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INTRODUCTION
In this report will be discussing and critically evaluating three development vehicles available to Tesco and an individual. The first development vehicle I will be talking about is Motivation, the second development vehicle is training, and the final development vehicle is engagement. This report will also include a development plan which is a visual representation on how someone can further improve themselves. This is done by putting each part of the plan into different areas, so they can be observed easily.
Task 1
The three development vehicles I will be using in the report are: Motivation, Training and Engagement.
First, what is motivation? This word comes from Motive which is to do something for a specific reason. It can also mean to do something because of an individual’s goals, aims and objectives. This is because doing that act can cause them to achieve their objective to gain something from it. For example, being motivated to study hard to reach the goal of getting good grades to then get a good paying job. Sometimes motivation can be much more powerful depending on many factors such as the fear of failure or outside factors like the pressure of other people. Motivation is key to high performance, and it allows people and individuals to work faster and harder at their full potential. This links back to organisations, as workers that are motivated will be able to output high quality services and products. (Bunch, 1956)
There can be many factors that can cause people to work due to motivation, some examples are: Financial rewards, meaning money, a promotion and salary bonuses as many workers main reason to work is for the money so they can spend it on improving their lifestyle and other wants and needs that can be attained from using money. If the conditions that the worker is in is very flexible and friendly, it will allow the worker to feel safe and happy, so they can carry on with their work with ease, for example, flexible times, being able to go on holiday, maternity leave etc. If the workplace provides their own equipment or resources to the worker so they do not have to spend it themselves, it will allow them to feel happier and motivated to work because there aren’t any negatives when working with the organisation, this can be a provided uniform, a canteen that they can eat in, a private health care or car etc. (Ryan & Deci, 2000)
There are two types of motivations, the first one is extrinsic motivation, which is when objectives and tasks are carried out for the result to motivate workers and people. This can be using rewards and incentives such as financial rewards or even punishments to make the worker know that if they do not perform, they will suffer consequences. Intrinsic motivation is another type of motivation that is provided by the work that they do and is related to engagement. Intrinsic rewards are positive feelings that someone can get from finishing a task, this can be the satisfaction and sense of achievement while extrinsic rewards are stemming from outside the individual, and this could be a pay increase or a bonus. Porter and Lawler’s expectancy theory model suggests that a person’s view on how good and fair a reward is will affect their motivation. For example, people will input less effort if their reward was £1 for completing a survey compared to a £10 reward. (Porter & Lawler, 1967) (Ryan & Deci, 2000)
 A motivation theory explains that there are four parts that repeat in a loop for motivation. There must be a goal established, then you must act and then attain the goal, there needs to be a need and then it loops back to establishing a goal.
Training, this is another type of development that is needed in the workplace. First, what is training? Training is a planned instruction to allow workers and people to learn and grow in order work better and efficiently in their own jobs. This can be done in in separate days that do not include in working days. For example, teachers have their own training days that do not waste students time as they do not have to come in those days. This allows the teachers to gain further knowledge about their teaching and how to get their students to their full potentials. Training is used to accelerate learning and allows for better quality of services and products. (Moon, et al., 2019)
In the workplace, there are many training programmes that can be used. There are essential skills that all employees must know such as IT skills, manual skills, communication or leadership. These skills are taught in training days/programmes. They help with acquiring knowledge and skills that normally can’t be acquired in the workplace from experience or self-teaching. They are also done so that the employees can be ready to take over other roles that they previously couldn’t, it allows for flexible human resource usage. There are many tasks that need the special skills and are very complex, and without the training, they will not be able to complete them properly and efficiently. (Dimock, 1961)
