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Development vehicles are important for an organisation, it is essential to recognise what is available to develop the needs of the individual. The development vehicle has been developed to process development by motivation, performance management, engagement, appraisal, feedback or training. This essay will focus on the personal benefits to the organisation and the individual of personally developing individuals in the workplace. 

[bookmark: _Toc57572919]Motivation

Armstrong (2007) stated that “motivation is a reason for doing something for moving in a certain direction.” Armstrong (2007) also mentioned, an individual is motivated when they expect that a course of action is likely to lead to the achievement of a goal - a cherished reward that satisfies their specific needs. There are two key motivation theory which are content and process theory. The content theory focuses on the motivation needs, such as Maslow’s hierarchy needs, Alderfer’s ERG theory, Herzberg’s two-factor model, Taylor’s motivational theory, McClelland’s achievement motivation theory and Hackman and Oldham characteristic model and Mayo theory they are produced to identify the content of motivation (Dinibutun, 2012). The process theories are well known as equity theory and expectancy theory (French, 2017). The Vroom expectancy theory motivates employee to desire their expectations for rewards or a goal (Sims, 2002).  

According to Business case study (2019a), Tesco applies motivation theories Maslow’s theory, Herzberg theory, Taylor’s theory and Mayo theory in their organisation. Maslow’s hierarchy theory is the most used by any organisation. Maslow’s hierarchy theory recognises the human needs. It has five stage that a human need, first stage basic needs is physiological and safety. Psychological needs, belongingness and love needs, and esteem need. Final stage self-actualization, as an organisation recognising these needs in an individual’s helps the organisation to motivate their employees (McLeod, 2020). Motivation is important for Tesco, as it supports the growth. Tesco has mention they need motivated staff who are flexible and well trained and who recognise customer’s needs. Tesco implement a similar reward to Taylor’s motivational theory, which is Employees Reward Programme, this is one of the motivating factors. Tesco has other factors other than money motivating people in both personal and working lives. Tesco has mentioned they go beyond Taylor and gives more than simple pay rise. They support the wide-ranging lifestyles of individual employees through relevant and targeted benefits. 

By applying Maslow’s theory Tesco have recognised the needs that are required for the organisation. They have recognised the need to fulfil the basic needs by safety, pay, security and social needs (Business case study, 2019a). Motivating the employees is beneficial to the organisation as it will help the growth of an organisation, no supervision required.
Herzberg theory is a two factors theory of hygiene and motivation. The two factors, motivation which is satisfaction and hygiene factor which is dissatisfaction. Job satisfaction motivates employee to achieve, recognition and growth. Dissatisfaction is the poor hygiene factor which decreases the salary, job security, relationship with colleagues and poor work condition (Expert program management, 2018).

An individual will be motivated to work in a place that offers benefits to the employee. To fulfil the needs that an individual has, giving the rewards, promotion and encouragement will motivate individual to climb the ladder. Tesco motivates its individuals by involving the employees to meetings to discuss about the pay rise and recognition of the individuals, rewards for the recognition. Communicating, consigning responsibilities and individuals involved in decision making, making the employee be part of the organisation.
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MacLeod (2020) mentioned employee engagement is a method for the workplace for all the members in the organisation giving their best each day and achieving the goals and values of the organisation. Motivated to participate to an organisation success with an develop sense of their own well-being.

According to CIPD (2019) employee engagement strategy focus on motivation workers working towards rewards or achieving their goals, organisational citizenship behaviour going extra mile and going further than job requirement, organisational commitment planning to stay with the organisation and job satisfaction pleased with their work. 

The organisations can develop employee engagement by the four key drivers as suggested by MacLeod (2009) which are, strategic narrative, engaging managers, employee voice and integrity. MacLeod and Clarke (2020) have taken together to include the key elements which make the successful employee engagement.

Marks and Spencer applied the employee engagement using commitment approach after they have conducted a survey to check the levels of engagement across the organisation. In 2012 Mark and Spencer moves away from transactional action planning approach in reaction to the employee survey results. Commitment approach with the employee by annual survey which allows the employees to give feedback about the organisation, job and manager. The organisation focuses on the behaviour and on employees work routines every day (Engage for Success, 2014). 
Mark and spencer made a real shift in focus of the business. Mark and spencer stated, “ditching the action plan was symbolic” and mindset change for the line managers who had traditionally approach engagement simply to complete a task (Engage for Success, 2014).

