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The most critical resources of a company are currently its people.
The purpose of this work is to explain the importance of organisational culture, human behaviour in employment and to show how necessary it is to cultivate the motivation of human resources by the management of a company. 
Nothing can develop without the help of people. To demonstrate that the first thing the reader must know is that at the end of the twentieth century many companies said that ‘our employees are our most valuable resource’ however, many of the small and medium-sized companies omit to allocate the necessary sources to the employees ' development (West, Lawthom, Patterson and Staniforth, 1996).
In order to offer collaboration and efforts, employees must be rewarded and motivated. To be convinced by this affirmation, the first thing a reader needs to know is motivation can only be done by knowing the advantages that the individual will obtain, the next thing to be know represents material rewards (money, working conditions), and the last thing is the nonmaterial (interpersonal relationships, recognition, responsibility, promotion). The advantages and his effort must lead him to do what is required ‘to achieve the companies’ goals’ (Armstrong, 1993).
Concerned with improving the efficiency of individual workers, managers applied scientific principles in the management of labour and workers. To demonstrate that the first thing is that they saw the inefficient production as a management problem and not one of the workers. The second thing is the historical evolution of the concepts of labour motivation, a first particular land of is the school of Scientific management represented by Frederick Winslow Taylor (1856-1915), which best characterises this model by the phrase "homo economicus". 
In the late ' 20s, George Elton Mayo (1880-1949) and the school of human relationships improve a theory called "Human relationship theory" in relation to which people, in work, are not only watching to secure their money, to maintain a job, but to be appreciated, respected and finally to be part of a collective. He turns his attention to the "whole person" involved in work, the new approach referring to the motivation for social consideration. 
Managers have the responsibility to determine the employees to feel that their work is useful and important, is recognised and bring of satisfaction, as observed by Mulder (2018) “The supervisor's role is changed: from simple supervision to understanding and knowing the needs and desires of subordinates.”

MOTIVATION 
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Taylor come whit the idea that workers are motivated in specialy by pay. His Theory of Scientific Management supported the following:
- Workers given one repetitive task, so they can learn to master it.
- Managers should give orders and closely control workers.
- Workers should be paid per item they produced – piece rate.
Maslow focused on a theory whit five levels in a hierarchy of human needs that employees need to have fulfilled at work.
- Workers motivated to have each level of need fulfilled for them to lead up the hierarchy
- The levels of needs are: physical, security, social, self-esteem, self-fulfillment
- Workers must have a lower level of needs fully fulfilled by the firm before being motivated by the next level
Herzberg believed in theory with two factors of motivation. He said that there were factors that a company could enter, which would directly motivate employees to work more (motivations). Anyway, there are factors that would de-motivate an employee if not present but would not in itself actually motivate employees to work harder (hygiene factors). 
Employees motivated to work harder are more responsible, more interesting work.
Workers may become de-motivated if the hygiene factors are not met, for example, payment, working conditions, relations with colleagues
Motivation in business is the approach by which managers stimulate employees to be more productive and efficient — motivation function aimed at boosting employees '  getting into performance. It begins with the recognition that individuals are unique and that motivational techniques must adapt to the needs of each. Includes the following activities: performance appraisal, reward employees and analysing, designing and redesigning stations. Managers can motivate employees in many ways, to encourage productivity must ensure that employees are treated appropriately when:
- the work they do is meaningful or important
- they do a good work 
In an organisation, however, the motivational quality rests with the leader and is the premise of any successful collective and individual professional. To show the employee that cares about what he is doing and doing within the group, to laugh at his initiatives or achievements, to acknowledge his professional and human merits through bonuses or promotions, to think of interreligious social encounters the essential elements of any motivating managerial enterprise. This strategic approach leads to a positive attitude from employee and to a better ‘organizational performance’ (Armstrong, 1993).
[bookmark: _Hlk532300475]Without creativity, commitment, motivation is impossible the company and the employees become dedicated to well-being. To be convinced by my affirmation, the first thing a reader needs to know is that we live new days, and we have to be focus, dedicated have common sense  and think out of the box as observed by Senge (2006) “and many were working to build new types of organisations-decentralised, nonhierarchical organisations dedicated to the well-being and growth of employees.”
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Can a company benefit from high efficiency and productivity? ‘Yes’. A way of achieving these results, and a lot of other benefits, come through the development of the organisation. The company's development is the method of planning and changing, beliefs, attitudes and values of employees for individual and company growth. The gowl is to allow a company to respond and adapt quickly and thoroughly to market changes and technological advances. In practice, many companies have tried to implement one or more of the aspects, but the total takeover of a model or another, through the management strategies approached, is rare. 
Human resources constitute the creator, active and coordinator of business within companies, which decisively influence the effectiveness of the use of material, financial and informational resources as (Heathfield, 2018) argues “The HRM department members provide the knowledge, necessary tools, training, administrative services, coaching, legal and management advice, and talent management oversight that the rest of the organization needs for successful operation.” Describing people as "resources" emphasizes their importance and shows that their management demands high levels of sincere concern towards people, attention and professionalism.
Management is a process that consists in exercising four functions: ensuring, developing, motivating and maintaining human resources.:
 1. Formation and improvement of employees aimed at the identification, appraisal, training and development by facilitating the planned key competences that enable individuals to reach related tasks of present or future. The objectives of the formation and improvement of employees are: 
-helping them achieve maximum performance in accomplishing their work
-preparing them for future developments in employment.
Training and improvement of personnel can be done both at work and outside of the company using it's a diversity of methods and techniques such as:
- Problem solving · Case studies · Presentations
- Demonstration
- Movies and video technique
- The discussion within the Group
- Exercises for working with documents
- The interpretation of roles· Games · Critical incidents · Simulations
- Experiential learning out door
2. Administration careers counteract the correspondence between long-term career development needs of employees and posts and journey of career available in your organization. The assumption about this is that people want to grownup within the organization.  Organizational development-aims to ensure healthy relations enter and inter-group similarities and helping the groups to anticipate, initiate and lead the change. Organizational development presupposes the existence of a regulatory strategy, reeducation, which is likely to affect the systems of values, attitudes, involving the reorganization of the Organization, in order to cope with the pace of change.






