     




[bookmark: _Toc143207998]EXECUTIVE SUMMARY

The main reason for writing this study reviewa is to review the practice that has been used in the United Kingdom ''fire and rehire'' and that has created a not entirely appropriate work environment in many companies, creating feelings in the employees making them not fully productive.
 The review of this practice has been carried out with the case study of tesco taking into consideration a retail company and what are the causes that the use of this practice has on the company's employees and how this affects the commitment that employees have with the company, in this study reviewa an evaluation of the impact that certain changes can have in a company and how this affects the employees. 
During this study reviews there will also be a review of different theories and models such as the three box model, how to manage reinvention of retail companies like Tesco or three engagement dimensions to help identify the best employees with the greatest commitment to the company. An evaluation will also be made of how rewards that can be offered to the employees of a company can motivate the employees  to achieve the company's objectives and how this practice is beneficial for the company and the workers and what are the different rewards that can be offered.
 To finish the study reviewa, there will be an evaluation of some theories and feedbacks that can help increase employee motivation, some of these models are, for example, 360-degree feedback or AMO- theory, also to finish the study reviewa, how to manage equality, quality and inclusion in the workplace, with the help of applying and explaining vroom expectancy theory and a comparison of the Hard and Soft human resource system.
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THE CHANGING DYNAMICS OF THE ‘’FIRE AND REHIRE’’ PRACTICE WITHIN THE UK LABOR MARKET: A CASE STUDY OF TESCO

[bookmark: _Toc143207999]1.0 INTRODUCTION

This study reviews reviews the practice that some companies use in the United Kingdom ''fire and rehire'' using Tesco company as a case study, and focusing the examples and application of some models with Tesco company, being applicable to any company of retail, making an analysis of the changing dynamics of the ''fire and rehire'' practice within the UK labor market, evaluating what Tesco company is currently doing with its employees. After is being explained in an abbreviated way which would be the legal implications if there are changes in labor contracts, taking into account how any type of change employees have to experience affects employees in their engagement with the company, then this study reviews will offer a vision of how to get employees to stay motivated by increasing their engagement with the company, such as the use of rewards to motivate employees and how the role of line managers is crucial for the implementation of any discipline and correct preparation of work, following the correct direction that the company wants to follow, concluding this study reviews with the evaluation of hard and soft human resource system.
Tesco is a company that offers a multitude of different services such as food, Tesco bank, mobile and nutrition, Tesco is one of the largest supermarkets in all of Europe with 4,752 stores and being a company that invests in the diversity and inclusion of its workers, supporting them with special training for existing workers and new ones starting in the company, especially supporting minorities such as LGBTQ+, disabled and ethnically diverse people, giving them special courses to develop necessary skills and offering security in the workplace, helping to avoid mistreatment of employees (Tesco, 2023).  
At present, companies like Tesco take into consideration the importance of rewards for their employees, having reward programs to motivate employees to achieve the objectives of the company, Tesco and other similar companies have a philosophy of creating a good environment in the workplace, taking into consideration the opinions of employees and helping them to develop their career (Alam and Raut-Roy, 2019). Although it appears that Tesco has a vision of caring for its employees, this has not stopped the company from occasionally using the ''fire and rehire'' tactic with their own employees.
The appeals court originally prohibited Tesco from using the ''fire and rehire'' tactic with its employees, but the higher court has now struck down this ban, but encourage Tesco employers try to reach to agreements with their employees to negotiate a good contract (Butler, 2023).
The Advisory, Conciliation and Arbitration Service (ACAS) will prioritize retail companies such as Tesco encouraging good use of contracts to make change in a way that is not detrimental to the employee, having found that many of Tesco's competitors such as Asda, Clarks or Argos also use the same ''fire and rehire'' practice with their employees (Nazir, 2021). Creating similar situations for all retail companies in their workplace, causing many of them to face employee strikes and appeals to a court, also causing to the companies to receive many complaints about their labor policies that often go against the image they show taking  care of its employees so that there is a good, inclusive and diverse work environment, helping employees in the development of skills.
The remaining section of the article is organised in the following way. Section two discusses

