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[bookmark: _Toc74776632]Introduction
There are various factors present that are analysed while identifying the activities of HR within an organisation. It is necessary to identify these factors in order to understand the use of various strategical factors that human resource managers tend to use. Now, there are different development vehicles including motivation, engagement and commitment. In this report, the focus has been to analyse the various theories related to development vehicles and their application to the organisation, Waitrose. The aim has been to analyse the use of development vehicles at Waitrose and the role these development vehicles play. Waitrose is one of the leading retail supermarkets in the United Kingdom focusing on the development of employee relationships. One of their major mottos is to achieve organisational success by utilising synergy which is created by the continuous development among the employee relationships. However, a personal development plan has also been initiated to identify personal growth and development practices. 
[bookmark: _Toc74776633]
Component 1: Case Study Analysis
[bookmark: _Toc74776634]Q1. Critical evaluation of different motivation factors and evaluation of the role and the importance of employee motivation at Waitrose
Employee motivation is a highly regarded matter in a modern business environment. Organisations often follow more than one strategies in order to motivate employees in an appropriate manner. Dobre (2013) identified that the role of employee motivation is mostly to ensure that employees are satisfied with the treatment they get from the organisation. In doing so, employees become encouraged to work for making a better condition of the organisation. Criticising that, Korzynski (2013) insisted that, modern working environment focuses on employee motivation to develop a positive atmosphere. Shahzadi et al. (2014) furthermore criticised that employee motivation is actually directed at increasing employee performance as the more employees become motivated, the more they perform for their organisation. The factors in employee motivation can be determined through various theories including the hierarchy of needs theory by Maslow and the two-factor theory by Herzberg. 

[bookmark: _Toc74776614]Figure 1: Maslow's Hierarchy of Need 
Source: (Gilmore and Williams, 2009)
Maslow’s hierarchy of needs sees the need of the employees to be divided into five distinctive categories. In this theory, employees feel the need to fulfil their physiological needs at first and start to feel safety needs, love and belonging needs, Esteem needs and self-actualisation needs following by. In this theory, Maslow suggests that employees at their early stage of career need to fill the physiological needs to get motivated (Benson, 2011). After they fulfil it, they require safety needs to be fulfilled. After that love and belonging needs require to be fulfilled. At the peak of their career employees feel the need for self-esteem to get motivated while at the end, they only seek self-actualisation needs to get motivated. However, the hierarchy of needs theory is hugely criticised by the two-factor theory by Herzberg as it observes various important factors of motivation. 

[bookmark: _Toc74776615]Figure 2: Two Factor Theory 
Source: (Towers, 2016)
[bookmark: _GoBack]The two-factor theory of Herzberg criticises Maslow’s hierarchy of need as it suggested that the needs including physiological needs, safety needs and love and belonging needs are crucial to an employee of any rate but these factors cannot motivate employees but its absence can mean that employees are unsatisfied (Shahzadi et al., 2014). These factors are considered as the hygiene factors in the two-factor theory. While the esteem needs and the self-actualisation needs work as a motivation factor and help the employees to become satisfied. The hygiene elements in this theory do not increase motivation while the motivator elements’ absence does not decrease motivation but both of these elements have different roles to play.
These factors are an inevitable part of the motivation in any organisation and these factors help an organisation to increase its growth. Maslow’s hierarchy of needs provides a detailed understanding of these factors while the two-factor theory by Herzberg plays the role of identifying various characteristics of these factors. Furthermore, these factors are very much important for the development of motivational strategy by an organisation and analysing them can provide detailed knowledge about it. 
[bookmark: _Toc74776635]1.1 Application of the Theory
One of the core objectives of the HR activities of Waitrose is to satisfy its employees in an appropriate manner. Waitrose tends to follow the two-factor theory to motivate its employees appropriately. Following this method, Waitrose provides the proper amount of salary to its employees and provides them safety benefits through different services including medical facilities, insurance facilities and transportation benefits as well. Furthermore, the organisation also provides flexible working hours and different holiday benefits to encourage employees to get acquainted with their family and friends. These factors are always present for all types of employees as these are the hygiene factors. However, depending on the individual needs, the organisation also provides benefits to the employees including bonus, recognition, reward, promotion and other personal growth opportunities. These factors work as a motivator to their employees. Through the use of these factors, Waitrose tries to increase the motivation and satisfaction level of their employees. This has helped the organisation to gain better result as employee motivation helps in making the employees work for the betterment of the organisation (Dessler, 2010). However, by following this theory, the organisation has to spend a great number of resources only to motivate employees as the basic salary and other safety benefits are not considered as a motivator. However, the organisation gets highly benefited as their employee performance has been growing since these strategies are being used. 
[bookmark: _Toc74776636]Q2. Critical evaluation of the role and importance of employee engagement at Waitrose
Employee engagement has been one of the newest factors that have been in analysis in recent times. The HR activities are often directed towards getting better employee engagement and for that reason, tactics and strategies are often observed to be taken. Ram and Prabhakar (2011) analysed the role of employee engagement and identified that 63% of the human resource managers in top quality organisations are in search of employee engagement as it helps in increasing the satisfaction of the employees. And with a satisfied workforce, an organization can gain a much better performance as well. Arguing with that, Rubel and Kee (2013) suggested that employee performance increasing is the main goal for human resource managers and employee engagement is the secondary goal that the organisations are aiming at. Smith and Macko (2014) however argued that employee engagement has increased the satisfaction of employees in the UK by 43% more while it has reduced turnover and created a much hospitable environment within an organization. Thus, employee engagement has been one of the key factors that have impacted positively on modern organisations. The self-determination theory can relate the employee engagement in a better manner. 

