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in this report I will look to critically assess the and discuss the different motivational factors that organisations should use to develop there employees.
The aim is to better understand what drives employee motivation. I aim to explore the benefits or lack of a company has to offer to keep employee satisfaction at a high level.

The objective of the report is to understand what benefits can arise from companies focusing on employee motivation, to in turn drive profit and success in the business

I want to critically assess the different motivational tools available and recommend the best one for my company. 
 
I want to assess what benefits my company are offering to keep employee engagement and satisfaction at a high level.





































About my company
 Wh smiths. WH Smith (also known as WHS or colloquially as Smith's, and formerly W. H. Smith & Son) is a British retailer, headquartered in Swindon, England, which operates a chain of high street, railway station, airport, port, hospital and motorway service station shops selling books, stationery, magazines, newspapers, entertainment products and confectionery. The company was formed by Henry Walton Smith and his wife Anna in 1792 as a news vendor in London. It remained under the ownership of the Smith family for many years and saw large-scale expansion during the 1970s as the company began to diversify into other markets. Following a rejected private equity takeover in 2004, the company began to focus on its core retail business. It was the first retail chain in the world, and was responsible for the creation of the ISBN book identifier. WH Smith is listed on the London Stock Exchange and is a constituent of the FTSE 250 Index. It celebrated its 225th anniversary in 2017.ref. https://en.wikipedia.org/wiki/WHSmith

Revenue: 1.021 billion

Headquarters: Swindon, uk

CEO: carl cowling.


Wh smith claim to have a “world of opportunities”. They claim they offer a huge variety of jobs, from sales assistant to store manager. They offer careers for buyers, it and finance specialist. Plus a range of head office roles in London Swindon and Sydney
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WHSmith

Website

Directions

Birmingham Distribution Centre, Deykin Ave, Birmingham B6 7BH · ~3.5 mi
0121 328 4193





























Need theory of motivation
McClelland’s need of theory motivation( three needs of theory) provides a way for managers to determined the factors of motivating each of their team members.
Managers and team leaders can use this information to interact with each team member in ways most likely to motivate them.
The three needs of theory are a need for affliction, a need for power and a need for achievement.
Imagine for a second that you are a manager, giving a fellow team member their annual performance appraisal. Your aim is to keep employee motivation high so you reward them by giving them a new high risk project. This project if done well may have a good outcome for the company and them selves as well. This will be a reward for all the hard work done in previous year sales.
However upon hearing this they don’t seem that positive.
Why? One reason is that their motives may have been misread. They might want to achieve great things in their career perhaps they don’t want to take on high risk projects for fear of failure, or damage any future career prospects. Another reason is that they might not like centre stage and prefer to work in a group setting.
In this example using three needs theory would have been useful. With it you could of understood the motivations of your team member in advance of the appraisal, so you could of rewarded them in a different way that would motivate them.
The three needs theory breaks down as follows

Achievement: 
Some one for the need of achievement would 
Be motivated by achievement and the opportunity for promotion.
Have a strong desire to complete tasks, set record, or do something not done before.
Like to receive regular feed back
Avoid high risk and low risk situations where they can fail. Conversely, people with too high an achievement need will want to win at any cost and will want to receive all other praise.

Affiliation
Some one with a need for affiliation would be motivated by achieving and retaining acceptance as part of a group
They liked to be liked
Follow social norms of an organisation in fear of rejection
Enjoy collaboration but dis like competitive situations.
Avoid high risk and low risk situations.
Team members with very low affiliation needs tend to be loners, often introverts with little desire to socialise at work. Conversely, people with to high of an affiliation will need demand blind loyalty and be intolerant of any disagreement.

The need for power
Somebody with a need for power would 
Want to be in charge
Enjoy winning and competition 
Place high value on discipline
Enjoy having status and motivating others. (Anon., n.d.)

Reward


Expectancy theory of motivation
The expectancy theory was proposed by vroom vroom of yale school of management in 1964. Vroom stresses and focuses on outcomes, and not needs un like mast low and Herzberg.

The theory states that the intensity of a tendency to perform in a particular manner is dependent on the intensity of an expectation that the performance will be followed both a definite outcome and the appeal of the individual.
The expectancy theory states that employee’s motivation is an outcome of how much and individual wants a reward (valence), the assessment that the likelihood that the effort will lead to expected performance(expectancy) and the belief that the performance will lead to reward. (Instrumentally).
In short, valence is the significant associated by an individual about the expected outcome. It is an expected and not the actual satisfaction that an employee expects to receive after achieving the goals.
Expectancy
Expectancy is faith that better effort will result in better performance. Expectancy is influenced by factors such as possession of appropriate skills for performing the job, availability of right resources, availability of crucial information and getting the required support for completing the job.

Instrumentally
Instrumentally is the faith that if you perform well, then a valid outcome will be there. Instrumentally is affected by factors belief in the people who decide who receives what outcome, the simplicity of the process deciding who gets what outcome and clarity of relationship between performance and outcomes. Thus the expectancy theory concentrates on the following three relationships

Effort-performance relationship. What is the likelihood that the individuals effort be recognised in his performance appraisal?
Performance-reward relationship. It talks about the extent to which the employee believes that a good performance appraisal leads to organisational rewards.

Rewards-personal goals relationships: it is all about the attractiveness or appeal or the appeal of the potential reward to the individual.

