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[bookmark: _Toc25861556][bookmark: _Toc26326421][bookmark: _GoBack]1. INTRODUCTION.
This is an era of globalisation; business owners and employers no longer hold the keys to the success of their organisation. This has been passed onto the employees and employee relations are more crucial than ever. Without the right employee’s, businesses cannot truly flourish. Competent employees are enough for survival however to propel your business to new heights, employees who are truly engaged. 
Employee relationships are vital and need to be incorporated into the human resource management strategies of any organisation, as dissatisfied employees often leave to find jobs elsewhere (GB Training Birmingham, 2019). Common sense dictates that once you have found suitable employees whom fit your organisation, you should do everything in your power to develop and keep them. Particularly if they are experts or skilled workers who will find difficult to replace. Management strategies must have the resources to keep employees motivated and satisfied, this will have a positive effect leading to employee commitment and thus employee engagement (Vinten, 2005).
This report will critically evaluate the different development vehicles used at the restaurant where I work. The development vehicles I will be critically are (1) employee motivation, (2) employee engagement and (3) employee training.
I will also critically assess the effect these development vehicles have on the employees and the organisations. 
Finally, I will create a career development plan for the assistant chef at my place of work so we can eventually promote him to head chef.







[bookmark: _Toc25861557][bookmark: _Toc26326422]2. How Employee Motivation Effects the Organisation and the Employee.
Motivation is a word that is easy to understand, but difficult to define. Motivation is derived from the Latin word for ‘move’ (Herzberg, Mausner and Snyderman).
The 20th century was the century of the industrial revolution; organisations started focusing on mass production and wanted to obtain maximum output from their employees. During this time Fredrick Taylor was a pioneer in motivational thinking and developed the Scientific Theory (see Appendix 1). His theory was about getting maximum productivity from the employees. Whereas latter theories like Elton Mayo’s human relations theory (see Appendix 2) was more about relationships and employees psychological well beings. Both theories show that the way employees are treated has a big influence on employee performance.
Motivational theories show how to influence employees to maximise output as well as improve relations within the organisation. Motivational theories can be categorised into two groups: (1) Content based theories and (2) Process based theories (Appendix 3).
Content based theories like, Maslow’s Hierarchy of needs show the human needs that motivates people to work e.g. salary and safety needs etc. (see Appendix 4)
Process based theories like Vrooms Expectancy Theory (see Appendix 5) show the psychological needs that motivates us e.g. recognition and responsibilities. 
Both Taylor and Mayo realised that with the right motivation you can influence the employee to becoming committed to the organisation, resulting in greater efficiency and quality which enhances the organisation. According to Walton (1985), changing from a controlled work approach to a committed approach increases performance. Committed employees have a sense of attachment and loyalty to the organisation. They will also have a desire to stay loyal because of their connection the organisation (Balfour and Wechsler, 1991).
Motivation can be dissected into two categories; intrinsic motivation and extrinsic motivation. Intrinsic motivation refers to when people are motivated from within by doing something that is interesting or challenging. However, extrinsic motivation is the opposite. It refers to when people need outside influences like pay increase and additional benefits to get the ‘job done’.



Examples of Extrinsic motivation;
· Motivating yourself to play sport because you enjoy it.
· Staying late at work to finish a project because you are interested in your work.
[bookmark: _Toc25861558]Examples of intrinsic Motivation;
· Playing sport because you want recognition.
· Going to work to earn money.
Intrinsic factors are more effective in the long-term because it can lead to employee engagement. However extrinsic factors have only a short-term effect because it only caters for the immediate need of an employee (Locke and Schattke, 2018).

















[bookmark: _Toc26326423]2.1. How employee motivation effects the organisation.
A well-designed motivational strategy increases loyalty and commitment. It will enhance the bond between the organisation and employee. This bond will most certainly lead to the success of the organisation (Eisenberger, Pierce and Cameron, 1999). 
Positive effects of motivation on the organisation.
· According to Herzberg (1957), motivated employees perform to higher standards. In my workplace we were having complaints about our delivery drivers being in a rush and not talking to the customers. So, we offered an incentive which gives drivers a bonus for every customer who leaves a positive review. Drivers now talk to the customers which has resulted in fewer complaints.
· Drivers are more focused on customer satisfaction and are missing less days at work because they feel valued. The fact that drivers are willing to go the extra mile shows that they are committed to the business.
· Committed employees stay with the organisation. Recruitment takes time and resources and therefore regular staff turnover has a negative impact on the business.  Due to the size of my business, we have limited staff and are not always able to pay top salaries. Recently we have started to increase the salaries, on the condition that all staff accept more responsibilities. As a result, we were able to keep our existing staff because they know they are valued.

