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1.1 Introduction
For this assignment I am going to write a report segregated in 3 different categories from this assignment I will be able to critically assess the potential benefits to my organisation of developing individuals in the workplace. I will be using ASDA as the company for this report as I am a section leader there and I am very familiar with the company. I will learn more about managing an individual’s expectations in respect of personal development. I will be recognising development vehicles available to ASDA appropriate to development needs of the individual. I will be able to generate a detailed plan to meet the identified development needs of an individual in the workplace and the management of performance. 
The three development vehicles I will be using are employee motivation, feedback and rewards making a judgement based on various evidence, for each development vehicle identified. I will explain the arguments for and against the impact of motivation at ASDA and arguments against the impact of motivation on the individual. I will be doing the same for feedback and rewards too.
Finally I will identify 6 development needs for an individual establishing SMART objectives and explaining the actions needed to take in order to achieve the set objectives. I will explain the budget and resources needed to achieve the set objectives and explaining the criteria that can be used to measure the attainment of the objectives. 
1.2 Employee Motivation
Employee motivation involves the level of energy, creativity and commitment employees bring to their workplace or company. It’s a management concern over finding ways of motivating employees whether the economy is growing or shrinking.
For any individual a motive is a reason for doing something and from a company’s point of view the factors used in the business will help them understand employee’s motivations which may include:
· Salary/wages, 
· Profession
· Rewards
· Flexibility
· Family commitments
· Experience
· Incentives
· Pension
· Health Concerns
· Good working environment
There are two types of motivation, intrinsic motivation which involves doing work that is personally rewarded to you and there’s extrinsic motivation involving work you are doing to earn rewards or avoiding punishment. Intrinsic motivation is known to be a motivation by a person’s own desire which could include them going to the gym to relieve stress, or even cleaning up around their own house to keep them feeling organised and even reading a book as they like story telling.
Whereas extrinsic motivation, is when a person’s behaviour would be motivated through an external factor pushing them to do a job in a hope for them to earn a reward or to avoid a less than positive outcomes. Examples could include going to the gym to lose weight, cleaning up the house due to visitors coming or reading a book to prepare for a test.
As an individual you may find it bet to be intrinsically motivated than extrinsically motivated but in the same way it won’t sound ideal if you didn’t need anyone or anything motivating you to complete tasks. The nature of a human being can affect an extrinsically motivated individual. In a company, like ASDA where you have to hit sales targets and deadlines extrinsically motivation individual best describes the motivation theory used. Because at ASDA the section leader or manager praises employees and employees also work towards their annual performance depending on how well the store does in a whole by the end of the year. And to train to be a manager you will need to step up as a section leader and do training every time you step up liking what you do and desired to a job that you love to do, this is what makes it extrinsically motivation in the company that I am in. Both motivation factors are good it’s a start for any individual. 
1.3 Feedback
Employee feedback is known as a process of companies giving constructive suggestions to their employers, which could be bad feedback and good feedback too depending on the behaviour of an individual at work. At ASDA we have a new way of getting feedback from employees called your voice suggested in 2013 to find out what really mattered to its staff in order for the company to recognise which stores are getting negative feedbacks so they could look into and work with the management in the stores to put things right. This information is also given to the human resource department to analyse the facts and try to put things right and be fair towards the staff. 
Carl Tabisz, senior manager, leadership and engagement at ASDA, says: “We have so many different people working at Asda, different age groups, levels of experience and jobs, so we need to use what we know about them to have a better-informed motivation strategy.”
Employer feedback towards colleagues which at ASDA is given by management or team leaders is usually for new starters usually midway through their probationary period which is three months and another feedback after the probationary period is over. This feedback is for the employer telling employees their strengths and weaknesses during their work time to see whether or not they are compatible for the job role they are in. If not they could be given an opportunity to try a different role in the company and see how they are suited in that role. If the employee has a bad track record in turning up late or missing shifts then this employee will have no chance to be signed of their probation period for breaching the contract, then this is the perfect opportunity to get rid of the employee and not offering the job after the probationary period.
Feedback is generally used in an organisation importantly due to the fact that it betters employees at what they and the mechanism based on employees experience process is to help get the employees get better at their job and develop a better workplace culture.
Giving the feedback isn’t very simple because it could affect an employee if the managers was to give a negative feedback, this could change a employees behaviour and make them feel uncomfortable at work assuming they are been picked on by the management. At ASDA I have witnessed this where managers were giving negative feedback with just lies and it really affected a colleague and this caused them to take time off to work-related stress, so when giving feedback you have to set a reasonable approach and give feedback to all employees fairly and within reason with no favouritism. 
