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Introduction 
Within this assignment, I have chosen three different methods to critically evaluate within the organization I currently work in being Tiny Talents Preschool, using first-hand experiences and observations as well as referring to policies and procedures, I have also gathered some academic research in support of my critical evaluations and will be relating to two models being the Towers Perrin total reward model (2006) and Herzberg’s two-factor theory (1959). The three methods I will be discussing are the importance of training and development; the impact reward makes on employee performance and motivation factors that organizations should use to develop employees as well as the importance of employee motivation in performance enhancement within my organization. For the second part of this assignment, I have compiled a SWOT analysis and PDP on myself as an action plan, to identify my strengths and weaknesses and to meet the identified development needs of my organization. 
Training and development 
“Training is planned and systematic activities which are focused on enhancing the level of skills, knowledge, and competency” (Nassazi, 2013). It is important within an organization to improve the knowledge and skills of employees, as it results in creating a highly skilled, motivated and enthusiastic workforce. A key factor to consider when looking at training and development in the workplace is meeting the needs of employees, the opportunity to partake training is an intrinsic reward which brings satisfaction to employees who are driven by that, this element contributes to an individual's personal desire and intention to want to learn more and continuously develop themselves(Page-Tickell, 2014) .This correlates with employee job satisfaction, employees who feel challenged by training opportunities given to them feel a sense of appreciation, which results in high morale and job satisfaction (project management, 2020). It is also indicated that employees who can develop new skills are more satisfied within their jobs and remain within the organization showing loyalty (Costen & Salazar, 2011). 
Within my workplace, there are frequent opportunities for training and development on all levels. Due to the nature of the childcare sector, there are many general training courses that regularly need refreshing, e.g., first aid, safeguarding, health and safety so all employees stay up to date with regulations, also just-in-time training due to the environment we work in, training courses such as FGM are given immediately when there is a rise in cases or EYFS training, so we are aware of changes in requirements. There are also opportunities for expert led training, I was given the opportunity to complete a Team leader level 3 course alongside my promotion, which then gave me more motivation as well as knowledge to perform my job role more skilfully and allowed me to feel satisfied as an employee with the support and appreciation shown. Aside from myself, staff members that started as apprentices are now a part of the management team and have leadership roles, which evidently shows that there are opportunities for development. As stated in Tiny talents policy on staff development and training, “we give every staff member the opportunity to develop their skills to a maximum and to broaden their knowledge” (Tiny talents, 2020), believing that personal and professional development is essential for maintaining the delivery of high-quality care and reviewing the annual budget for training and development to ensure that external support and training is gained where needed. (Tiny talents, 2020) 
In effect, lack of training and development can lead to job dissatisfaction, as staff who do not feel confident to perform have a lower morale and leads to high staff turnover (Donohoe, 2019) which will affect business performance if staff have low morale and do not feel confident to perform. On the contrary, training and development itself can have negative effects on staff if not done correctly. I used the advantage of working in a small setting of 18 staff members and posed the question to my colleagues “Does training and development contribute to your personal job satisfaction?” In result, 12 staff members said yes, but 4 colleagues stated that too much training at a time has made them feel overwhelmed and has resulted in lack of performance within their role, with the pressure leading them to look for other jobs. 2 staff members stated that they do not benefit from online training and struggle to receive the information, which links to the vitality of understanding employees learning styles when planning systematic training, it is important to consider the type of training and how it shall be delivered to meet the needs of individuals effectively, which is recognised in Tiny talents staff training policy to “develop a training plan that sets out the aims and intended outcomes of any training, addressing both the qualification and continuous professional development needs of individual staff” (tiny talents, 2020) 
Overall, it can be said that training and development positively connects to employee satisfaction and business performance by maintaining committed staff, but it is important to review business training plans and consider all elements for delivery so that employees can be productive and work effectively upon receiving it. 