Negative effects of motivation on the organisation.
· If managers motivate certain employees and neglect others this will cause animosity between employees as the perception will be that you are favouring one employee over the other. This can be countered by identifying only the employees that need motivating as confident people tend to need less motivation (Heller, 1998).
· If the right motivational technique is not applied this could end up with a negative effect. Where the aim was to motivate, the employee has been demotivated because the wrong technique was used (Kravitz, 1995). 
· If extrinsic motivators like monetary incentives are applied, then employees may lose focus on customer satisfaction and focus on the monetary gains. As mentioned earlier we had drivers who were not interested in customer satisfaction but rather in the amount of deliveries they did per night.

[bookmark: _Toc25861559][bookmark: _Toc26326424]2.2. How employee motivation effects the individual.
Now that we have established the positive and negative effects on the organisation, it is important to take a close look at the employees themselves as they are the driving force of the company.
Positive effects of motivation on the individual.
· Motivation promotes individual job satisfaction. This is when individual needs are reached, a sense of fulfilment is achieved.
· Self-motivation encourages self-discipline. Individuals with self-discipline are more committed.
· Motivation effects performance, appropriate motivation increases productivity. 
Negative effects of lack of motivation on the individuals.
· Individuals who are not motivated have a negative impact on those around them. Which results in ruined relationships with co-works and makes it difficult to work as a team.
· [bookmark: _Toc25861560]Individuals will not be satisfied in their work leading to a negative attitude, resulting in the less effective employee.

















[bookmark: _Toc26326425]2.3. Summary of Employee motivation.

Motivation is a tool with many benefits to both the organisation and to the individual. Extrinsic rewards e.g. money and encouraging words we receive, are always pleasing in the short term but won’t last very long. However intrinsic rewards e.g. satisfaction of needs, job satisfaction, self-development and self-discipline will have a long-term effect. Organisations must consider the negative effects as well as the positives to not unintentionally demotivate employees. Furthermore, managers must motivate in the right way according to individual needs. Organisation can benefit massively by incorporating commitment strategies into the organisational infrastructure. An example of this is creating an open communication culture, where employees feel comfortable in voicing their opinions and concerns. This encourages genuine feedback from those above and from the employees below. If used correctly managers can earn the loyalty of employees which will eventually result in having a committed workforce that benefits the organisation.
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Employee engagement is an important factor to any organisation, yet Gallup, (see Appendix 6) a leading data analysis firm from the U.S, has stated that 87% of employees worldwide are not engaged in their work. (Gallup, 2019). The Chartered Institute of Personnel and Development (CIPD) defines employee engagement as when employees are passionate about the work and feel a connection with the organisation. This results in putting discretionary effort on behalf of the organisation (CIPD, 2019). According to Stamm (2012), companies with engaged employees have higher productivity as well as high customer satisfaction ratings.
[bookmark: _Toc25861562][bookmark: _Toc26326427]3.1. How employee engagement effects the organisation.
Organisations in the 21st century strategically create work environments to encourage employee engagement. They try to involve employees in decision making processes with the intention of obtaining a high percentage of employee engagement.
 Positive effects of employee engagement on the organisation.
· Engaged employee feels satisfied and therefore productivity and innovation increases (John Hay, 2010).
· Employee retention is increased as engaged staff stay loyal with the organisation. Organisations will benefit financially as recruitment and training new employees is time consuming and costly.
· Engaged workers feel they are treated fairly and their input in valued. Productivity and profitability will be increased.
Negative effects of employee engagement on the organisation.
· Too much decision-making responsibility can be given to employees, resulting in confusion over decision making processes. 
· The manager may be undermined as employees may question the decisions a manager makes (Scandura, 2018).




