, expectancy and instrumentality. According to the words of Shields et al. (2015), all three combines together and result in a particular outcome through a proper motivation. Employees in this case, expect a certain fulfilment and based on this specific factor, their dedication reflects on their performance and outcome. The company Waitrose has paid a great attention about what the employees are in need of and has implemented development vehicles to meet the needs.
[bookmark: _Toc532324422][bookmark: _Toc532324781]Development vehicles in Waitrose 
[bookmark: _Toc532324423][bookmark: _Toc532324782]Training
Being a part of John Lewis Partnership, Waitrose has perfectly designed its training and development scheme. The employees have been provided with proper training to serve the customer better. The opportunities of career development have also been provided through different management training programs (Johnlewispartnership.co.uk). This can be considered as one of the major development vehicles of Waitrose that have helped to take the business towards a faster success. 
[bookmark: _Toc532324424][bookmark: _Toc532324783]Appraisal
The appraisal is the definite process of evaluating performance of employees. In the specific context of John Lewis Partnership and Waitrose, it does not believe in providing performance appraisal to its people. On the contrary, the 76000-permanent staff of the company are equal shareholder of its 272 supermarkets along with 35 departmental stores (Theguardian.com, 2018). This has been identified as a remarkable decision for the company to provide such working environment and effective treatment to its employees for generating a greater revenue and better profit. 
[bookmark: _Toc532324425][bookmark: _Toc532324784]Motivation
In the part of motivating its employees, Waitrose has been identified to design bonus scheme for its employees. The company usually provides 6% bonus for its employees. However, it has announced to pay its 85000 employees a 5% bonus totalling £ 74 million (Employeebenefits.co.uk, 2018) in 2017. It has been devised as the result of the decrease regarding the organisational profit before tax. Though a decrease has been noticed, still this can be considered as the extrinsic indicator that Waitrose has paid great attention towards its employee benefits and in order to motivate them improved the bonus scheme. 
[bookmark: _Toc532324426][bookmark: _Toc532324785]Conclusion 
Evaluation of all the factors related to development vehicles in Waitrose, it can be concluded that the organisation has been greatly successful in improving the growth of the company through ensuring its people’s development. The company has a lucrative bonus system and an impressive strategy to engage its employees that provide the company with a better business process and higher growth. 

[bookmark: _Toc531622731][bookmark: _Toc532324428]DEVELOPING RELATIONSHIP AND WORKPLACE ACHIEVEMENT: TASK 3
[bookmark: _Toc532324786]Development plan to meet the required needs 
[bookmark: _Toc531622732][bookmark: _Toc532324429][bookmark: _Toc532324787]Introduction 
The organisation Waitrose has been identified to have designed its development vehicles in a way that more or less has satisfied all its employees. It has ensured a structured growth to the company while fulfilling the needs of an individual. However, this study is intending to highlight in which ways Waitrose can be more efficient and productive to meet the requirements of its people. 
[bookmark: _Toc532324430][bookmark: _Toc532324788]Expectation of the employees in Waitrose
· Training 
The organisation has already come up with the ideas to improve the skills of employees through different training programs. Waitrose has made it sure to improve the skills of its people in terms of serving the customers better and devising best experience for them. However, arranging training programs can not be the only means to develop the skills of the employees. A perfect track record by measuring the level of skills for the employees can be a fruitful way to assess the improvement (Sundstrom et al. 2016). The employees are expecting to improve technological skills for organisational benefit. The skills required for customer handling is equally important for them. Hence, Waitrose is required to implement various methods of measuring the skills. Technical training can be associated with a technical skill test program for better ensuring the impact of training on employees. In different cases, training of customer service can be measured through providing a situation to role play for the employees. Hence, providing training along with assessment methods related to it can be considered as an equally important development vehicles that Waitrose needs. 
· Appraisal 
Performance evaluation holds an important role for the benefit for the organisation. Through appropriate analysis and investigation managing performance has a higher chance to help Waitrose. The organisation has not been identified to have a proper appraisal scheme as it considers all of its employees to be its partners. However, as influenced by the views of Kim and Holzer (2016) people tend to strive for position, authority and self-actualisation that can only be gained through effective appraisal scheme. In terms of capturing and assessing the personal growth, organisational people are expecting the need of performance appraisal in order to improve the confidence level among them as well as enhancing the self-esteem. Organisational individuals mainly seek for appraisal to assess the self-growth and satisfaction towards their jobs (Sarkar, 2016). Appraisal has the ability to improve leadership qualities within individual and urge for more responsibilities. In a different way, performance appraisal works as the factor of extrinsic motivation in terms of employee recognition. Hence, performance appraisal can be considered as the basic need of the employees that helps in improving their performance

