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Executive summary
This report discussed the importance of the development vehicles of an organisation and how the development vehicles can be adequately implemented. It is also given an idea about what impacts do they leave on the developments of the individual employees and the organisation both. To analyse this topic, Hook Norton Brewery was chosen, and the report gives in-depth information about how the development vehicles can bring benefits for the company. The action plan has also been created for, and the examples have been given for creating a clear picture of the implementation of the development vehicles. 
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[bookmark: _Toc46177076]Introduction
Development vehicles consist of a few factors that help in bringing the development to an organisation. These factors bring the development for the company and the individuals who are working for them as well. It helps the employees to be motivated and keeps them encouraged with various rewards and feedback from the managers. The organisations from every sector need to implement them for better productivity. Motivation and job satisfaction are already huge factors of any organisation and the development vehicles help them in managing the factors with the proper efficiency. Hook Norton Brewery is a renowned brewery company in the UK, and it is a family business. They supply their famous beers to around 35 pubs in the UK, and for them, the management of the development vehicles can bring organisational benefits. How the factors of development vehicles can bring benefits for them has been discussed further. 
[bookmark: _Toc46177077]Task 1 
[bookmark: _Toc46177078]Development vehicles of an organisation 
The development needs are essential for each and every organisation. The process of identifying the needs for the development of the individuals of the organisation is important in measuring the development of the organisation itself (Kersh, 2015). Organisations usually hold vehicles for the developments of the individuals of the company. There are various factors for maintaining the development of the employees, and the most important one of them is training and development. The needs can be identified from this process, and through the various training and development processes, the needs can be fulfilled. There are other factors too like the employee motivation, the rewards and incentives, the leadership management and the options of organisational learning. Here the identified vehicles for the individual and organisational development are employee motivation, feedback and rewards and the organisational learning (Avery et al., 2015).
[bookmark: _Toc46177079]Employee motivation as a development vehicle 
Understanding employee motivation increases the self-worth of the employees within an organisation (Kersh, 2015). Understanding the employees and encouraging them towards work is important for every organisation. For developing employee motivation, leadership management plays a vital role within an organisation. Leadership is a process that helps an individual in understanding the work culture, job role, and helps in determining a direction to pursue the work career and the individual goals in the work-life (Avery et al., 2015). Organisation leaders are those individuals who have excelled in their job role and can communicate effectively for motivating others for doing the job perfectly. The leadership management helps in influencing the employees towards a positive way of obtaining the achievements within the workplace, and that’s how they implement the employee motivation within an organisation (Gajdaet al., 2017). It is behaviour towards the employees, and this behaviour inspires and influences the other employees to give their best to the company, and they make them understand how that will help them in their personal growth too. They empower the employees and support the goal and the visions of their career and helps in developing the smarter solution for the problems they are facing at a workplace (Weerts et al., 2018). They help in building the community that is participating fully and taking the responsibilities they are supposed to take and also motivates them so that they perform the works accountably. There are some traits, behaviours and qualities of a leader that are important for the leadership management and that helps in the development of the individuals of that organisation. The qualities and the traits include- high integrity and honesty, problem-solving attitude, result-oriented works, inspiring and motivational qualities, relationship building qualities, expertise in developing others and innovation. The factors that help in building the employee motivation includes- development, rewards, incentives, work-life balance and work environment. All the factors leave the impact on the employees (Gajdaet al., 2017). 
Development is a very important factor for motivating the employees and encouraging them towards the work. The employees expect opportunities for career development within the organisation (Kangasmäki, 2015). It makes them self-dependent and well aware of their responsibilities. A study of Harvard Business Review shows that the employees appreciate it when the managers take an interest in their development. Work-life balance is another important factor in employee motivation. Employees are always nurtured by the work-life balance, so a flexible working hour helps in their well-being and that motivates them towards the work. Rewards and incentives help in motivating the employees as employees feel privileged when their hard work is noticed and rewarded. The work environment helps motivated employees in thriving their job. It refers to both the physical and non-physical environment, and it helps in stimulating the senses of the employees and also motivates them further (Kuranchie-Mensah and Amponsah-Tawiah, 2016). 
The positive side of this development vehicle is that motivated employees always work with great enthusiasm and builds productivity. Still, somehow the negative impact is it can create workplace conflicts if all the employees don’t receive the same level of motivation (Mikkelsen et al., 2017). 