[bookmark: _Toc74776616]Figure 3: Self-Determination Theory 
Source: (Armstrong, 2010)
The self-determination theory helps to identify the ways employee engagement can be used within a workplace. The theory suggests that motivation towards working for the organization comes from three factors, autonomy, competence and relatedness. Autonomy suggests that employees like to enjoy self-initiation and they want to control their own behaviour (Benson, 2011). On the other hand, competence suggests that employees feel motivated to work when they have competence over their job. Finally, relatedness insists that employees require to be felt needed and connected with the culture and the environment of the organization. This suggests that with the help of self-determination ability, employees can be more motivated and work for the betterment of the organization. Furthermore, through this theory, it can be understood that employees feel much more independent as well as responsible. Both of these elements are essential in the development of motivation for an organisation as well as developing the sense of employee engagement. For that reason, employee engagement, as well as employee motivation and satisfaction, can be gained through the analysis of this theory. In other terms, an organization can enjoy better employee performance through the presence of proper employee engagement as employee engagement is part of the relatedness and autonomy in the self-determination theory. As employees’ engagement depends on the amount of individual independence within the workplace and the feeling of need and connection within the workplace.
[bookmark: _Toc74776637]2.1 Application of the Theory
Self-determination theory is a widely used theory in Waitrose as the organisation follows it to help the employees to feel that they belong to the workplace. In other, the practical use of this theory is seen in Waitrose to increase the engagement of the employees within the workplace. Waitrose has guided their employees to feel independent and very much responsible, which has created much determination in the activities. Furthermore, the organisation trains and provides employees with tasks where they are most competent, making their contribution much notable. Finally, the organisation focuses on making the employees valued within the workplace and this increases their sense of engagement very much. Now, using the self-determination theory can be helpful as it has a direct relationship with the motivation and satisfaction of the employees (Smith and Macko, 2014). Waitrose has been able to increase the level of motivation through the use of employee engagement. This has helped them to get many satisfied employees and has resulted in a positive effect on employee turnover. In fact, the turnover rate of the employees has been radically decreased through following this method. However, this employee engagement has also resulted in the organisation spending a great number of resources. Thus, the engagement of employees is not at all cheap and for that reason, following employee engagement tactics through self-determination can often become impossible. 
[bookmark: _Toc74776638]Q3. Critical evaluation on the impact of rewards on organizational performance at Waitrose
Rewards have often been considered as the critical factor that helps in improving an organisations conditions. As HR managers aim at increasing performance, rewards can work as a motivational factor that increases the level of performance. Edirisooriya (2014) suggested in a study that rewards are an essential part of a success as it helps employees to be satisfied at the on hand and to be determined for the organisation on the other hand. Shields et al. (2015) however criticised that employees expect reward and often they consider it as a hygiene factor that actually does not motivate them rather they feel that the organisation is obligated to reward their performance. Martono et al. (2018) further criticised that rewards are the factor that makes the employees enthusiastic to work more in a determined manner. The expectancy theory can help in identifying the impact that rewards have on organisational performance. 