Designed properly and planned training will allow for the employees to efficiently follow the instructions and training without having it disrupting their schedule of work and social life. Training must also be done by a specialised person who knows what they are doing, like a leader or a specialist in that field of knowledge such as an IT specialist or an experience engineer. (Morgan, 2017) A theory made in 1960 was used for industrial training and it says that: There must be an identification of training needs, then we must decide on what training is needed to complete various objectives and goals, A use of experienced and trained people for training and an evaluation training to make sure that all employees understand the training they have went through and to answer any uncertainties that they have, this will help make sure that the training has not gone to waste. (Towers & Wiley, 2019)
Finally, for training, we know that systematic approach is always needed for effective training, and we know that using the ADDIE model for outputting training and planning is done in 5 phases: These are analysis, design, development, implementation and evaluation. (Bruce & Mollison, 2004) (Aldoobie, 2015)
In the analysis phase, the instructional problem is said and clarified, and goals and objectives are established, and we identify the learners already known knowledge and skills. There are certain things we need to question in the analysis phase, these are: Who are the audience and what are their characteristics? What is the new behavioural outcome? What learning constraint types are there? What are the delivery options? 
In the design phase is used for dealing with learning objectives, lesson planning, assessment instruments, exercises, media selection, etc. The meaning of systematic means a logical and orderly method of identifying which is developed and evaluating a set of strategies that are planned for getting the projects goal. Specific means that there must be attention to the details to each of the element of the instructional design plan. Some steps for the design phase are: Documenting the design, visual, instructional and technical strategy. Storyboards must be made. Make a user interface and user experience. Creating prototypes and apply visual designs like graphic design. In the Development phase, this is where the developers assemble and make content assets that were previously made by the design phase. Programmers can be used to make and/or integrate technologies. Testers can be used for the debugging procedure. We can then review the project and revise feedback that is given back. In the implementation phase, there is a development in the procedure for training the facilitators. This training covers the course curriculum, testing procedures, learning outcomes and method of delivery. When preparing the learners, the training must be about learning new tools. The project manager also makes sure that hands on equipment, tools, books and software are in the correct places and the website is working properly. (Patel, et al., 2018) Finally, in the evaluation phase, it has two parts which are formative and summative. Formative evaluation is in each stage of the ADDIE process. Summative evaluation has many tests that are made for domain specific referenced items and it allows for opportunities in feedback from users. (Culatta, 2019) (Kurt, 2019)
The third and final development vehicle I will be talking about is Employee Engagement. First, what is employee engagement? This is can be simply defined as going the extra mile. It is believed that engagement is a positive aspect, but it is very hard to understand and point out. Engagement is when a worker is committed to their work and the organisation and they are putting in a lot of effort to achieve high levels of performance. The two aspects of this is job engagement which happens when the employees exercise optional effort and when they find the job interesting, rewarding and challenging. Organisational engagement is when the workers continue to work, and they believe that their workplace is a good place for work. The reason we need employee engagement is because it’s about what the workers do and how they behave in their roles and makes them do other things that are not expected by the organisation and helps themselves and the organisation. There are three elements of engagement, First is commitment, the second is motivation and the third one is organizational citizenship, if we put these three together it makes engagement. (Osborne & Hammoud, 2017)
There are other types of engagement like Intellectual engagement where thinking hard about the job and how to improve your performance on the job. Affective engagement is when the worker feels positively about doing a good job. Social engagement is when the worker is actively taking any opportunities they come across and discuss work improvements with their colleagues at work. The outcome of engagement will have many behavioural outcomes and it can lead to other employers to be engaged too. (Hogan, et al., 2018)
There are things that can drive engagement and cause it to happen. These are things such as meaningful work, so employers need to make sure that the employees are put into jobs that they want to take part in or are passionate about, which will allow for engagement. Senior management vision and communication, the voice of the employee etc.
Finally, the outcome of engagement is that the employees will be more willing to work harder and do optional work that they are not required to do, they also identify and associate themselves proudly with the organisation and shares their beliefs. They want to make work better and improve the experience for others, and they finally respect and help colleagues. (Draz & Lauria, 2017)