Rewards
“Reward management deals with the strategies, policies and processes required to ensure that the contribution of people to the organization is recognized by both financial and non-financial means.” (Armstrong, 2020 pg.1). It is commonly believed, that when reward systems are being used effectively, it culminates in firm performance and can motivate employees to perform at a higher level (Allen & Helms, 2001). Reward systems must align with business strategies when being implemented, so that it fits with the culture of the organization to create high performing employees (Armstrong, 2020). Reward management does not stand alone as it is a part of human resource management, used as a necessary part of managing people, in which I believe it is important to have a ‘total reward system’, as a total reward system adopts all elements alongside pay and benefits being, work/life balance, recognition, career opportunities and employee development (CIPD, 2021)  which promotes and encourages employee engagement, which in turn improves organisational performance (Local Government Employees). 
I believe that my workplace has a total reward system with the balance of reward approaches given to employees on an equal level, where incentives are not based upon position. There are both intrinsic and extrinsic rewards at Tiny Talents that work as motivation in different ways for each employer increasing organizational performance, reflecting on the Towers Perrin total reward model (2006) 
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(Armstrong 2010, pg.42) 
Total reward system of Tiny Talents Preschool
	Pay
Competitive starting rate of pay in the sector.
Staff Bonuses 
Increase in pay with long-term employment and promotions. 
	Benefits
Pensions
Annual leave 
Term time only (beneficial for those with children) 
Flexible working hours 
Childcare discounts (10% off for employees) 
Christmas meal
Automatic enrolment into pension scheme

	Learning and development 
Regular training 
On the job training (blended approaches) 
Performance management (RAG ratings and supervisions) 
Career development – support staff by giving time out of ratio within work hours to complete any training courses, apprenticeship work. 
	Work environment 
Leadership 
Communications (use of Microsoft teams) 
Work –life balance (flexible working hours) 
Organizational culture (contributions to charities, comic relief, children in need, Christmas jumper day) 
Non-financial recognition (Fabulous Friday recognizing employees, wellbeing Wednesday non-financial reward to contribute to employee's wellbeing)  



Although financial rewards and money are a dominant factor in employees being able to meet their basic needs, it is not only money that enhances the morale of employees, with the absence of training, it would prove to be difficult for managers to assess the skills and competencies required for employee motivation and developing them further (Yousaf et.al, 2014). “According to McMullen (2010), quality of work, leadership, career development, organisational culture and work–life balance all have a greater impact on work engagement than financial rewards”. It is argued by (Goldsmith et.al., 2000) that “extrinsic rewards are known to enhance productivity, increasing employee commitment to goals, decreasing turnover and attracting top talent individuals” which effectively would contribute to organizational performance. I believe it would be detrimental to an organization if they focused heavily upon monetary rewards and did not invest in their employees needs for personal and professional development to gain transferable skills, which would result in lower performance affecting the organization and higher staff turnover if needs are not being met accurately. Regarding developing a reward system balance is key when aligning with organizational strategies by meeting the needs of employees through incorporating factors that would reflect on organizational performance. 