[bookmark: _Toc25861563][bookmark: _Toc26326428]3.2 How employee engagement effects the employee.
Engaged employees are happier employees (Menguc et al., 2013). Organisations who promote employee engagement tend to have better work environments resulting in happier employees.
Positive effects of employee engagement on the employee.
· Engaged organisation respects its employees 
· Stress is one of the biggest reasons for absenteeism, organisations can combat stress by encouraging engagement in the workplace (Kohll, 2019).
· The health of the individual can improve in engaged work environments because organisations tend to care more about the wellbeing of their employees (Alzyoud, 2018).
· Engaged employees can have a happier family life, because they have less to complain about (Robertson and Cooper, 2010).

Negative effects of employee engagement to the employee.
· If employee’s take engagement to the extreme, then this can turn their focus on getting too friendly with each other. This can have an opposite effect and result in a less effective employee (Le et al., 2011). 
· Highly engaged employees can suffer from burnout, resulting in family issues because they spend less time with the family and disregard their health. (Halbesleben JR, 2019).
· Highly engaged environments diminish negative thinking. Employees demonstrating negative thinking can also be valuable as they are pessimistic and have good critical thinking skills (Leonard et al., 2019).
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Organisations regard employee engagement highly. Engaged workplaces tend to be more relaxed environments. Managers rely on a more personal touch when it comes to employee management. This can be in the form of one to one meeting as well a 360 feedback, all having a positive influence on the organisation and employee. Organisations want employees to be comfortable, however do not want them to get complacent. To avoid this, managers need to create just enough healthy competition to encourage critical thinking. Clear boundaries need to be maintained between a manager and his/her subordinates. This allows the manager to have the final say on all matters.
[bookmark: _Toc25861565]
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Many people confuse training with development. Training is acquiring new skills or knowledge to perform a certain job. The purpose of training is to enhance employee performance and effectiveness. Training should be conducted once the organisation has identified the need to train their employees. Training must be specifically designed to individual needs and provided by people who are qualified to train. (Grandhi and A. Sailaja, 2012). In contrast, development is enhancing skills already learnt therefore leading to personal or professional progression (see Appendix 7).
Employee training can be categorised into (1) formal and (2) informal training. Formal training is when training is provided and paid for by the organisation. However, if training is initiated and paid for by the employee for their own profession development then this is classed as informal training. 
Formal training can be further sub categorised into ‘On the job training’ where employees are actively learning by participating in activities relating to their current job. This type of training can fast track employees into their respective roles. However, some employees might find this type of training too stressful and prefer to train in a more traditional style where employees are sent away to local colleges or training facilities to train. This type of training is called ‘Off the job training’.
Training can be done in a variety of ways;
· ‘Just in time training’ is where training is done when it is required e.g. a salesperson can learn how to use a specific product via internet before conducting a sale.
· ‘Bite size training’ is learning skills and knowledge in short bursts over time e.g. completing an online course. This can be done in the workplace or at home reducing the need to travel and spend time way from work. 
· ‘E Learning’ is learning through any type of electronic media e.g. phone, laptop or tablet. This type of learning can enable the employee to learn when it is convenient for them. This can also be adapted to the individual needs. 
· ‘Gamification’ is game based learning (Armstrong and Landers, 2018). Organisations are using this method to educate employees via game-based applications.


[bookmark: _Toc25861566][bookmark: _Toc26326431]4.1 How employee Training effects the organisation.
Organisations who have well trained employees have a better chance of success. Effective training increases employee productivity resulting in customer satisfaction and higher profits. 
Positive effects of employee training to the organisation.
· Employee training reduces turnover rates, with incentives like training and opportunities to progress, they will not leave because employees can achieve their ambitions within the organisation.
· Training is expensive, but if used in the right way, organisations can save money by training existing employees rather than spending resources on training new recruits.
· Employee who are properly trained perform to a better standard and are more productive compared to employees whom are not trained.
· Training with colleagues builds bonds and relationships. This is important when it comes to working as part of a team.

Negative effects of employee training to the organisation.
· Employees may take the skills they have learnt from the training the organisation paid for, to a competitor.
· Training must be done by qualified trainers, where it maximises the employee’s productivity. If training is not done in the right manner, this will lead to extra resources being spent to retrain the employee.
[bookmark: _Toc25861567]








[bookmark: _Toc26326432]4.2. How employee Training effects the Individual.
Employee training increases employee job satisfaction as well as their self-esteem needs. This results in the employee gaining new skills which will benefit the employee in their future career.
Positive effects of employee training on the individual.
· Training increases the chance of promotion and career progression.  Employees who are trained in new skills have a better chance to progress in their career and therefore increase their earning potential.
· Employees will learn new skills which will benefit them throughout their careers.
· Employees will get more freedom as they will not need supervision because they are properly trained in their roles. 
· Employee self-confidence is increased with training resulting in better productivity.