Task 2
These three development vehicles can be used to benefit the organisation and to the workers in it.
The first one is motivation. The best reason for employee motivation is because it helps with management to further reach the company’s goal. Without motivated employees, the workplace could cause the company severe losses.
If we have motivated employees, we will have increased productivity and help the organisation to output more products and services, which will keep up with customer demands and keep the company ahead in the market. It will allow the company to also stay on their toes, knowing when to change prices and stay updated on the current economy. Many industries and companies must be able to do this like Walmart or Tesco, as they are big brands that must keep up with other competitors.
When there are motivated employees, they have many traits that benefit the company and themselves. First, is their commitment, when an employee is motivated, they will put their full effort into a task which will allow the company to receive a high quality service or product, which will then cause the employee to gain better rewards such as a pay rise, so in the end, it benefits both the employer and employee.
A motivated employee will have their satisfaction improved, for example, after a high effort task has been finished, there will be satisfaction of achievement of a challenging task. This will make the employee feel happy and feel that their work was worthwhile. It also leads to a positive growth for the company because it will then inspire other workers around them to work harder and feel better about them. It will lead to a positive atmosphere in the workplace.
Motivation can also facilitate the employer’s workers to reach their personal goals, which will also cause a loop back to motivation because it’s working towards their goal. As long as the employer causes the employee to have motivation, most of the work will be done and it will benefit the company and the employee. When the employee reaches their own goals, it will lead to more motivation and it will make the employee make more goals to reach and they will be motivated to continue working with the company. If the employer allows the worker to know that their motivation is key to reaching their own goals and the company’s goal, it will make them realise that their progress is linked to how much effort the put in, making them become a trust worthy and reliable employee. And this finally will motivate them to continue working at their full potential because of the results they have seen by themselves. (Manzoor, 2019)
Efficiency is not based on abilities or qualifications; there are other varying factors that can cause an employee to work better than someone who is much more qualified than the average worker. The company needs motivated workers and employees that can complete a task with their own willingness and want to finish the task, otherwise, even a qualified worker can do a half-baked job at a task. Even if the employee makes a mistake or isn’t as good as the qualified user, they will be able to do everything in their power to do that certain job while also making sure that things go accordingly. We need a balance in qualifications/abilities and motivation so we can get the best increase in productivity and an improvement in efficiency. Balance is needed in the company or we will have certain workers not putting in full effort or being unable to work properly due to the lack of knowledge. (R, 2013)
The second development vehicle is Training. Training helps many workers and employees to sharpen their skills and improve and change the concepts and attitudes which allows for more knowledge and enhance the performance of the employees. There are many methods like new methods of continuous development and common training methods like doing the same task over and over again until the employee can remember it in high detail without forgetting. There are notable examples of training that work like orientations, lectures, case studies, role playing, computer training and simulations. There can be training that is targeted towards just an individual or a group of people to increase individual or team performance. The company must know a lot about their employees to know what type of training they must give to them in order to improve their efficiency and quality of services and products they output. Different employees will have different needs and they can change over time so the company will need to adapt to this. Training is a must for organizational development to help both employees and the organization. (Berger, 1977)
[bookmark: _GoBack]There are many benefits of training in the organisation. The first one is increased productivity. Training and development help improve efficiency and productivity of the employees. This helps with the workers and employees to stay up to date with any of the new technology that is introduced into the company and will help them get used to and understand new equipment quickly and better. This will allow less time to be used, less costs will occur, and a lot of resources are saved when the training has been done correctly. This will finally lead to a quantity and quality performance increase and that helps the company. (Elnaga & Imran, 2013)
If the employees are well trained, this means that their skills are trustworthy and it allows the company to use their supervision on other members of staff that are not trained, this helps save time and resources because the trained staffs are independent and can do the tasks properly by themselves without any assistance. This will also reduce the amount of personnel they need for supervision which helps with human resources and reduces the need for hiring more members of staff or use of technology like cameras. (International Labour Office, 2010)
Training also reduces errors and accidents because most of these errors are caused by staffs that are not knowledgeable of the health and safety hazards of their jobs or they do not have the correct skills that are needed to carry out a certain task.  If we train the employees better and longer, we can prevent errors in jobs which will save time making safety sheets and filling paper work out.
If we have a pool of cross-trained employees, it allows us to fill in the gaps of missing members of the company, for example, a technician who worked a lot on the computers that unexpectedly left will now leave that role open. By using training, we can quickly replace that spot which will quickly reduce costs and time and prevent any unrecoverable damage to the company. We can also train the employees to know how to take on minor additional skills; this will help with sales, administration and operations or even customer service. Cross-training helps with building team spirit which will cause the employees to appreciate the challenges they face from the co-workers. (Govil, et al., 2014)
The third and final development vehicle is engagement. This is very important to the company and the individual because it is becoming a great indicator in gauging work satisfaction. It was found that in a study about companies with more than 500 employees, that over 71% of the managers felt that their employee engagement is the most important factor for a company’s success. Only 33% of employees say that they are engaged at work. Low engagement can happen by many actors like low recognition by the managers, bad communication in the company and being aligned with the aim of the company. (Guest, 2014)
Employees that are engaged in their workplace have been found to be more productive on consistent basis, which then in turn help acquire more revenue for the company. 22% higher productivity is reported by large companies when there is engagement. There are other studies that say workers are 38% more likely to have above average productivity if they are engaged. Increasing the employee engagement investments by 10% was able to increase profits by $2,400 per employee per year.
Engaged workers have a higher chance to invest more into their work and that allows for the quality of their work they produce to be increased, this includes products and services. Organizations that are engaged have double the rate of success compared to those that are less engaged, this was based on the study of Harvard Business Review. Engaged employees are more involved and work harder, and disengaged employees are much more likely to do the bare minimum, so they can get by. It is vital that organizations also look at health and safety because employee engagement is increased by a lot when there are fewer safety incidents.
If companies encourage employee communication, it helps build a strong bond between the company and the employees. Proper communication will allow the employees to identify themselves with the company’s goals, vision and values. As a result, it makes the employees much more enthusiastic about doing better and it helps with being more engaged in all aspects of the job. (Brook, 2019)
There are many other ways that Engagement helps the company and the individual some are:
1) The employee can help with cause marketing
2) Engaged employees mean that they are less likely to quit
3) Engaged employees are much more likely to be positive and happy, which keeps the atmosphere positive allow for faster high-quality work
4) There is a lot of satisfaction with the employees are engaged
5) Engaged employees are much more philanthropically minded
6) Engaged employees have better communications and can output their opinions and ideas better
7) Engaged employees are more creative which can help with resolving problems and putting ideas onto the table when no one has any idea of what to do
(Weinger, 2015)