Employee Development
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Training and development programs do not happen; they are the product of a thorough planning process. The primary function of managerial communication is the INFORMATION.
The organisations leadership receives and selects the information obtained from many sources, interpreting them and translating them into guidelines or decisions and offering them further.
Designing and developing the improvement: the developing program must follow to fulfil the company's and employee goals, must bring the objectives of the company, people to the viewfinder, development and training can be measured.
- Providing the necessary information to create personal and organisational images
- Creating knowledge about artiness in the organization
Identification of problems: are the employees focused on the purposes of the company? By finding shortages in employee skills, we identify the objectives of improvement. 
- Promoting Organizational Culture
- Forward organisational culture elements (slogans, norms, value systems)
- Widening the cultural horizon of employees
- Developing imagination and creativity
- Stimulating ethical and aesthetic needs
The classification of the improvement objectives can be made in three categories,
Motivation: Employees need to understand why they need to change behaviour, by motivation the employee can see the purpose of the change and then it is more likely to change their long-term behaviour.
Motivation of Employees
- Providing information to enhance the interest and participation of employees in the performance of tasks
- Recognition of performance
- Appraisal of employees correctly
maintaining a favorable working climate
- Stimulation of self-confidence
- Increasing personal responsibility
Main skills: What skills do they need to do their job well? These skills will have a great impact on the success of the development program.
Critical thinking: What should employees know to accomplish tasks in the company? Separate the critical knowledge of ' nice to know ' information, to find out what the development program must contain, and what the optional resources should mean.
Layer Formation methods: some of the most effective training programs use stratified learning activities to achieve sustainable improvements. A stratified approach makes the company's development program target the employee, the customers and finally the business itself, while training the right people at the right time. A stratified approach is one of the best development methods to combine learning experiences and training methods given your time. 
Confirmed Training
- The transfer of knowledge needed to improve professional development, spiritual development
- Acquiring the skills and competencies required to practice the profession
-Increasing the ability to perceive and interpret phenomena, to tackle and solve problems effectively
Evaluation of effectiveness and profitability: the need to train and develop employees should not cease when they return to the workplace. In fact, the perpetuation of development is necessary in order to ensure that the program is to provide the employee with the best provision and to continue. Measurable learning objectives are the foundation for evaluating initiatives.
Big companies invest in training programs because they know that investment brings individual benefits and the company. Here are some examples.
Company:
- Increase income
- Resignations low level
- Allow the transmission of individual knowledge
Employee:
- Employee hi motivation
- Improved conditions
- Productivity and speed