[bookmark: _Toc74776617]Figure 4: Expectancy Theory
Source: (Ohlsson and Borg, 2013)
In the expectancy theory, employees tend to provide efforts and increase their performance to gain rewards. Here, the efforts are considered as the part of expectancy where employees feel that a certain level of effort would result in an expected level of performance. This eventually helps that employee to reach the required level of performance which is part of instrumentality that actually make the employee feel that a certain reward would be provided for that performance (Boxall and Purcell, 2013). Following that rewards are provided to employees which is the valence part as employees get satisfied with their expected reward. This theory suggests that employees get motivated to enhance their performance by more effort in order to gain better rewards. In other words, employees are influenced heavily when there is a presence of rewards and organisations across the globe tend to use it as a tool to get better outcomes. Thus, rewards directly influence employees to perform in a positive manner and their use is very much wide across the globe. However, the expectancy theory can often be confused with goal setting theory but in reality, they are not at all accurate. In the goal-setting theory, employees are not motivated by any reward, rather they get motivated to work because a clear and specific goal is ahead of them. Thus, expectancy theory is much more appropriate in the case of getting better performance through using rewards.
[bookmark: _Toc74776639]3.1 Application of the Theory
The HR of Waitrose consider the use of expectancy theory for the purpose of increasing employee performance through a reward system. The expectancy theory is often considered as the reward management tactic as an organisation can get the idea of using this as a basis of their tactics (Martono et al., 2018). Now, the organisation, Waitrose, focuses on reward management to influence the employees in a positive manner. In general, the organisation, announces rewards for different achievement within the workplace and the employees focus on getting that reward. While doing so, employees provide more effort and in the end, the employee performance gets positively benefitted. Waitrose generally gets a great level of benefit through following this technique. The organisation tends to enjoy the better performance on the one hand and get a more competitive yet engaged workforce on the other hand. This helps the organisation in various ways as the organisation can stay in line with the planned goals. 
The reward management system by Waitrose tends to influence the employees in a brighter manner as it not only satisfies the need of the employees but also helps in getting better performance. However, this strategy is often critical as rewards are only given when the targeted outcome has been achieved. But in reality, not always hard work and extreme effort provide a positive outcome and even that positive outcome may not seem to be enough for a reward, the employee may expect one for his or her strong efforts. Despite such a critical issue, this reward system through expectancy theory is a positive strategy for Waitrose to enhance their organisational performance overall. 



[bookmark: _Toc74776640]Component 2: Personal Development Plan – PDP
To develop a personal development plan, it is useful to identify own skills and abilities in a proper manner. For that reason, an analysis of SWOT can be useful as it would help in identifying the areas in which development is necessary (Dessler, 2010). For an individual, personal SWOT means the strengths, opportunities, weaknesses and threats that an individual possesses. Personal SWOT can provide an understanding of the skill gaps and the skills that are present but is in need of nurturing. Now, a personal SWOT has been developed here-
[bookmark: _Toc74776618]Table 1: SWOT Analysis
	Strengths
Creativity
Problem Solving
Analytical Ability
	Weaknesses
Communication
Time Management
Mental Strength

	Opportunities
Critical Situation Management
Identification of Career Issues
	Threats
Improper Networking
Ineffective use of Time



Strengths: Strengths are an important part of a personal attribute and it is essential to understand the key individual strengths one has (Benson, 2011). My biggest strengths include creativity, problem-solving and analytical ability. I can find a creative solution to critical issues and can solve problems appropriately. Furthermore, I can analyse situations in a much analytic manner where I can identify different options from any situation in Waitrose. 
Weaknesses: A person without flaws can never be found and it is essential to work on these weaknesses properly (Armstrong, 2010). My key weaknesses include communication ability, time management and mental strength. It means that I lack the proper ability to communicate with my colleagues and peers at Waitrose. I often fail to manage times at my works at Waitrose and fail to maintain my mental strength properly. 
Opportunities: Opportunities in personal SWOT analysis refers to the options that can be enjoyed through the strengths (Boxall and Purcell, 2013). Key opportunities I might enjoy in future activities include critical situation management through my problem solving and creative abilities. And identification of career issues is also an opportunity as I possess the analytical ability that can be used in finding these issues. 
Threats: Threats are the results of the weaknesses an individual has (Ohlsson and Borg, 2013). Proper networking is an ability that I failed to acquire as my communication is poor and for that reason, I may fail to create networking in a proper manner. Furthermore, the lack of time management would mean that I would not be able to utilise time appropriately in daily life.
To enhance my skills and abilities and to work on my weaknesses, I have focused on developing a personal development plan where I would focus on my foundation skills, knowledge-based skills, cognitive skills and transferrable skills. Now, as I look forward to building up a career in the marketing department of Waitrose, these skills are necessary for development.
[bookmark: _Toc74776619]Table 2: Personal Development Plan
	Required Skill
	Need of Skill
	Objective 
	The Development  Procedure
	Resources
	Required Time