[bookmark: _Toc143208001]2.0 HOW TO MANAGE REINVENTION OF RETAIL COMPANIES LIKE TESCO

[bookmark: _Toc143208002]2.1 Three Box Model 

Thanks to this model it is possible to efficiently manage the present of a company and the future, making possible a better optimization and innovation, managing different strategies with the example of three boxes that are the following: box 1, improving the present performance of the company and manage innovation during the day to day; box 2, identify which practices the company has been implementing but must be changed and cease to be implemented; box 3, transform the business model with innovative ideas to create a new future for the company (Govindarajan and Tangri, 2020).
Retail companies like Tesco can obtain a competitive advantage by applying this type of model to their business, making  possible to create a new future for the company in a more optimal way, making the company successful in a continuous and lasting way, making changes necessary and adapting to the new needs of the company, taking into consideration that it is possible that different strategic steps and actions should be used depending on which box we are making the changes, because the present and the future cannot be managed in the same way, nor should possible changes that have to be made using the same strategy as before be managed, making sure that each thing that is going to be done in the different boxes helps to implement new strategies for a different box and is not an inconvenience.
For example, Tesco company, using box 1, should identify what actions are going to be carried out on a daily basis so that the work is correct to achieve the company's objectives, knowing what form of work is expected of the workers and what tasks It has to be done efficiently. Using box number 2, companies have to make an analysis of the company's situation and identify what mistakes have been made or are being made in the present, such as, for example, the practice of "fire and rehire" because it makes the employees feel unmotivated and angry with the actions taken by the company where they work, creating a work situation that could be improved. Using box number 3: a creation of innovative ideas must be made to improve the labor situation in the future, making the company's employees trust the management of the workforce, creating a motivated work environment and employee commitment to the company.






[bookmark: _Toc143208003]3.0 EMPLOYMENT LAW, EMPLOYMENT CONTRACTS AND LEGAL IMPLICACION OF CHANGING CONTRACTUAL EMPLYMENT TERMS

[bookmark: _Toc143208004]3.1 Employment contracts

Contracts are agreements that employees establish with their employers where all responsibilities, rights, and working conditions appear in writing, and both employees and employers must comply with the terms of the contract until the end of the date on which the employee is working for the company, all employees of a company must have a contract with the employers who have hired them (Acas , 2023). 

[bookmark: _Toc143208005]3.2 Making a change in the contract with agreement 

If there has been an agreement with the employees on the new terms of the contract, the terms must be updated in writing, writing to the employees within a month to inform them of the new conditions, and if changes are made that are not in the written statement, must inform employees where they can find this information, employers must inform employees about any changes with staff associations or unions, employees being able to make reasonable changes in the contract thanks to flexibility clauses. A written statement must be received within 2 months in the event that there has been a change of employer and you work for someone else, changes can also be made to the terms of the contract due to disciplinary action (GOV.UK, 2023c).

[bookmark: _Toc143208006]3.3 Making a change in the contract without agreement 

When an employer has made a change in the contract of a worker without his prior consent, this worker can refuse to work under the new terms of the contract, and the case can be taken to a labor court or request a claim constructive dismissal. On the other hand, if the worker does not agree to these new terms but does not do or say anything, it will be considered as if the employee is accepting the new terms.
Employers can also terminate a contract and rehire an employee but with new terms in the contract, even so the workers of the company can take the case to a court and make a claim for breach of contract and unfair dismissal (GOV.UK, 2023b). 

[bookmark: _Toc143208007]3.4 Fire and rehire

It is a practice that is carried out when an employer fires an employee with the intention of modifying his contract, hiring him again after having fired him with different terms and working conditions than those he previously had in the previous contract, causing many employers to prefer carry out this practice to carry out a unilateral modification of a contract, this carries a risk in the event that claims are made, causing problems with employees and their relationship with the company in which they work. In the event that the employee does not accept the terms of the new contract and their work in the company is terminated due to this factor, it is possible that the employee may take legal action against the company for unfair dismissal if they are 2 or more years old. working in the company, or less time in the event that the dismissal  is due to discrimination (Fisher and Sperling, 2021).

[bookmark: _Toc143208008]3.5 Reducing pay rate

It is possible that the employees of a company can make a claim when a deduction has been made from the salary they have in the company when the contract they have does not cover a contract change because they do not have any variation clause, which would allow change. Since it is not possible to make a deduction from the salary as there is no variation clause in the contract, it is possible to take legal action against the employer, being necessary to speak before with an advisor to advise the worker, being necessary to inform the employer that work is done under protest, when a claim is going to be made for a previously unauthorized deduction (Citizens advice, 2023).