Task 2
Critical Evaluation
The objectives of performance evaluation concern the entire organization, highlighting the most important activities of human resources management: setting rewards, motivational support for employees, training, promotion, planning of human resources, maintenance – redundancy, performance feed, etc.   The importance given to different objectives differs from one organisation to another and depends on the perspective from which they are formulated, as follows:
- Motivating subordinates by recognising their achievements and providing psychic support in the problems associated with work Efforts.
- Strengthening interpersonal Manager-subordinate relationships; 
- Obtaining data for decision making and creating the context for communicating these decisions;
- Advising and guiding employees in order to improve their work; 
- Discussing the opportunities offered by the organisation to employees and career planning
- Diagnosing individual and, implicitly, organizational problems;
-  Providing feedback, so that employees are aware of their performance from the pre-established standards and what they expect from them. 
 The evaluation system ensures the link between the reward that an employee hopes to achieve and the productivity he achieves, the normal succession being: productivity-reward. If one of these items is missing or incorrectly defined, then employees no longer receive the rewards they deserve. Performance evaluation allows the occasion of salaries based on merits and not according to seniority. The manager has the role of ensuring an evaluation of the subordinates as accurately as possible, comparing different levels of performance. However, very few of the employees observe the link between their performance and the size of the salary they receive. Although the literature presents numerous pro- and cons in relation to performance evaluation, most support, however, formal performance assessment. This is due to the fact that the basis of the staff payroll system is the old grids established according to the graduated school, the age, the difficulty of work, etc. Although performance evaluation does not highlight the level of salary directly, it is a primary source of information about employees who have good results and the sectors where improvements can be made. Also, performance evaluation allows the detection of weaknesses, potential and professional training needs of employees. At the same time, the employees are informed of the progress made and the skills they must have in order to benefit from the increase in salary or the promotion in office. In most of the cases, employees do not know how they could improve their performance, this task returning to managers. In the opinion of specialists, the objectives of the employee performance assessment can be grouped into four categories: Organizational; Psychological; Development; Procedural
Organizational objectives
-consistency of individual performances and contributions with organizational mission and objectives.
-referral of disparities between organizational objectives and human resources strategies.
-description of posts and adjustment of their content. 
-achieving a consistency between people and existing functions in the organizational structure.
Psychological objectives
-the possibility of the individual to place his contribution in relation to the rules and to attract the attention of the superiors. 
-knowledge by each individual of his contribution to the achievement of the objectives of the organization. 
-perception of position and relationships in the hierarchy of the organization.
Psychological objectives
-the possibility of the individual to place his contribution in relation to the rules and to attract the attention of the superiors.
-knowledge by each individual of his contribution to the achievement of the objectives of the organization.
-perception of position and relationships in the hierarchy of the organization.
Development goals	
-the possibility of each employee to know the chances of evolution depending on their own performances and the objectives of the organisation.
Procedural objective
-the establishment of a permanent diagnosis of human resources.
-career management.
-identification of training and improvement needs.
-improving inter-personal relations.
-sizing of salaries.
-referral of structural shortcomings and updating of qualification grids.
Adequate implementation of activities in the field of human resources
-elaboration of rational managerial decisions in relation to: hiring, promotions, transfers, relegations, etc.
-consistency of individual performances and contributions with the organizational mission and objectives.
-observing inconsistencies between organizational objectives and human resources strategies.
Fair reward of staff-achieving a consistency between people and existing functions in organizational structure
-fair and equitable recognition of the efforts made.
Enhancing employee motivation-encourages initiative
-develops a sense of responsibility.
-perceives the position in the organizational hierarchy and stimulates the effort for performance.
Providing useful information to employees for their own development, giving them confidence in their own strength
-enables every employee to know the chances of evolution in relation to their own performances and objectives organization 
-knowledge by each employee of his contribution to the achievement of the objectives of the organization.
-identifying the most appropriate ways to achieve performance.
Validation of selection programs
-identification of employees with improper results.
-ensuring the quality of the selection system through the data and information provided by the performance evaluation programs.  
  The objectives of the performance evaluation are relevant both for individual behaviour and for organizational behaviour. In practice, between organizational and individual objectives there is mutual conditioning. Thus, in order to define precisely the objectives of the evaluation process, it is necessary to understand their degree of complexity, at both organizational and individual level.  Regardless of the method used in assessing performance, an essential role is the understanding of the final purpose of the evaluation. The results obtained from the evaluation are good when used for the development of the salary as a resource. Proper application of the evaluation, when managers understand its purpose, leads to good effects. In this situation, any assessment should also contain statements of the type: "Here are your strengths and weaknesses" and "Here's the way you can reduce the weak."