	Communication
	Communication is one of the core skills required by an individual which is also a foundation skill (Gibbons, 2012). This skill can help an individual to become more adept at career developing activities and is required in all types of jobs. 
	Having the ability to communicate with superiors as well as colleagues at Waitrose in a fluent and confident manner. 
	Learning about communication use and abilities through the internet by reading and watching tutorials of communication. Learning about different forms of communication and their usage. And practising communication with my friends and family members. 
	Books, Youtube and Articles
	4 Weeks

	Teamwork
	In modern business organisations, activities are performed through the use of groups (Hamlin, 2016). Group based goals are set and it is essential that an individual learns to work in groups properly. 
	The ability to work with colleagues in group-based activities assigned by Waitrose.
	Studying teamwork in different platforms. After that, using the knowledge of teamwork and practise using it by working on group projects in the University as well as in personal life. 
	Books and Documents.
	3 Weeks

	Marketing Knowledge
	To develop a career in marketing and sales, it is essential to learn the basics of marketing. It helps in performing the day to day activities as well as increase adeptness. 
	Knowledge about various aspects of marketing and its key principles. 
 
	Reading books related to the principles and practices of marketing. Furthermore, finding practical use of marketing in Waitrose and analysing it properly. 
	Books
	2 Weeks

	Critical Reasoning

	In a marketing career, critical reasoning is essential as there are often various issues that are present and needs to be solved while analysing the various sides in it (Cottrell, 2015). 
	Acquiring the ability to solve problems using critical abilities. 
 
	Learning about strategies to incorporate critical knowledge. After that, using critical analysis skills to find solutions to everyday problems and try to evaluate the solutions properly. 
	Internet Blogs, Youtube Videos
	6 Weeks

	Time Management
	Having the ability to finish activities in time is an essential skill. It helps in increasing individual productivity as well as organisational efficiency (Sutherland, and Crowther, 2018). 
	Finishing academic and professional works in time and ineffective manner. 
	Studying time management and its necessities. Meeting deadline to academic works as well as personal works at first. After that, focusing on managing and budgeting my time to finish the works given at Waitrose prior to the time limit. 
	Blogs and Videos on the Internet
	8 Weeks

	Technological Knowledge
	In modern days, knowledge about any technology is a blessing (Landale, 2019). In fact, for a marketing career to grow, learning about different technologies is not just useful but also vital as it provides much better output. 
	Adept knowledge of technologies used on marketing and communication activities at Waitrose
	At first, the task is to learn about the various technologies that are used in Waitrose and identify the key marketing technologies. After that, learning about these technologies using the internet as well as the help of co-workers. Finally, practice using these technologies in a guided manner. 
	Books, Articles, Blogs and Youtube Videos. 
	8 Weeks



Through this personal development plan, the intention has been to develop myself in my abilities. Here, I am focusing on developing my skills including communication, teamwork, marketing knowledge, time management and technological knowledge. These skills and abilities are not part of my strengths and need to be developed from scratch. However, the critical reasoning skill is a strength of mine but I have still planned it to be developed. It is because this skill needs to tested more often and through practising it I can get more competent in using it. 

[bookmark: _Toc74776641]Conclusion
The report has been focused on two distinct components that were focused on. At the first component, the key development vehicles were analysed and for that analysis, an overall analysis of different theories was conducted. It was observed from the analysis of Maslow’s hierarchy of needs and Herzberg’s two-factor theory that there are five key factors involved in employee motivation and Waitrose follows Herzberg’s two-factor theory to motivate their employees for better performance. From the analysis of self-determination theory, it was observed that employee engagement is a crucial factor and Waitrose uses employee engagement to satisfy the employees and assist them to work for the organisation. The analysis of expectancy theory insisted that rewards help in motivating employees of Waitrose to provide better efforts and increase organisational performance. In the second component, a personal SWOT analysis has been conducted and a personal development plan has been detailed. Through the personal development plans, Communication, Teamwork, Marketing Knowledge, Critical Reasoning, Time Management and Technological Knowledge skills have been discussed and the ways these skills will be nurtured has been analysed. 
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