At Hook Norton Brewery, they have always focused on employee motivation, and that has brought them good results. 
[bookmark: _Toc46177080]Feedback and rewards as a development vehicle 
Feedback and rewards are the engagement tools that the managers of an organisation use for engagement of the employees and for praising the good work done by them. It is also a vehicle of development that is widely used by the companies (Lee et al., 2016). All the exceptional works deserve the rewards and where the feedback and rewards are not sufficient enough, the employees start to lose their motivation towards the work. The positive feedback from the managers encourages the employees to do better, and they feel that their work is being recognised if they are being rewarded. The feedback and rewards come hand in hand in every organisation. The positive side of this development vehicle is, it keeps the employee motivation intact however overpraising the work of the employees might make them incentive minded, and that might take their focus away from the responsibilities of the work (Porter et al., 2016). 
Hook Norton Brewery has adopted this technique for their employees, and it helps them in keeping the enthusiasm intact within the employees, and the employees stay motivated at the workplace (Syafiiet al., 2015). 
[bookmark: _Toc46177081]Organisational learning as a development vehicle 
Organisational learning is a process of development of organisations and the individuals of that organisation. It brings the development over time with all the experiences and the knowledge that has been gained over the years. It also helps the company in creation, innovation and retention (Van Loon et al., 2015). An organisation creates knowledge and then uses it for the betterment of the company by implementing it within the organisation. A well designed, organisational learning process helps an organisation in various ways (McGregor and Doshi, 2015). First of all, it helps in building job satisfaction among the employees. It also lowers the turnover rates in the organisation. Productivity is increased with the proper implementation of organisational learning, and increased productivity brings better profit and efficiency in the company. The organisational leaders are developed, and it also enhances the adaptability in the organisation. When an organisation uses its resources for better organisational learning, it helps the organisation in building better opportunities for the employees and the products they produce. It helps the organisation gain a competitive advantage in the market. It increases the market sensitivity so that the organisation reacts to the changes in the market very fast, and implements the changes in their company as well. Embracing the lessons within an organisation can help them in learning from past mistakes and builds the better adaptability of best practices (Idowu, 2017). Even though there are so many positive sides of this vehicle, there are some negative impacts as well. The organisational learning process might create a lot of confusion among the employees, and it might take a long time to reach a conclusion about a decided topic, it can also violate the existing rules of the company in some circumstances. The uncertainty about the most effective process might create workplace conflicts, and it defeats the whole purpose of organisational learning (McGregor and Doshi, 2015).
Hook Norton Brewery has been using organisational learning process since a long time, and in their case, it has helped them in brewing better quality beer and the customer service as well from time to time (Syafiiet al., 2015). 
[bookmark: _Toc46177082]Task 2
Hook Norton Brewery has been in this business since 1849 and currently, they own 35 pubs in the UK. They are one of the most famous family-owned breweries and very popular for their wide range of beers. It is a traditional tower of a brewery where they follow the traditional process of brewing which is mashing at the top, boiling in the middle and the fermentation at the bottom. Currently, their brewing process is being done with the steam engine, which is the last crank stationary steam engine that exists in the UK (Bhuvanaiah and Raya, 2015). Hook Norton Brewery has been brewing for more than 150 years, and the development vehicles have helped the organisation in building a sustainable business and the effective relationships with the employees at the workplace. Here the potential benefits of Hook Norton Brewery can be identified with the proper analysis of the identified vehicles for development. The potential benefits of Hook Norton Brewery have been analysed below based on the factors of development. 
[bookmark: _Toc46177083]Employee motivation at Hook Norton Brewery 
Employee motivation has a direct impact on the productivity of each and every organisation, and Hook Norton Brewery is not an exception (Bhuvanaiah and Raya, 2015). There are various ways that can be adapted by Hook Norton Brewery for the effective results and benefits. The staff of the brewery needs to be motivated, and the options that can be taken under the consideration of the organisation has been mentioned below. The benefits have been mentioned, as well. 
a) Leadership management: To build an effective motivation, Hook Norton Brewery needs to build better leadership management at their company (Jungertet al., 2018). The better leaders of the company will help the employees by inspiring them and motivating them towards the work responsibilities. In the brewery sectors, the employees need to focus on the quality of the products and the sales and marketing employees need to build the strategy of thriving the market. The benefit of better leadership management at Hook Norton Brewery is the better quality of their products and overall increased productivity. Also, the job satisfaction of the employees will be increased with this factor. 