Negative effects of employee training on the individual.
· Extra time needs to be spent on training; this might include training outside work hours or training away from home. Some employees do not find this desirable.
· When taken out of our comfort zones, stress levels are increased because learning new skills is demanding and time consuming.
[bookmark: _Toc25861568]









[bookmark: _Toc26326433]4.3. Summary of Training.
With the rapid advancements of knowledge and technology, organisations need to stay on top of their game. This can be achieved by conducting regular training to acquire the knowledge that will keep the organisation competitive. 
From the above analysis we can see that training has many benefits for the organisation and the employee. However, organisations must also consider and negative effects of employee training especially the possibility of employees leaving after training is completed training. This can be countered by offsetting the cost of training existing employees by the cost of training new employees.  Recruiting and training new employees is more expensive than training existing employees (Mosteller, 2019).
Furthermore, training should be offered to employees and managers have identified as suitable candidate and I shall bow to the organization is employees would feel a sense of commitment to the organisation and the psychological contract between the organisation and the employee (GB Training Birmingham 2019). Having analysed how employee training affects both the organisation and individual, I would conclude that although employee training is expensive, it should be only used if the skill is required that person can put into practice what they have learnt.









[bookmark: _Toc25861569][bookmark: _Toc26326435]5. SWOT Analysis and Career Development plan for an employee.
In this part of the report I will create a career development plan for the assistant chef where I work, to be eventually promoted to head chef. A ‘employee career development plan’ is a planned process where formal and informal training will take place over a period. This process should include the employee’s strengths and weaknesses resulting in the employee achieving their potential. For this plan to be successful, it needs to be a two-way dialogue where the employee is fully committed and is included in the planning process. 
The assistant chef has indicated and showed to us that he can fulfil the soon to be vacant position of head chef. Commercial kitchens are a hectic place with the head chef being the leader in the kitchen. A chef’s job is to effectively run a kitchen by demonstrating skills of a higher order. To identify the skills that needed to be improved upon we conducted a SWOT analysis (see Fig 1).

[bookmark: _Toc26326436]5.1. SWOT Analysis for Assistant Chef.
[image: ]              Fig 1 SWOT Analysis for Assistant Chef.



Having conducted a SWOT analysis, we identified 6 skills our assistant chef is lacking and needs to learn or improve upon. Below I have mentioned the skills and explained why the skills are relevant for a head chef. 
· Time management
Time management is vital. Without this skill the kitchen will fall into chaos. Timing is everything especially in a commercial kitchen where customers need to be served promptly whilst the food is still hot (Escoffier, 2019). 
· Communication skills
He must be able to control all the staff working for him. Communication is vital in running the kitchen smoothly as well as reducing the risk of injuries. Communication can be verbal, nonverbal or written. These skills are vital in any modern kitchen (Ecpi.edu, 2019).
· Team working skills
Working in a commercial kitchen is like being a part of a team. Kitchens cannot be effective if the chef cannot maintain the ethos of teamwork (Europe, 2019)
· Problem solving skills
Solving problems will be necessary and important in any kitchens. Things do not always go to plan. Problem solving skills are highly regarded in any workplace. Decisions need to be made quickly and decisively. Chefs need to be able to take the initiative.
· Business skills 
Chefs must have a good sense of business. After all restaurants are business and need to be profitable. With that in mind a chef’s job is not only cooking food but also to know how to increase the business (Staff, 2019) e.g. creating dishes which are profitable.
· Numeracy skills
Chefs need to be able to work out how much a dish costs, this is vital when making menus. Profitability needs to be considered when designing menus. Chefs also need to be able to manage stock as well as calculate cost of labour and be able to mass produce all involving numbers.
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[bookmark: _Toc26326437]5.2. Career Development Plan for Assistant Chef
Using the data from the SWOT analysis, we have produced a career development plan (see fig 2) for the assistant chef. For the progression to go smoothly the career plan will allow a total of 11 months for him to attain a competent level in each skill being learnt. The timescale allows plenty of time for him to learn and improve each skill without pressure or causing extra stress. The plan will allow us to review his progress 15 days after each target date is reached.
[image: ]Fig 2. Career Development Plan for Assistant Chef.
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Appendix 1
Taylor’s Scientific Theory
Fredrick Taylor’s theory was simply maximising output by working more efficiently. The goal of the theory was to find the most efficient way of doing the job (Expert Program Management, 2019).
[image: Taylor's Scientific Management]Taylor’s Scientific Theory. (Expert Program Management, 2019)