Task 3   
	Objectives
	Measures
	Priority
	Internal
	External
	Review Date
	Feedback from Management

	Motivation
	The first way to increase motivation is by having a positive communication around in the work place. Management does not need to use rewards and gifts for every good job an employee makes, a verbal response like “Thank You” or “Great Job” will be enough for many employees to feel valued.
	We must not use emails, but we must make sure that the employees talk to each other on a face to face level and even on a personal level if we can. he management can also put positive quotes or pictures near frequently used facilities and equipment such as the copier or coffee machine
	Some time must be allocated in the day so that the employees are able to talk to each other like during coffee breaks and not wasting their time sitting at a desk. It will allow the employees to feel like they’re a part of the team, like a leader instead of a boss.
	Many employees have ideas on how to save money and how to improve the company as most employees want their company that they work at to succeed, so the management must take their time and put in effort to ask and listen to the suggestions that the employees have. Making the employees feel valued will make them feel much more motivated.

	Monthly
	The management should also allow the employees to know and ensure how their own individual efforts contribute and play into the company’s aims and goals. Employee’s knowing that they are making a difference will allow them to become motivated because they feel as if they are needed and are making a positive change. It helps them take pride and lets them be self-aware. Sometimes employees are not motivated or engaged because the workplace does not have a positive work environment. We can fix this by using surveys and asking for employee feedback. (R, 2013)






	Objectives
	Measures
	Priority
	Internal
	External
	Review Date
	Feedback from Management

	Engagement
	How to increase employee engagement? Human Resources are able to do this by making an environment that encourages employees to want to take part and care about their own work. Employee communication is the core for increasing involvement, motivation, trust, commitment and empowerment.
	The main priority of the company for making engagement better is by focusing on communication and allow other employees to join in. Prevent the employees from being alone as staying together facilitates engagement.
	Employees need relevant, engaging information, accurate and instructions in order to their jobs correctly and well. We can achieve this with communication as employees will then use minimal amount of time and resources that could have been wasted to complete a task.
	Communication also helps with putting out expectations, so when the employees are not sure what to do next, the guidelines will help them know what they are expected to do, when to do it and how to do it.
	Monthly
	A study has been conducted about social media and it was found that 82% of employees think social media can increase work relationships and help with communication. (Brook, 2019)

























	Objectives
	Measures
	Priority
	Internal
	External
	Review Date
	Feedback from Management

	Training
	To make training better for the workplace, you need to first create a plan. This must be done before making an employee training program, so we know what the employees need to learn
	This is to prevent wastage of time and useless information. You should also host regular training sessions for the employees to maintain skills and knowledge.
	Staff meetings are also beneficial but can be disruptive to business operations. Employees can be used as trainers because these are the people that are highly skilled and have been through months and years of experience.
	Cross train workers can help as teaching your employees to do other jobs in the business can help them perform better on their primary jobs and can apply them to other tasks. Setting training goals can also help. (Kappel, 2018)

	Monthly
	Finally, if we integrate all these ideas into the workplace, we will get the right amount of engagement, training and motivation to better the employee’s lives as well as the company’s growth. If the company can help the employee’s life and work ethic, it will allow the companies to grow faster and attain better quality of products and services.



(Chuang, 2014)
Conclusion
I can conclude that motivation, engagement and training is indeed needed for a business. These three main components are vital for the growth the business and also allows for the employees to personally grow. The business will allow us to shape and form our own employees to benefit the business and themselves. Trying to promote training, engagement and motivation has some expenses but in the long run, it allows an increase margin of profit and revenue. My personal experiences back this up and allows me to confirm it. The employers are not the only people that can facilitate growth in the business, but the employees themselves also.
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