b) Work-life balance 
Providing a flexible working hour to the employees helps the employees to stay motivated and encouraged towards the work. The work-life balance helps the employees in maintaining their personal and professional life and the well-being as well. If this policy is adopted by Hook Norton brewery, then they will be able to keep their employees enthusiastic and motivated towards the work (Said et al., 2015). The employees will be giving their best for the company and the retention rate will also be lowered at Hook Norton Brewery. So that is the benefit of adopting this policy for the employees. 
c) Work environment 
The work environment is another area that can provide benefits to the Hook Norton Brewery. The work environment will keep their employees positive and stimulate the motivation the leaders have been passing on to them (Nurun Nabi et al., 2017). The work environment will help the employees in sustaining all the positivity, enthusiasm and that will reflect in the sales amount and productivity of Hook Norton Brewery. 
[bookmark: _Toc46177084]Feedbacks and rewards at Hook Norton Brewery 
The need for feedback and reward is important for any organisation as it helps them to keep the employee motivation intact. If the employees are not praised for their good work or rewarded for some excellent job, they will start to lose the motivation towards the job, and the dissatisfaction will take place among them. Keeping this in mind, Hook Norton Brewery needs to build the culture of feedback and rewards within the workplace (Obiekwe, 2016). The positive feedback will make the employees be better at an individual level, and again that will bring better productivity for Hook Norton Brewery. As for the negative feedback, if it is given carefully, it will also help the employees in rectifying their mistakes and become better. In the case of negative feedback Hook, Norton Brewery needs to keep in mind that they are telling the employees what mistakes they made and also giving a positive aspect for rectifying them. Rewards help in building better performance, and it will do the same for the Hook Norton Brewery. When will start rewarding the employees; they will be assured that they have the value in the company and the organisation is relying on his work. It will also motivate them towards better performance and affect the sales, service and productivity of the company in a positive way(Nurun Nabi et al., 2017). Hook Norton Brewery will have expected benefits from the employees if they can implement this in their work culture and the positive behaviour will be promoted in the whole organisation by the employees. The rewards and feedback will also be beneficial to Hook Norton Breweries in terms of exceeding the encouragement and enthusiasm in the company. 
[bookmark: _Toc46177085]Organisational learnings at Hook Norton Brewery 
Organisational learning has a great impact on the employees on an individual level and on the organisation itself as well (Fomenky, 2015). Organisational learning will help Hook Norton Brewery in understanding the current market and the market changes in the brewery industry. They can use this technique to understand what the competitors are doing, and then they will be able to understand the areas where they are lacking, and the improvements can be made. Hook Norton Brewery can use their sales report or annual report for analysing the sales status, and from there they can understand what exactly the customer is liking and what changes they can bring in the existing flavours of the beer categories. Hook Norton Brewery can hold internal workshops as done by many other breweries, and the benefit they will be getting is better-trained employees so the chances of making mistakes will be reduced proportionately (Lyons, 2015). Organisational learning will help their employees to gather the effective knowledge they need to know about the brewery sector, and they will be getting in-depth products related insights that will help them in doing their job more conveniently and Hook Norton Brewery will be getting better performances with the optimum use of the knowledge. The proper implementation will bring many benefits like this to the Hook Norton Brewery, so they need to take this under consideration and focus on training their employees with the learnings (Fomenky, 2015). It will also be beneficial to them as they will be able to understand the market changes and they will be able to implement the changes in their organisation as soon as possible so that they do not lack behind and keep on thriving the market of breweries—this way the implementation of organisational learning will bring positive benefits to the company. 
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	Objectives
	Tasks
	Success criteria
	Time Frame
	Resources

	To keep the employees of the organisations motivated
	Trust Building, Goal setting, giving the employees purpose, building transparency in the communication process, prioritising work-life balance,
	It can be said that the objectives are achieved if, the employees are motivated to do their work and build trust among each other, There can be observed the smooth flow of information and departments are working in sync with each other, The performance of the employees as well as the team is increasing, and the efficiency of delivering work is more efficient than before (Shen and Jiang, 2019).