Case Studies
ALDI is a top brand with over 8,000 of the working point around the world. It is a brand that continues to expand in Europe, North America and Australia. Its working points provide customers with a wide range of products. It emphasizes quality products and offers excellent value to customers.
They must schedule both the number of employees they will require, as well as the characteristic skills that the business will need in the future. The company then recruits new staff if needed. It must be possible to ensure that training and development programs are available.
ALDI identifies future training needs through a continuous analysis of the company's performance in key areas at all levels. For example, the company monitors the availability of its products to customers in its stores. If the availability level decreases below the target level, then a Precision training program command will be undertaken.
It also considers future developments in the business and in the retail food sector to predict both the total number of staffs it will need and, more importantly, the skills and skills that will be needed.
ALDI rapid expansion means that the current workforce cannot fulfil its future personnel requirements. The company will have to recruit more than 4,000 new staff members over the next 12 months to meet the requirements of the current increase in exceptional sales and new stores openings. To have the best candidates, it offers industry-leading salaries at all levels.
To be sure that it becomes people with the right set of skills, the company produces clear and detailed descriptions of jobs for each post. Through interviews and evaluations, managers identify whether candidates have the skills required for the job. If the selection process shows that they are appropriate, then they will be chosen, and ALDI can be confident that they will meet the challenges of the job.
All new recruits go through a comprehensive plan of structured training. New employees learn about ALDI philosophy and its hopes. This in special is important in making new employees feel quickly part of the Adler family. This training will be suitable for the role, so it could be in a shop or at a ALDI regional office.
Work place training
Training in the workplace is the training that takes place while the employees are working. This means that skills can be acquired while trainees carry out their jobs. These benefits both employees and business. Employees learn in the real working environment and gain experience dealing with the tasks and challenges they will encounter during a normal working day. The benefits of the business ensuring that training is specific to jobs. Also, you don't have to meet the extra costs of providing off-the-job training or wasting your working time.
There are several methods to offer to work training. Four commonly used methods are briefly described here:
Coaching – a member of the staff whit experience will help trainees learn skills and processes by providing instructions or demonstrations. 
The transition from empirical to scientific management (thus called because of the application of scientific principles in the field of labour) is marked by the activity of Taylor that has are rationing work and the Efficient leadership of an Enterprises.
Known as "parent of scientific management", Taylor believes that people's work can be rationed. He was adept at the conception of "maxim prosperity" so that for entrepreneur this meant "the highest degree of Eficenta" and for the employee "the development of each person to a maximum state of productivity" as observed by Taylor
The essence of management or scientific:
1. Application of the scientific analysis for the purpose of determining
The best ways of executing tasks.
2. Selecting the most suitable workers for
The tasks to be accomplished and endowed with training and
Education.
3. Equipping the worker with the necessary resources to perform the tasks as efficiently as possible.
4. Systematic use of payment methods
Fair, honest, and stimulating for the purpose of
Productivity growth.
5. Separation of managerial activities by conception and
Planning the managerial ones.