By engaging with employee or employer there is a psychological contract. Psychological contract was emerged in the early 1960s and is main to understand the employment relationship between the employer and employee. Psychological contract is involving individuals’ expectations, beliefs, ambitions and obligations (CIPD, 2020a). According to CIPD (2020a) “Psychological contract may cover the following aspects of the employment relationship, job security, career prospects, training and development, perceived fairness of pay benefits, manager support and employer’s reputation and impact on the society.”
Psychological contract has satisfaction and dissatisfaction, as the is based on employees perception of fairness, trust and their belief, it is the promise between employer and employees. Breaching the psychological contract by the employer can have a sudden consequence such as, affecting the employees performance, job satisfaction, increase turnover intentions and commitment (CIPD, 2020a).

The benefit to the organisation using employee engagement is listening to employees feedback and working closely with their employees. Marks and Spencer have stated that the commitment approach has made a difference to individuals which demonstrates that they are listening. Using the engagement approach the organisation has seen an increase every year for last six years (Engage for Success, 2014). 

The outcome of an individual receiving the employee engagement are being heard and the organisation are engaging with the employee to make change for the better workplace environment. An individual works better when they are being involved with discussion and it improves individuals engagement around the workplace.
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Performance management is a natural process of management contributes to the effective management to an organisation and an individual, achieving high levels of performance (Armstrong and Baron, 2005). A performance management cycle enables to recognise the performance of an organisation. According to Ashdown (2014) performance management cycle has four stages, planning, action, monitor and review.

Some of the organisation have altered the performance management cycle and introduced some of their new technique. According to ACAS (2020) Sika applies performance management which is of five-step process that it implements in their organisation. Diagnostic review, design and planning, Pilot, Implementation and Evaluation stages. Where in the performance management cycle the review stage is at the end, Sika puts diagnostic review as the first stage. In the diagnostic review stage, Sika avoids creating a new HR tool, as an alternative engaging senior manager to understand and communicate the needs. Communications meant by a draft by HR sent to staff through the office of General Manager. Survey was conducted by the staff which followed by focus groups, balanced to ensure a full mix of role, grade, gender and length of service. Which then led to diagnostic report that identified four central needs, “Capability– that managers capability to lead full conversations with staff was limited and inconsistent, Culture – the organisation’s acquisition of other companies had resulted in multiple organisational culture. There was a need for more devolvement to line managers, with less reliance on HR, and for an engaged workforce. Communication – the need for senior leadership to champion and communicate
the process, Constraints – managers schedules were congested at the end of the year with
other tasks taking priority resulting in annual conversations not always taking place or being rushed” (ACAS, 2020). Design stage, the organisation observing for ideas they referred back to the focus group at this point, the decision to focus on simplifying and moving to a one-page recording document as well and avoiding terms such as “performance review” or “appraisal” due to negative and disagree implications. The pilot stage included around 30 staff, selected according to a sense of balance of sales, operations, production and customer service staff, and which ran for a period of three months. The pilot found that classroom-based training was pointless if guidance was published in simple, easy to understand, language, communicated clearly by senior management, in combination with an ongoing leadership development programme aimed at preparing line managers with coaching skills to help them engage employees in negotiation. During implementation staff who had participated in the pilot scheme were used as champions to promote the new system and assist other staff and managers. From planning to full implementation took nine months (ACAS, 2020).

The organisation benefits with the new performance management system which the process was led by employee instead of the line manage. Importantly this process did not happen once a year, it can take place as many times throughout the year and encouraging regular discussions. 

An individual benefits from the organisation are having the performance management system led by an employee they can discuss about their performance whenever and having conversation which will help individuals to performance better. 
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Training is a planned and systematic effort to modify or develop knowledge, skills and attitude through learning experience. Training and development give the abilities for an individual performance (Buckley and Caple, 2009). A systematic process is pursued by all organisation, it is part of training and development process. The training cycle is important for organisation. Training cycle analysis the organisation performance, looking at employees learning skills and how to develop the skills. The cycle has four stages, identify the learning needs, design the training, deliver the training and evaluate the training, following these stages organisation can train their employees (Williams, 2013). 

According to Business case studies (2019b) Aldi applies the training cycle in their organisation. Aldi identifies the learning needs by analysing performance of the company, monitoring the products availability, they have a target set for the level of the products availability if it falls below the target Aldi will undertake a training programme. Identifying the learning needs will help Aldi to plan ahead when recruiting new staff. After identifying Aldi designs the training by putting in place a job description in detail. This is to ensure the right candidate apply for the job. By having the detailed job description Aldi can design a training programme for the recruit to take after joining the company. To deliver the training Aldi offers on-the-job training and off-the-training which the employees can gain skills and develop knowledge. Aldi evaluates by ongoing analysis the performance of the company (Business case study, 2019b). 