Feedback can also be given as a review where companies will set out a time scale for an individual i.e. 3 week review, 3 month review, 6 month review or even a yearly review depending on the organisation culture. This is continuous feedback as it is done on a timely basis, where you will sometimes get managers not willing to spend time to give the needed feedback as they are aware of the risk of lowered levels of employee motivation it would bring. 360 degree feedback is also used by managers received by employees to identify the strengths and weaknesses where then measurements can be taken to improve employee performance which is suitable for the company. Feedback and reviews mechanism collected then sources a benchmark for an employer development plan which I will mention later. The feedback should remain anonymous to keep it professional so it doesn’t lead to any differences between the employee receiving feedback and the manager giving feedback.
Benefits of feedback could on the bright side promote a healthier workplace culture, helping companies to set better targets, boosting employee morale and creating happier colleagues if done carefully as it is a complex process. Unconstructive feedback is not necessary where you as a manger are blaming employees for not hitting targets but using constructive feedback to improve them.
Employee performance evaluation is the more formal method of feedback to the employees which is more based on work and results of their job responsibilities. This method is used by companies to measure the value of an individual in terms of company growth and the revenue generated overall (ROI) return of investment. This is where a company understands the importance of feedback as employees are graded based on the feedback received from the management, so this is a vital role in providing honest feedback.
1.4 Rewards
Companies also reward their employees for their performances at work this doesn’t necessarily mean that the reward is always money. Rewards are given to employees when they are recognised by their achievements, where managers could offer them a lot of choices of rewards authorised by the company. Obviously all depending on how big the organisation field is. This could be a celebration for achievements i.e. at ASDA we celebrate employees achievements by giving them a celebration meal with a hour dinner instead of the half an hour dinner paid and treat them to free food and pop taking pictures of the memories and hanging the pictures in the staff room. At ASDA they also do colleagues of the month in store especially for individuals who go above ‘and beyond the call of duty’. One example at my store was when it was a snowy day with dangerous roads and an online shopping delivery driver couldn’t get to a house due to the van not getting on the road so he decided to walk a distance with the shopping to the house and the customer rang the store speaking to the general store manager expressing how delighted she was and how she really needed the everyday products that the colleague made happen. So he was nominated colleague of the month as he really did not need to deliver due to health and safety concerns, so he was recognised by the company for going above and beyond the call of duty. 
Jane Earnshaw, head of reward and recognition at ASDA, says: “We are trying to reward people and recognise people who uphold the organisation’s core beliefs. The most popular reward is the ASDA gift card, which makes the recognition personal.”

Each store, distribution centre and head office also nominate a ‘colleague of the month’, who is awarded Star points.

“A thank-you should have some kudos behind it,” says Earnshaw. “Rather than adding an extra £10 to someone’s pay, with no event or communication and no real meaning as to why or how they got that, we think it is important to create an event out of thanking our employees.

“There is no silver bullet to long-term motivation; it is a combination of pay, work environment, learning and development opportunities and many other factors.”
ASDA also runs a scheme recognising colleagues for good customer service especially when they are hitting sales and targets this scheme is running at 665 locations and available to 177,000 employees. Data from June 2013 showed 68,856 employees having received awards with 41,828 recognised as ‘unique’ employees for making great or exceptional efforts. As colleagues work hard and hitting their targets they build up their star points and they redeem them with a variety of rewards. All this process is done through the ASDA Wal-Mart one system. 
1.5 Arguments for and against the impact of motivation on ASDA
· Higher staff restoration this will help my store to reduce the staff turnover and reduce costs of employing new colleagues which will sink the costs and the overall store performance will be great.
· Colleague Absenteeism could turn to the best minimum and will take the store to its highest productivity level.
· More innovation and creativity this where we could get colleagues coming with their own ideas which could include doing displays on promotional stock in the entrance of the store to attract customer attention and ways of boosting the sales.
· Higher Profits the motivation for the organisation could also lead to more productivity by employees and will help with on shelf customer availability which could lead to happy customers always returning to the store for their everyday items.
· A Better Reputation The store can achieve better reputation where colleagues are always happy to help and putting customers first always, as this is also one of our company beliefs.
· Appropriate reward Could be difficult for us to determine appropriate rewards or punishment as this can have a major effect on employees
· Ineffective Could be ineffective after a long period of time where management can’t always see what the employees are up to especially when the have a high workload and concentrating on meeting deadlines.
· Problematic can cause grievances between colleagues and managers if we are looking over their shoulders all the time.         
Arguments for and against motivation as an individual
· Colleagues will do their best to get rewards from the employer so will do their very best to complete all the tasks
· Employees will get overtime on a daily basis if they are recognised for their achievements
· Colleagues will work together and discuss more about work and help each other getting motivated
· Could lose motivation as an individual if there are no longer any rewards to work towards.