IKEA gives evidence of an innovative culture that helps motivate and employ people to work for business values. The long-term IKEA vision to “Create a better day life for many " is quite ambitious and requires more than market research to generate innovations at IKEA to achieve its vision. We are told that the contribution of each employee is considered important and everyone is encouraged to develop their skills and business paths. Everyone in business is expected to “Embrace constant Change", which is likely to mean that resistance to change will be minimal, thereby reducing barriers to innovation and realizing the company's vision. By bringing employees together from different parts of the business to explore ways to create better daily lives, IKEA seems also to adopt a kind of "culture of activities", which may be the best way for IKEA to take advantage of Business opportunities for constant innovation.
Charles Handy, a leading authority on organisational culture, defined four different kinds of culture: Power, Role, Task and Person.
	POWER
	ROLE

	TASK
	PERSON














Culture of Power

	Control comes from the centre

Concentrate power in a few hands

Little bureaucracy 
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In a company with a power culture, power is owned by only a few employees whose influence spreads across the company. 
There are a few rules and regulations in a power culture. What those with power decide is what happens. Employees are generally evaluated by what they have accomplished rather than how they do things or how they act.
Culture of Role 
	Power comes from a single person position

People have delegate clear task

High bureaucracy 


	



                                                                                            
The company with a culture of role is based on rules. They are highly controlled, with everyone in the company knowing what their roles and responsibilities are. Power in a culture of role is determined by a person's position (role) in the organizational structure.
Role crops are built on detailed organizational structures that are usually high (not flat) with a long chain of command. One consequence is that making decisions in culture of role can often be painful-slow and the company is less likely to take risks. In short, the company with culture of role tends to be very bureaucratic.
Culture of Person
In companies with culture of person, individuals see themselves very much as unique and superior to the company. The company simply exists for people to work. A company with a culture of person is just a collection of people who happen to be working for the same company.
Culture of Task
The forms of activity culture when teams in a company are formed to address specific problems or progress projects. The task is the most important thing, so the strength within the team will often move according to the mix of team members and the status of the problem or project.
If the culture of pregnancy proves effective it will be largely determined by the dynamics of the team. With the right combination of skills, personalities and leadership, teamwork can be incredibly productive and creative.




"An investment in knowledge pays the best interest" - Benjamin Franklin (1706-1790). The development of staff in the company and motivating human resources management is the complex of activities oriented towards the efficient use of the staff of a company, aiming at the achievement of its objectives and the satisfaction Employees ' needs.
Recently, more and more training programs began to take on modelling format. The usual practice is that the video recording of the performance or staging some games for demonstration of unwanted behaviours. Those trained through practice roles observed behaviour. One form is the relationship in which the mentor a trainee manager with little experience is given under the care of an experienced manager, which is designed to instruct him. In some situations, it is calling and to vendors of such external services. A form of instruction is rotation, select an individual spends time in a series of posts to gain specific experience first-hand, usually under the guidance of a qualified person. 



	Objectives
	Measures
	Priority
Low/High
	Support&
Development
	Internal
	External



	Review
dates
	Other comments

	Public speaking
	Take training lessons
Practice more whit family
Watch motivational videos

	
	External
	1 month
	Able to speak in front of the crowd and use this skill for reporting and presentation

	Physical vitality
	Workout every morning before work
Going at least 2 times a week at the gym

	
	         External
	3
month
	Able to handle more task
Good spirit
Double personal production level

	Improving the IT skills
	Take IT training classes
Get help from the experienced colleges
	
	 Internal & External
	Two months
	To perform and understand all the companies IT solution

	Improve my understanding of management
	Learn from experienced managers
Gain their trust
	
	         Internal
	6
month
	Mentoring and appraisal


Because training is useful, it must be integrated into the general policy of the company and preceded by an evaluation of those trained, within the knowledge, skills and attitudes required. The term is taken from coaching sports, where the coach's role is to follow up the work of the athlete, to assess the performance during the competition, to remove those who are not doing, give them instructions and you need to re-enter the game. Performance is reviewed at the end of the competition, the process followed by the intensification of the efforts. 
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