There are different types of training process available for an organisation. Informal – formal, on-the-job training and off-the-job training (CIPD, 2020b). Aldi applies these training and development for their organisation. Aldi has stated that they offer individuals the training that are required, on-the-job training by coaching, mentoring, shadowing and job rotation. They also offer off-the-job training for individual to gain more skills or develop the individual in areas where possible. According to Business case studies (2019b) for Aldi their off-the-job training includes, “recruitment, interviewing and selection, employment law, influencing skills, performance reviews (appraisals) and Aldi Management System (how to develop and performance manage people)”. The on-the-job and off-the-job has advantage and disadvantage. Aldi decides from all each aspect whether on-the-job or off-the-job training is the better option. Aldi mention although off-the-job training is costly paying for the expense for the training organisations and staff taking time off the work to train. Aldi stated that balancing against the cost it is the benefits they achieve, involves “having more motivated staff, greater staff productivity and employees with better skills and ability to provide improved customer service” (Business case studies, 2019b).

Training is beneficial to an organisation and an individual the outcome is successful. The benefits to an organisation are training the employees to gain the knowledge, skills and job satisfaction it helps the organisation with the growth which will increase their profits.
Training for an individual receiving the outcome is gaining access to the knowledge and skills which benefits the individual to gain high career level and confident in themselves. An individual would not need supervision, have a better understanding of the productivity and managing the stock levels, and also customer service.
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After analysing the four development vehicle, motivation, engagement, performance management and training, the beneficial is for both the organisation and an individual. The four development vehicle outcome are the same, they all are combined together. Without the motivation they would not be engagement, and this will result in poor performance management and the organisation would need the training and development for their employee. The organisation applying the theories has the positive and negatives outcome, making the best out of the theories. Applying the theories for the organisation and for the individual has beneficial for both. The organisation can prepare for the future how to management employees. 
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PDP is for an individual who needs to improve their skills. Line manager will plan to development the needs of an individual in the area that is required to improve. As a line manager here is plan for the team leader, what is expected to improve within next review.


	Objectives

	Measures
	Priority
	Support & Development

	Review
Dates
	Other Comments

	
	
	
	Internal
	External
	
	

	To improve motivation
	Colleagues Actively with staff and other members Training course
	H
	Internal
	External
	Three months
	How to motivate at workplace

	Improve time management
	Targets or goals being done Colleagues and Line manager
	H
	Internal
	
	Four weeks
	Working within the target time

	Improve communications
	involving with staffs 
Coaching by line or senior manager
	M
	Internal
	
	Three months
	Being the voice of the staff

	Build confidence for leadership
	Project or teamwork presentation Shadow a line manager
	H
	Internal
	
	Two months
	Complete a project

	Improve customer service
	Higher level customer service courses Attending training centre
	L
	
	External
	Three to six months
	City and Guilds

	Improve problem solving
	Dealing with problem within the workplace Online courses
	M
	
	External
	One weeks
	Available online from reliable source



The PDP for team leader, there are six objectives for improvement. According to the chart the first objectives is to see the team leader motivation. Team leader needs to be motivated around the staff and other member. Measuring how active the team leader is with staff and other members, they are not just being bothered to lead the staffs. Being active shows how to lead the team is high priority for the organisation. The organisation is operated by the employees, they need to be motivated to make a difference to the company. If the team leader is not motivated it will weigh the staff down for their performance to the organisation. As there would not be targets or goals met. A team leader needs to deal with what staff be doing. The support and development the team leader will get through internal or external. Support and development would be both internal and external. Internal from the colleagues will encourage the team leader to keep moving. External as a line manager would encourage for the team leader to undertake a course to improve the motivation. There are varies courses online that can be done while in the workplace. Team leader would not need to take time off work, couple of hours a day will improve the leadership and motivation skills. The course takes about three to five days to complete, some are for couple hours. Once the course has been complete reviewing the team leader after one week, to see how much improvement has been implemented.  Even though all the objective is priority in an organisation every stage needs improvement from the team leader. 
PDP plan helps the organisation to make difference in each individual not just a whole. It shows the individuals strength and weakness and focus on the weakness to improve that area.
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