	12 weeks
	Properly skilled manpower, the framework of goal setting and motivators to motivate the employees, robust communication structure, idea of work-life balance and persons to monitor the process

	To facilitate feedback and rewards
	Tracking the tasks, Tracking the time, Setting performance parameters, providing constructive feedback, proper training facilitation, Gamification of work, setting up incentive structures and parameters for measuring performance.
	Once, the time and job progress tracking mechanism is in place, and the performance parameters are set, the administrator of the program needs to identify if the model is working properly. Once, the process is verified employees are put to the scale and reviewed for performance (Gajdaet al., 2017). it also has to ensure that the managers are providing critical yet constructive feedback to the performers and assigning proper training to breach the gap in the process. Then they need to ensure that the incentive structure and the Gamification is properly set so that there is no problem in the future of the process.
	Ten weeks
	Training materials, proper setup of infrastructure, trained individuals to set and monitor the process in conjunction with the stakeholders, monetary resources for incentivising, software for tracking work progress and measuring gaps in the process.

	To facilitate organisational learning
	We are identifying skill gaps, setting up performance review, setting up objectives for each employee, developing a training program, hiring trainers and setting up training framework, set up criteria for measuring the outcome of the training.
	To facilitate learning, the first one needs to identify where the gaps are, for this a robust method of performance review with key parameters in place. Once the objectives are decided, a training program is developed, and evaluation criteria are set up and then tested (Obiekwe, 2016). Once successful, the measurement of each and every individual is done, after those trainers with effective background and skillsets are deployed to facilitate the training and conduct the evaluation (Weerts et al., 2018). The program can be stated as a success once the outcomes are decided before the training is met by the employees.
	15 weeks
	Skilled and poised Trainers, performance review technique setup, persons to monitor the process of review and training. Training materials, evaluating materials, setting up guidelines, Proper infrastructure for providing training and evaluation of the training.


Table1: Plan for developing better relations in the workplace
(Source: Van Loon et al., 2015))

Justification of the proposed plan
Relationships in the organisation go a long way to enrich the culture and deliver an electrifying performance. It is observed that the organisations, with better working relations among its employees, are better performers than the other organisations, the reason is simple if the employees feel safe, secured and have fun while working they are more engaged and are motivated better to suit the outcomes of the project (Kuranchie-Mensah and Amponsah-Tawiah, 2016). Thus it is of great importance to building a culture which inspires the employees to deliver their best and become more engaged in their work. Here are some examples of companies which are great at building relationships and are considered as exemplary when it comes to explaining their performance.
This has been very precise and intense about the culture that the companies were building back in the days. And the results are observed in the current days. They are totally transparent when it comes to communication and breaking down the barriers among the employees, which encourages people to be more creative and like to work in the environment better (Venkatesan, 2017). It’s necessary to connect people with the things they want the most. It is also important to portray the company as enablers who help people to reach the place they want to be or the people they love. By depicting these values, the organisation keeps employee morale high and provides better service (Ritala et al., 2020). The multi-industry organisation has inculcated the habit of listening to its employees and implementing the best ideas that come out of the employee’s brains, which makes them a lucrative option for the employees. The international hotel chains provide excellent development facilities to its employees which in terms reduces the turnover of the employees as they feel valued. Many breweries have a plethora of services based on the web and e-commerce; they provide their employees with the best possible training to build their skill sets at the best quality (Irawanto, 2015). They also provide intensive programs for its employees to get trained in the best possible methods and resources. They have a dedicated training facility, and the new joiners, as well as the older employees, go there periodically to get trained with the latest technology in the market (Shen and Jiang, 2019) as it can be seen in the previous examples that the mentioned processes have worked for the brewery sector so if Hook Norton Brewery adopts this action plan it will be widely beneficial for them. 

[bookmark: _Toc46177087]Conclusion 
The use of the development vehicles are essential for the companies as it helps in building the productivity, positive brand image and job satisfaction among the employees. Hook Norton Brewery can get all the potential benefits from implementing the development vehicles. It will help them in fulfilling the individual needs, and that will not only help in the development of the company, but it will also help them in the development of the employees as well. As the human resource is the most valuable asset for all the companies and for Hook Norton Brewery as well the motivated and satisfied employee will be the biggest benefit for the company. So, as the conclusion it can be said if Hook Norton Brewery implements the three development vehicles, employee motivation, feedback and rewards and organisational learning effectively then they can thrive the market of breweries and the employees will be giving their best for the company as well. 
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