Vroom was of view that employee s consciously decide whether to perform or not at the job.
This decision solely depended on the employees motivation level which in turn depends on 3 factors of expectancy valance and instrumental.

Advantages of expectancy theory

It Is based on self-interest individual who want to achieve maximum satisfaction and who want to minimise dissatisfaction.
The theory stress upon the expectations and perception; what is real and actual in immaterial.
It emphases on rewards or pay-offs.
It focuses on psychological extravagance where final objective of individual is to attain maximum pleasure and least pain.

Limitations of expectancy theory
The expectancy theory seems to be idealistic because quite a few individuals perceive high degree correlation between performance and rewards.

The application of this theory is limited as reward as reward is not directly correlated with performance in many organisations it is related to other parameters also such as position, effort, responsibility, education etc.

Implications of the expectancy theory.
The deserving employees must be rewarded 
The reward system must be fair and just in an organisation.
The managers must ensure that the employees can achieve the aimed performance levels. (Juneja, 2021)

Training and development

Training and development
Training and development involves improving the effectiveness of organizations and the individuals and teams within them. Training may be viewed as related to immediate changes in organizational effectiveness via organized instruction, while development is related to the progress of longer-term organizational and employee goals. While training and development technically have differing definitions, the two are oftentimes used interchangeably and/or together. Training and development has historically been a topic within applied psychology but has within the last two decades become closely associated with human resources management, talent management, human resources development, instructional design, human factors, and knowledge management.
· 
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Adult learning theory describes how adults learn(professionals). It provides on instruction to their trainer to design learning programmes that will meet the needs of professionals at each phase of their career path. The aim of adult learning theory is to show how adult learning is distinct and identify which learning styles are suitable for them.
For example, you design a training programme on a basic marketing strategy where most of your learners are 3-4 years’ experience in the middle of marketing position.
What’s going on ? the learner will not be satisfied and unwilling to join the training programme.

The matrix model
With the matrix model, trainers report to a training manager and a specialised management who has particular expertise. This ensures consistency between the training needs of a specific function with the organization.

Pros.
· It improves coordination of trainers 
· It expands the expertise of training for distinct functions in the firm
· It motivates participation between parties in different functions.



Cons
· A perception that training is “forced” may lead to more time spent than implementing training.
· It may cause more time constraints for trainers because of having to report to managers and functional managers.

Every company has different training and development needs. Likewise, the resources available to create training and development programs may vary.
To facilitate new training and development initiatives, it will help to identify the following factors:
· The specific training needs of the organization and employees
· What training initiatives will best facilitate knowledge and skills
· Which model(s) that best fit the organization
Budget constraints of small and medium-sized firms will limit what training model you can implement. Yet, even with a limited budget for training, it’s essential to select the best model that fits the firm’s training needs. 
Investing money in cheaper training and development models may make sense from a financial standpoint. However, it’s also essential to investigate what return on training investment can be expected from each model. 
Strategic thinking about scalable training can help offset initial costs and deliver a steady investment over time, which may be more doable for small and medium-sized firms. 
The key to a successful organizational training and development program is to ensure alignment across the board. Once your training plan meets your organization’s needs, the benefits will begin flowing from a well-trained, motivated staff whose values will align with the company’s objectives. (katie carpen, 2021)



What is motivation. 


The word motivation comes from the Latin word mover or to move.
The definition of motivation is how to provide something to a person to drive him or her to do something. (rathankoon & ogunlana,2003 p.333).
The Maslow and Herzberg are also two of the motivational theories companies may use the breed motivation in their companies.
Maslow’s theory is based on 5 steps. Physiological needs such as hunger, thirst and sleep safety needs such as security protection from danger and freedom from pain.
By an employer putting these 5 steps into place in their organisation it can drive employee motivation, and satisfaction, which will in turn would be good for company growth and success.

Below: a diagram showing the model of the Maslow theory.
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Herzberg’s theory on the other hand focuses on two factors, motivators and hygiene.
1. The presence of motivators causes employees to work harder they are found within the job itself
2. The absence of hygiene factors will cause employees to work less hard.
[image: Visual search query image]

The presence of motivational factors can provide job satisfaction, but their absence leads to no job satisfaction. (Alshmemri & Maude, 2017)(pp.113-114)


Wh smith is a company that heavily focuses on extrinsic values to motivate their employees. They offer incentives such as financial rewards and being rewarded for hitting yearly targets.
 Wh smith would benefit from adopting the Maslow theory to motivate employees.
If an  employee has the basic phycological needs i.e. food water, sleep it enables them to the feel secure with the family job etc. once an employee feels safe and secure in the environment around them things like love, friendships and family will flourish. Self esteem -confidence respect to others and being respected by others is the next step in the pyramid, and the last one before self actualisation which equates to morality creativity, spontaneity, creativity, problem solving in the said workplace.

As an individual this process would be super beneficial on the basis that all your basic needs are met first in order to get the best out of an individual.im my opinion once a employee is happy he or she are more likely to be motivated to work for you and the company and not just themselves. Maslow’s theory is a good template if you want to motivate your workforce in the right way.
The benefits the individual would get are security, confidence, clarity, motivation, competitiveness and a will to succeed. 







	Current situation
	What things am I currently doing

	Career goals
	What is you 12-month career goal make it smart

	Skills gap
	What skills or knowledge resources do you need to achieve the goal

	Actions 
	What actions will you take to address these skill gaps

	evaluation
	How often will this be reviewed.

	
	


Professional development plan-12 months.
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