Figure 1: Different benefits of performance appraisal
(Source: Kim and Holzer, 2016, p.32)
· Personal development 
Personal development relates with building different skills in people that can widely range from time management to communication process. Hence, providing a proper method to develop these skills through personal development plan individual employees can be satisfied in terms of their requirements getting fulfilled. Personal development is the subject of assessing qualities of organisational people individually. Some people are identified to be unskilled in managing time while some in communicating with others. In some cases, people are lacking in managing conflicts. Hence, planning a personal development strategy has been considered as a basic requirement for people that relates to their personal growth useful in career development (Sundstrom et al. 2016). Hence, Waitrose needs to develop certain strategy to assess the performance and devise personal development for each of the employees. This can be equally helpful in satisfying the growth requirement of the employees while in improving organisational performance as well.
· Motivation 
[bookmark: _Toc531622733]Motivation has been one of the greatest development drivers that an organisational individual always seeks for. Waitrose, being a part of John Lewis has perfectly devised a strategy to motivate its employees. The company is greatly aware for the future of its employees and provides retirement benefits as well (Unum.co.uk, 2018). However, people are expecting to work under a perfect leadership which has been identified as one of the most vital requirements for the employees at Waitrose. Hence, provision of awarding system, employee recognition, flexible work culture, empowering staff and adopting a democratic culture can be really helpful for the organisation to perfectly motivate its people (Lau and Roopnarain, 2014). Motivation is greatly associated with the staff contentment. Hence, motivation works in favour of employees to feel the satisfaction with their jobs that highly impact on the productivity of the organisation. Through implementing proper motivational factors Waitrose can be greatly able to fulfil the requirements of its employees and at the same time can ensure a faster growth of the company through improving productivity and profitability.

7

[bookmark: _Toc532324431][bookmark: _Toc532324789]Development Plan 
	Objectives
	Measures
	Priority
	Support and Development
	Review Dates
	Other Comments

	
	
	
	Internal
	External
	
	

	Training
	Technological skill improvement
	High
	Skill development for customer handling
	Providing situation for the role play
	Three Months
	The skills through conducting test.




	Appraisal
	Improvement of work knowledge
	Medium
	Providing more  efficiency work
	Allocating more responsibilities
	Three months
	Improving the level of self esteem and confidence.




	Personal development
	Individual skills of time management
	Medium
	Enhancing the level of effective communication skills
	Increasing the core knowledge
	Three Months
	Responsibility and task given and meeting.




	Motivation
	Organisational goal
	High
	Self-actualisation and personal growth
	Career development
	Employee recognition
	Future plan for improvements.






[bookmark: _Toc531622735]
[bookmark: _Toc532324432][bookmark: _Toc532324790]Conclusion 
Evaluating all the identified requirements of Waitrose employees, it can be said that those requirements can be met through different development vehicles such as training, motivation, appraisal and personal development. Strive for superior position; urge for professional growth, desire of improved career path and thirst for achieving higher economic status are some of the factors related to employee requirements in Waitrose. Hence, in meeting all those needs, it has built up a development plan through different development drivers that have higher scope of leading the company through more engaged people. Also, now a day’s technological skills improvements are very important for any organisations or individual for this reason in development plan that is in high priority. Motivation improving the sense of being involved in the organisational goal that is in high priority in development plan.
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