[bookmark: _Toc143208009]3.6 Change in status from fixed-term employee to permanente employee

When the employees of a company have been working with fixed-term contracts and successively during the period of 4 years, they should automatically be considered permanent employees of the company, they can only continue to make use of duration contracts determined if its use can be justified in a way that is objective and without losing continuity when immediately at the end of a limited-time contract a new one is also made for a fixed duration, employers must always take into consideration that the reasons for which a fixed-term contract continues after four years of an employee working for the company must be objectively justified and there must be objective reasons for not offer a contract that makes the employee permanent in the company (CIPD, 2021b).

[bookmark: _Toc143208010]3.7 Less favorable treatment

workers who are working with a permanent contract have the same rights as an employee who is working permanently in the same company and should not receive any unfavorable treatment compared to their colleagues who have permanent contracts. According to the labor regulations, temporary employees must receive the same rights in relation to receiving the same training and being informed when there is a vacancy for a permanent position in the company, receiving fair treatment in order to obtain a permanent job position. in the company (Tullo, 2002). 
Less favorable treatment can be given to an employee with a fixed-term contract, only if it is previously established in the contract that has been made and this employee has accepted the terms of his contract, accepting the contract  even if the employee is going to have unfavorable treatment compared to an employee of the same company with a permanent contract (CIPD, 2021b).

[bookmark: _Toc143208011]3.8 Employment tribunal claims

Employees who work in a company with a fixed-term contract have additional protection, according to the labor regulations, which protects them against unfair dismissal. It is not necessary to have been working in the same company for more than 2 years to be able to bring an unfair dismissal claim, some of the causes of involuntary dismissal if the dismissal has been made after the employee performs any of the following circumstances: request in writing reasons why employee is receiving less favorable treatment, alleging that the employer has violated the regulation, refusal to sign a contract for regulation purposes, denial of a right to which employee is entitled by regulation, it can also be considered involuntary dismissal if an employee considers that he has been working at a disadvantage or has been the object of prejudice due to some action (CIPD, 2021b).

[bookmark: _Toc143208012]3.9 Redundancy

There is a redundancy situation if an employee is not being replaced because the company where is working needs less workers than there are or because part of the business is closed. Redundancy is relied on when the company must look for an alternative job for the employee and will also have to make a statutory redundancy payment to the employee when he or she has been working for the company for more than 2 years, talking with the worker to carry out this process of the fairest way possible for the worker (Holden, 2023). 





[bookmark: _Toc143208013]4.0 HOW CHANGES AND COVID 19 ARE IMPACTING ON EMPLOYEE ENGAGEMENT 

During the covid 19 pandemic, workers from different companies have had to make changes to their traditional way of working, in many cases having to work online from home, adapting to new challenges. According to the comments of several workers who have lived through this experience, it has been discovered that workers need to feel support from their companies when it comes to mental health issues, especially when it comes to anxiety or depression and even more if we talk about workers who they have experienced this before, being open to discussing this issue and wanting to fix it if they felt support from their company (Bailey et al., 2023). If companies are able to adopt an approach where they try to guarantee the mental health of their workers in every way, the performance of each worker can be achieved by feeling motivated by their work tasks, making this profitable for companies because it increases the productivity of the employees and there is a better work environment making the employees happier.
[bookmark: _Toc143208014]Possible action plan for companies:

· During one hour every week, coaching sessions could be held with employees or simply maintain an open dialogue during that period of time to exchange different points of view and find out what are the possible concerns that employees have, in order to know what changes could be implemented to make employees feel more motivated with their work and feel better.

· Take into consideration the personal needs of employees and guarantee an optimal balance between their work and personal lives, leaving enough free time for their most personal interests.


· Work culture where all employees feel integrated and an important part of the company, where they are not afraid to give their opinion and where they can feel satisfied with the work they are doing.

· Working hours can also be flexible, the objectives of the company must be clearly defined ensuring that employees can achieve these objectives during their working hours without the need for overtime.


[bookmark: _Toc143208015]4.1 how is the job engagement of the employees

The work commitment that employees have with their work is the passion they feel with the work they are doing, making them highly productive in achieving business objectives. Some studies have found that when there are employees in a company with a committed aptitude, it is possible  to be transferred to the rest of the employees who are less involved in their work, spreading a more committed and effective aptitude in the workplace, creating greater enthusiasm for achieving the proposed objectives (Sahni, 2021). When an employee is not committed to their tasks within a company, their job future is unstable by not achieving the degree of passion necessary to be able to stand out among their peers and to be able to secure their job by doing a job that is good enough to be considered a professional productive worker, causing errors to increase in the performance of their tasks, increasing the losses for the company or quality defects. It is also possible that not being sufficiently motivated with the work increases the level of absenteeism.