· Colleagues will do minimum work and other individuals will follow
Arguments for and against the impact feedback at ASDA
· Colleagues have an idea of their strengths and weaknesses and look at ways to improve on them which will help the company to meet targets
· Puts colleagues performance to a higher level what is right for the company
· Management could carry on doing their own work and trusting employees
· Negative feedback could cause more absences which could have a major effect on the store 
· There could be more disputes at work if feedback isn’t delivered the right way 
Arguments for and against feedback as an individual
· Feedback could cost the company money
· Takes time
· Getting employees to buy in
Arguments for and against the impact of feedback in an individual 
· Learning and development growth organisation could work with management to consider training and development for individuals 
· Improved morale high discipline in the store where everyone respects each other
· Increased job satisfaction colleagues happy in the jobs they do and always planning ahead 
· Building and maintaining healthy professional relationships
· Behavioural change
· Affect work and personnel life
· Could cause stress for individual
Arguments for and against the impact rewards have at ASDA
· Appropriate work atmosphere colleagues will be helping each other and motivate each other
· Great customer service colleagues willing to go the extra mile for customers
· Great communication between colleagues and management  being professional with each other and having fun whilst hitting targets
· Great relationship in the store Everyone has respect for the individual as mentioned in ASDA’s beliefs
· No rewards less motivation colleagues will decide to do minimum work not the extra mile
· Colleagues won’t work hard enough causing productivity going downhill which will affect the overall performance of the store
· Could cause bad working environment colleagues refusing to help one another and no relationships with management making their own life’s difficult and others
Arguments for and against the impact rewards can have on employees
· Devaluation underestimating the importance of the job role
· Addiction getting used to rewards where colleagues may not tend to perform without rewards motive
· Increased pressure without the rewards we would have to put pressure or watch over the colleagues shoulder to see their performance 
· Hatred towards others Colleagues will start hating fellow workers as they are always getting rewards whereas they are not receiving any rewards.
1.6 Performance management 
Performance management systems are activities and processes used in an organisation to manage an individual’s performance through the performance management cycle. On the cycle you have personnel and development planning performance agreement which involves the role definition, objectives, competencies’ performance improvement and personnel development. Then it’s the act of carrying out the role, implementing performance improvement plan, and implementing the personnel development plan, then the cycle Manages performance throughout the year, where managers would monitor performance, provide continuous feedback, provide appropriate coaching and deal with the under performers. Finally the cycle is used to review performance as managers dialogue and feedback, agree strengths and weaknesses looking at areas for improvement and even building on them. The cycle then begins from the start again. This cycle is still used at ASDA but it is forgotten about by the time colleagues get experience, it is more used when colleagues start to underperform so they then use bits from the cycle. 
Using the smart objectives I have learnt about I will identify 6 development needs for an individual at ASDA explaining the actions needed to take in order to achieve set objectives and identifying the budget and resources needed to the set objectives, finally I will explain the criteria that can be used to measure the attainment of the objectives.
The 6 development needs from my experience at ASDA for an individual would be:
· Time keeping Important to get the individual to work on time because if I don’t then the rest of the team will follow these bad habits.
· Attendance is a major concern at ASDA when colleagues go off sick they tend to take a lot of time off taking full advantage of sick pay.
· Team working is vital on the night shift because at the end of the day I need the business up and running for 6am in the morning ready for trading
· Strengths I find are important in an individual because you know exactly what area to put the colleague and you know the trust in that colleague to get the tasks done as soon as.
· Weaknesses I realise with my colleagues I know what isle I need certain people to go where they are close to me and I could keep motivating them to get the job done.
· Flexibility is a must on the night shift because you can’t plan when you come in on the night shift and people are off sick so you have to ring people in as emergency cover.
S = specific I would use the template BELOW to make it it straight forward, clear, challenging and understandable so that I could go straight to the point with the colleague and see the reactions and discuss the necessary motives.
M = Measurable I would take my time with individuals not doing everyone in on a night shift I will spread it out and do the performance development plan on the quieter nights this way I am not wasting too much company time, also I wouldn’t waste too much important time as I would need to replenish the shop for morning trading.
A = Acheiveable Challenging with the colleague but within limits because you don’t want to go down hard on them because it may cause them to lower their self esteem and that won’t help me nor the company, so I will need to make the colleague comfortable and give them the reasons for doing it and the fairness of the process for all the rest of the colleagues receiving the acheivemnets.
R = Relevant for company goals and objectives i.e. if the colleague isn’t working constantly towards the measurable case rate planner which we use to give us an estimate of what time a colleague should be finishing of the isles.
T = Time frame Giving colleagues a resonable time to complete their performance usually at ASDA would be 3 weeks if their performance was lacking constantly.
The verbal rating scale I would use would be :
Exceptional performance where I would recognise the colleague for exceeding expectations constantly and being a excellent team player who understands his job role and will be every success in the future.
Well-balanced performance where I would say the colleague meets the requirements of their job role constantly performing as they should be expected by the company.
Barely effective performance recognising the colleague as not meeting the job role requirements and where significant needs for improvement are required by the individual.
Unacceptable performance the obvious meaning the colleague is not at all meeting the requirements of the role, where the colleague would be showing no ability and shoes lack of commitment to performance improvement which I would of discussed prior to the performance review. 
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As a section leader I have experienced the above development needs as necessary for me running a shop floor on the night shift at ASDA. 
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