Appendix 2
Elton Mayo’s 	Human Relations Theory
Human relations theory was about getting the employee more involved by considering he feelings of the employees. He believed that if the organisations paid attention to employee rights, then the employee will be motivated to work out of his/her own accord. This resulting in a more productive employee (Expert Program Management, 2019).
[image: ]
(Mayo’s Motivation Theory. (Expert Program Management, 2019)



Appendix 3
[image: Theories of Motivation]
Motivational theories categorised into respective subgroups showing content and processed theories. (Expert Program Management, 2019)


Appendix 4
Hierarchy of Needs Theory 
Abraham Maslow’s Hierarchy of needs, shows that people are motivated by 5 different categories; physiological needs, safety needs, love needs, esteem needs and self-actualization (ThoughtCo, 2019).
[image: ]Maslow’s Hierarchy of Needs. (ThoughtCo, 2019)




Appendix 5
Vrooms Expectancy Theory.
“Vroom's expectancy theory assumes that behaviour results from conscious choices among alternatives whose purpose it is to maximize pleasure and to minimize pain. Vroom realized that an employee's performance is based on individual factors such as personality, skills, knowledge, experience and abilities. He stated that effort, performance and motivation are linked in a person's motivation” (Expert Program Management, 2019).
[image: ]Vrooms Expectancy Theory. (Expert Program Management, 2019)

Appendix 6
According to Gallop, a leading analytics and data company, only 13% of worldwide employees are engaged in their work. Gallop conducted a survey of 142 countries as part of a study on “state of the global workplace”. The study shows only one in eight workers have a psychological connection with their jobs (Gallup, 2019). 
[image: ]Gallop Worldwide poll. (Gallup, 2019).



Appendix 7
Difference between Training and Development.
[image: ]Difference between Training and Development. Gyrus.com. (2019).
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2/ Must be able o dentiy and motivate diflerent | 2/ Access to nteret 3 2020 2020
people, who need mofivating 3/ Stationary. 4 Feedback from colleagues.

3/ Musi be able to listen and communicate with | 4/ Availabiy of aptop or tabiet. 5/ Results in eficiency in the kichen
authority

Problem soiving skills | 1/ Must masier the arl of problem soiving. 17 Library membersiip 17 Posiive fesdback from calleagues. 307Sept | 15t Oct
al define the problem, 2 Stationary. 2/ Resuls from completed online courses. | 2020 2020
b/ brainstorm altemative deas, 31 Access to inferet. 3/ Feedback from colleagues.
cfidentity best course of acton, 4/ Avalabilty oflaptop or tablet 4/ Results n effcency in the kichen
0/ Be decisive in implemening course of action

Business skills 17 Complete online basic Business course. 7 Stationary 17 Resulls from completed onine courses. | 317 Oct | 15" Nov
2/ learn from Managers, by studying how they 2/ Library membership. 2/ Feedback from colleagues. 2020 2020
work 3 Availabity of aptop or tablt. 3/ Results in eficiency in the kichen
31 Shadow managers o know what the thought | 4/ Access to infernet
processes are fo manage a business. 5/ Access to managers

Numeracy skills 7 Complete oniine basic maihematics course. 17 Lirary membersiip 17 Resulls from completed onine courses. | 30" Nov | 15" Dec
2/ Shadow head chef o follow how and where | 2/ Avaiabilty of laptop or table. 2/ Feedback from colleagues. 2020 2020

numeracy skils are required.
3/ Learnthe correct way to portion and size.
dishes.

31 Access fo infernet
4/ Access to head chel.

3/ appraisals from head chef.

Fig 3 Career Development Pian for Assistant Chef.
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