Making the work objectives sufficiently stimulating and ensuring that the company has sufficient resources to help achieve them is enough to increase the commitment of employees to the company, offering support from managers and opportunities for growth within the company with well defined objectives and making workers enthusiastic for contributing to the achievements of the company, increasing commitment and making employees feel  more satisfied  with what they are doing (Sahni, 2021). A satisfied employee is more likely to continue in their job with the same company for longer, avoiding unnecessary turnover in the workplace, making  possible to keep the same workers for a long period of time, also increasing success of companies guaranteeing better teamwork where the workers already know each other and their certain ways of working making it easier to have integrated employees and improve the organizational culture also reducing costs for the company because the most productive and motivated employees will increase revenue for the company and unnecessary costs will be avoided in training and selection processes for new employees, having managed to avoid staff turnover and employees leaving the company.

[bookmark: _Hlk142760732]Some studies show that when there is a better evaluation of workers on intrinsic and extrinsic factors, it helps to form a psychological reciprocity with their work, increasing work commitment and the feeling of obligation thanks to also evaluating the content of the work because, job satisfaction of workers is also directly related to the extrinsic value of work and not to its intrinsic value. Workers normally have limited control over extrinsic factors, making their perception of work dependent on satisfaction with extrinsic factors. Job satisfaction and worker commitment can explain the relatively equal variation in what workers' intentions are in workplace rotations. (Ahmad, 2018).

[bookmark: _Toc143208016]4.2 Three Engagement Dimension

It is made up of 3 different parts where employees are engaged: emotional, physical and cognitive; Cognitive commitment refers to when an employee is clear about the business objectives that  must achieve, taking into consideration that the greater the knowledge, the greater the creativity that can be developed; Physical commitment refers to when workers expend both physical and mental energy to perform a job putting effort and increasing confidence; Emotional commitment takes into consideration the relationship that workers have with employers, making the organization of the company take into account the feelings of belonging of the employees, increasing trust and accepting business values (Sinclair, 2020).
When employees feel they are an important part of the company, they can also feel freer and more proactive to increase their involvement in the tasks they have to perform, knowing that the company they work  takes their needs into consideration in order to carry out a  good job and offer employees what they need.

[bookmark: _Toc143208017]4.3 Rewards as a way to increase employee engagement 

These types of rewards are the incentives that company employees obtain when they manage to complete the tasks they need to carry out their work successfully, causing a positive emotional reaction in employees, motivating them to continue improving their work, reward management systems are made up of rewards that are intrinsic and rewards that are extrinsic, example: flexible working hours, salary, recognition, praise, social rights, thanks to these systems, companies are able to attract new employees or keep their workers motivated to increase their performance as much as possible, improving the performance of both workers and the company (Manzoor et al., 2021). 
This reward system can be especially beneficial for companies when companies want to make employees happy in the long term, especially if the objectives that have been set are not clear and precise, requiring extra motivation to do optimal work. without losing motivation in the task and ensuring that they do not get tired before successfully completing the objectives to be achieved, making workers mentally motivated. With this type of rewards, special care must also be taken to ensure that they are as fair as possible with the employees, because otherwise companies can also achieve the opposite effect. It should also be taken into consideration that even if the reward system is fair, it is not  always possible for employees to do the optimal work and with the necessary motivation if they do not want to make the effort to achieve it.

[bookmark: _Toc143208018]4.3.1 Example of application of a reward system in Tesco company:

Managers should praise workers to increase their confidence on the job daily every time they successfully complete a task, to keep them motivated and to feel that their work matters and that they are doing it well and their effort is appreciated and valued.
Fluid communication with employees will be maintained, also doing coaching sessions when possible in order to identify what type of reward they need and which ones are the best suited to their needs, because not everyone needs the same thing to feel motivated
Free courses offered by the company to develop necessary skills, to be able to grow within the company, such as offering free finance courses as a reward for a good work to employees who wants to change the department where is working in the company and do not have the necessary financial knowledge that is necessary, more flexible hours, salary increases, bonuses at the end of the month and free transportation for a certain period of time, including private transportation.