Motivation 
The term motivation is derived from the word “motive”, it is a process of stimulating individuals to achieve goals, based upon the needs, desires or wants that drive them (Juneja, 2015). Individuals have a need for self-growth and self-actualisation, which is why it is said that motivation factors lead to job satisfaction. (Alshmemri et.al, 2017). Herzberg (1959) came up with a two-factor theory, categorising extrinsic and intrinsic factors as hygiene and motivational factors. Hygiene factors are concerned with the surrounds of a job such as pay rate, work-life balance, working conditions (good lighting, equipment etc), company policies, job security and relations with others, whereas motivational factors are internal such as career advancement, achievement, recognition and personal growth. Herzberg suggests that only 1% of the population self-actualise, self-actualization brings about a strong sense of fulfilment, showing the ability to maintain relationships, accept themselves and others and have a grounded sense of purpose and responsibility (therapeuticsolutions, 2017), which is why it is important to use motivation factors to develop employees for the future. 
Within my organization, they aim to “achieve a high level of morale and motivation” (Tiny talents, 2020). Although they use motivational factors encouraging achievement using frequent training, which has been heavily incorporated online due to the current pandemic and show regular recognition to employees on a weekly basis through Fabulous Friday, also the recent opportunity offered to staff members to run the social media accounts, I think there are other factors that could be used to develop employees. 
· Career advancement and responsibility- with my organization being a small setting, of only 15 employees, it is difficult to advance into higher positions as there are only few leadership and management roles, and with a low staff turnover it may take a long time to achieve a higher position. I think it would be a positive approach to create more job roles to give employees a sense of responsibility, without these employees could feel there are no opportunities for progression within the role. The hierocracy within my organization runs from manager, deputy manager, team leaders, key workers, practitioners and apprentices. Generally, managers and deputies take on the additional roles of named first aider, sendco and safeguarding lead, but I think these roles should be offered to qualified members, so that they can be challenged and gain an added sense of purpose outside of their main role giving an opportunity to develop skills.
· Recognition – As previously stated, within my organization they use “Fabulous Fridays” to allow fellow colleagues and management to show recognition and motivate others within the team. This method is beneficial, but not all staff get recognised every week so it could be discouraging to those who do not receive praise. I think an approach that would lead to developing employees for the future by boosting self-confidence is “employee of month”, this would offer a further chance for staff to be recognised and promote high quality standards of working within the organization in effect developing employees. 
· Personal development- personal development is an important criterion in facilitating employability, so it is necessary to recognise employees' personal goals so this can be achieved, whether it being developing relationships with colleagues or improving time management skills. A method that could be used is an increase in staff outings, annual Christmas meal is the only set in stone gathering of colleagues, it would be beneficial to be open to ideas from staff for outings potentially on a termly basis so relationships can be formed and those who may be less sociable and reserved within the workplace can develop their personal growth. 
Within my organization, supervisions are used as part of performance management system in promoting mutual support, teamwork and continuous improvement, as well as spontaneous RAG ratings identifying improvements and strengths (Tiny Talents, 2020). This plays an important role in employee motivation, without regular supervisions and meetings, it would be difficult to gauge how an employee is performing, delivering feedback to employees also enables performance enhancement as supervisions provide strengths and weakness so employees then know what they are doing well and what they can improve upon which will effectively motivate them to apply the recommendations and improve performance. Motivation and performance go hand in hand, (Armstrong, 2014) suggests that HRM should use motivation to encourage employee engagement, which results in high performance. 
Employees who are given the opportunity to express their ideas and opinions, will feel more valued and appreciated, which will motivate them allowing a feeling contentment and satisfaction (Alfayad, Arif, 2017). The idea of giving employees a voice is implemented within my organization through team meetings where they encourage staff to contribute ideas with regular team meetings to develop then develop these ideas and put them in place (Tiny Talents, 2020). When employees feel heard and see that their opinions hold value, it is a way of motivating staff to be heard and speak out, influencing performance when their contributions are upheld and actioned, leading to goals of high-quality organizational performance as employees will gain that sense of satisfaction being involved in decision making. With the application of these methods in Tiny Talents, it is clear to see that the role of employee motivation on performance enhancement plays a vital part in encouraging employees to perform at their best. 
Conclusion
In conclusion, the analysis made on Tiny talents preschool in relation to the use of training and development, rewards and motivation, also using applicable theories has shown the effectiveness of methods used through HRM to develop and motivate employees whilst improving organizational performance through these aspects. I believe that the suggestions I have made will positively contribute to meeting the goals of the organization and create an environment where any individual that becomes a part of the team would have their needs met, in effect giving the organization a higher standard and continue to be a leading organization within the sector. 
	Strengths 
· Flexible working hours 
· Competitive pay rate
· Benefits for employees 
· Positive organizational culture
· Work-life balance 




	Weaknesses 
· Shorter working hours 
· Generally part-time work
· Term time only (regular closures) 


	Opportunities 
·  Apprenticeships available (level 2 and 3) 
· Frequent training for staff 
· Support staff continuous development both in and outside of work (university/apprenticeship/college courses) 



	Threats 
· Limited availability for time off due to closures
· Current pandemic has created uncertainty in working hours.
· Current pandemic has caused less stability. 
· Competition in the sector from all year-round setting


	Skills identified 
	Action needed
	Learning opportunities 
	Action plan 
	Development 
	Review 


	Room leader 
	Complete level 5 & 6 to gain full degree 
	Continue onto leadership and management after level 4 completion 
	Pass all level 4 modules and apply for level 5 & 6 leadership and management 
	Complete current level 4 modules on time 
	January 2023  

	Training and development 
	Apply for team leader roles in education settings 
	Online courses and current new job role 
	Work to get team leader role from previous experience 
	Team leader role, to then go onto gaining management role 
	May 2021 

	Supervision of staff 
	Identifying root cause of self-esteem effects 
	Volunteer to be group leader in future modules 
	Part take in workshops to build confidence 
	Feedback from peers and lecturers on how the task was achieved
	November 2021

	Knowledge of EYFS and SEND key worker role
	Research funding opportunities for start-up businesses
	Team leader level 3 and online courses
	Continue to work in childcare settings in management
	Familiarise with OFSTED regulations
	December 2021


Abbie Turney PDP – employee at Tiny Talents Preschool from 2014
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