[bookmark: _Toc143208019]5.0 HOW MODELS AND FEEDBACKS CAN BE AN OPPORTUNITY TO INCREASE MOTIVATION AND ENGAGEMENT OF EMPLOYEES  

[bookmark: _Toc143208020]5.1 360- Degree Feedback

It is an analysis to evaluate using feedback, because results are obtained in a questionnaire where the workers who are part of the workplace give feedback, measuring the work performance of employees anonymously taking into consideration the comments of their colleagues, focusing on behaviors and attitudes (Fleenor et al., 2008). Thanks to this type of evaluation, it is possible to create different training plans for employees, taking into account the areas where they need to improve, having previously evaluated their skills and the type of performance that employees have with the company. Something positive about this evaluation is that information can be obtained from different sources and not just one, involving different departments of a company and promoting better communication, guaranteeing fairer results than if the information were obtained from a single source.

[bookmark: _Toc143208021]5.2 AMO- THEORY- ABILITY, MOTIVATION AND  OPPORTUNITY 

According to this theory, the workers who are going to do their job best are those who have appropriate skills for the position, have sufficient motivation and find in the workplace the necessary opportunities to develop the skills that workers have, taking this into account it is possible to know in an optimal way how the performance of a employee in a company could be (Kellner et al., 2019). 
Companies can use this theory to conduct interviews and find out if the interviewed have these three characteristics and be able to know how they are going to work, this theory can also be used to find out if the current workers of the company are really motivated at work or do It is necessary to help them in a specific area because one of these characteristics is missing, evaluating the skills of the workers.

[bookmark: _Toc143208022]6.0 HOW TO MANEGE EQUALITY, QUALITY AND INCLUSION

In companies, a culture that is inclusive must be adopted to avoid prejudices and inclusive employment policies, in order to change negative attitudes and possible microaggressions. The strategies that companies should  follow have to be well supported by inclusive rules encouraging employees to treat all minorities equally. Companies that are operating at international levels should take into consideration local legislation and social problems and what are the main work styles according to the national culture, taking into consideration discriminated or especially vulnerable groups (CIPD , 2022a).
The online managers of companies must be especially aware of the integration into the company of any type of minority, having the flexibility to be able to take the necessary actions to correct and identify any negative attitude, being fully trained for this, especially nowadays, companies are increasingly globalized and digitized where innovation and creativity are of vital importance to progress and achieve optimal results for the company (Sekiguchi, 2022).  
In a workplace where everyone feels safe and integrated to share their ideas and allow themselves to be creative, knowing that they are not going to be judged, they will be able to increase their productivity, making the company benefit from this, achieving an equal and inclusive work environment for all, where  employees feel comfortable and their opinion is taken into consideration.

[bookmark: _Toc143208023]6.1 Vroom Expectancy Theory 

According to this theory the motivation of people is determined by three factors: expectancy, which refers to the perceived ability of workers to achieve goals and face possible problems; instrumentality, which refers to the specific functions that each worker has and valence that refers to what each employee of a company gives a special value being directly related to performance in the workplace  (Sharma, 2021). 

[bookmark: _Toc143208024]6.1.1 Application vroom expectancy:

· Expectancy: the company should be aware of the level of difficulty of the tasks that the employees have to do, to ensure that they have the necessary skills and the company will give them the necessary support.

· Instrumentality: each employee must have a specific function, being of vital importance for the correct performance in the company and to achieve the objectives with teamwork, each employee with their part of the work.

· Valence: companies should pay special attention to find out what things their employees value the most because they will not always be the same and thus be able to keep them motivated.

According to this model, it can be discovered that the more motivated the employees of the company remain, the more effort they will be able to put into achieving the business objectives and to maintain this motivation, it will be necessary to take into consideration what things are most valued by the workers to be able to motivate them by offering them what they need to be happy and motivated.

[bookmark: _Toc143208025]7.0 ROLE OF HUMAN RESOURCE MANAGEMENT AND FIRE AND REHIRE TACTICS 

The human resources department has the function of managing the talent of the employees, guaranteeing the competitive advantage of the company and the effectiveness, taking into consideration that they have to attract, develop and maintain the talent of the workers, keeping them motivated and guaranteeing the success of the company (Sims and Bias, 2019). 
Previously, the human resources role was very focused on an administrative role, hiring, payroll and firing employees without placing special emphasis on developing the potential of employees, but currently the human resources department has a totally focused approach in people and their training, identifying ways to develop the potential of employees to avoid layoffs and guarantee the productivity of the company, achieving the proposed objectives.

Especially after covid 19, many companies have had to use certain dismissal and rehire tactics that they were not applying before covid 19, causing stress and mental health problems among workers (Bierema, 2020).
The UK government has been clear about this practice of companies firing and rehiring employees with a new contract and new less favorable terms. The government has made it clear to companies with a new legal code to establish some responsibilities for employers when they want to change the terms and conditions of a contract because this must be done in a fair, transparent manner and must be consulted with the employee. If the employer does not comply with the legal code, it could be considered unfair dismissal if a employee is dismissed by the labor courts and tribunals, with the possibility of increasing the compensation of a dismissed employee by 25% (GOV.UK, 2023a).

[bookmark: _Toc143208026]8.0 HARD AND SOFT HUMAN RESOURCE SYSTEM 

Hard human resources management is the most traditional and has lower income for employees, employees who have no power in the company and  are not listened  by their managers regardless of their opinion, frequent changes in the number of employees, no business transparency (Gerguri, 2023).
Soft human resource management It is the newest and gives the employees an important part within the company where their opinions are taken into consideration and the employees are listened by the managers, being an important resource for the company trying to satisfy the needs of the employees, there are high business transparency, high rewards and high salaries, communication, professional development, training and democratic modern leadership (Gerguri, 2023). Currently, most millennial employees are better suited to a soft approach  human resources management, thus increasing the commitment of workers and ensuring that they do not leave the company and go with a different company, especially in large companies where workers are highly trained for the job and they know how to perform their tasks well, but even today smaller companies with poorly trained employees could continue to use a tougher managemement with the employees to achieve business objectives and remain productive within the defined times , but this is increasing business costs many times by having to hire new staff frequently because this hard approach to employees is not usually liked by workers, causing rotations to be frequent.

[bookmark: _Toc143208027]9.0 CONCLUSION

This report concludes that it is important that companies have an approach focused on human capital, ensuring that employees are a powerful workforce to achieve the objectives of the companies because it is vitally important that employees feel comfortable in the workplace and can trust their employers knowing that there is transparency in the company. There are many models and theories that can be used by companies to help achieve a new approach to business, knowing that many changes that the company can implement will negatively affect the performance of its employees, causing  the productivity of the company to be damaged, being a better option to invest in having motivated, integrated and happy employees in the company, taking into consideration their opinions and trust them. 
At present, many companies are changing the way they make their employees work and the way they value their work, making them feel an important part of the company, giving value to their personal needs to guarantee a good balance between their working lifes. and his personal life.Many  people today have a greater commitment to their personal life than to their work life, making it vitally important, according to some articles mentioned in this report, that company managers give priority to making employees feel workers that their personal needs are important and ensure a good balance with their personal lives. Although some practices such as ''fire and rehire'' create an environment of job instability, making employees feel neither protected nor important in the company in which they are working, making their performance at work not the most productive because at any time, their managers can change their contract with conditions that are worse than the previous ones, regardless of the work they have done so far and the effort they have put in to achieve it.
As can be seen in this article, there are many ways to get the employees of a company to be motivated and to be able to do a good job giving the best of themselves, giving importance to the interests of the company and working to achieve the objectives of the companies while also working to develop themselves as people with specific personal needs outside of work.
By making company employees feel protected and integrated within their workplace, it can make them feel confident enough about themselves to be able to develop their creativity and innovation to achieve different and more innovative results that can generate a competitive advantage for the company with which they are working. Tesco company, according to its annual report, has good intentions with its employees, offering a multitude of programs to help their development and help employees to grow within the company, even so, this has not stopped them from using practices such as "fire and rehire." causing an inconsistency that can generate a lot of confusion among your employees, making similar practices should be avoided in any company if you want to get workers to be an important workforce.
Theories mentioned in this article such as 360 degree feedback, AMO theory, Vroom expectancy theory or the importance of rewards when companies want to motivate employees are of vital importance for the continuous development of employees and keep them motivated, the latest trends on staff development indicate that the autocratic traditional model should be stopped being used to keep employees longer in the company and that is why it is important to know how to make employees feel good in the workplace in order to obtain from employees the best productivity.
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