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Introduction
The objective of the report is to create a case study which will examine the areas of motivation, training, development and reward as it pertains to the workplace of a chosen organisation.  The report will critically discuss the meaning of the terms and the theories which support each element.  The report will include a Personal Development Plan (PDP) to outline the steps required for the subject to achieve their set goals.  There will be discussion around whether or not a PDP is useful – backed by research and examples given PDPs can differ dependent on an individual’s goals and what level of the career ladder they are attempting to reach.  Finally, all points will be summarised and a conclusion reached as to the validity, usefulness or relevance of these factors of achievement in the workplace. 
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1. Company Profile – Mercer Ltd
Marsh McLennan (https://www/marshmclennan.com) is a global provider of professional consulting services across a number of industry sectors (mmc.com).  The head office is based in New York.  MMC employs 81,000 colleagues worldwide and has annual revenue of $19 billion (Mercer.com).  The MMC business has a number of subsidiary businesses which bring their business offerings to global clients.  The Mercer business is one such subsidiary.
The Mercer business is also a global business and has 25,000 employees in 43 countries but operates across 130 countries (mercer.com).  Mercer is concerned with advising on health benefits, retirement income, investment and the acquisition and retention of talent (mercer.com).  As part of their consulting services, Mercer produces reports and white papers which put forward insights and points of view on current topical issues to help their targeted audience of Chief Executive Officers, Human Resource leaders, Chief Financial Officers and Pension Trustees
2. Engaging Employees

Employee engagement has become an increasingly important part of ensuring an organisation is able to retain employees and reduce turnover.  Low engagement of employees can affect performance and in turn, affect the revenue of the organisation.  Employees must feel involved and relevant to the company in order for them to work at their best.  Drivers of engagement which help employees to feel connected to their role and the organization include: responsibility, development opportunities, feedback and support.  According to Deci and Ryan (1985), competence, autonomy and psychological relatedness are some the factors which motivate employees.  The next section looks further into one of the elements of engagement, which is motivation.
3. What is Motivation

When we speak about motivation it is a word that can be used in a variety of ways but fundamentally, it always means the combination of factors which drive the individual or team forward towards our goals.  There are two types of motivation, extrinsic and intrinsic.  Extrinsic motivation refers to factors which are external to an individual for example rewards or money.  Intrinsic motivation refers to internal factors e.g. personal satisfaction such as taking care of personal responsibilities.  Although you may probably expect that these two factors would be different or opposite to each other, an article written by Bénabou and Tirole (2003) refers to evidence which suggests the two can conflict with each other.  This suggests it is necessary to consider both intrinsic and extrinsic factors behind what motivate an employee.  According to an article by Wiley (1997), data from surveys taken between 1946 and 1992 show changing employee attitudes so what motivates them and their motivations have become more extrinsic. 
3.1.  Motivation Theories

Motivational research carried out by theorists has given rise to a number of theories.  These theories can be further broken down into groups.  This report looks at a content theory (focusing on individual need) and a process theory (cognitive processes) (Parijat and Bagga, 2014).  Among them are the Herzberg’s two factor theory (a content theory) and the Expectancy Theory by Vroom (a process theory).  
This organisation has a review process in place which is aimed at engaging with employees by ensuring the tasks they work on align with their personal ambitions and where they would like to go in their role.  The focus is very much intrinsically dominant in that it places importance on the achievement of goals and moving to the next career level - which would give them personal satisfaction.  There is also an element of extrinsic motivation in that achievement of these goals should mean financial reward.  However, the financial reward element was not always achieved in the experience of the case study.  
4. Question 1 - Critically discuss the different motivation factors that organisations should use to develop employees for the future and evaluate the Role and the importance of Employee Motivation in Performance Enhancement using your chosen organisation
Traditionally, the focus of employment has been to earn a salary or wage to allow the employee financial freedom, therefore, reward has played an important role.  However, employees are now expecting more from their job role and/or career.  This company uses a motivation system based on the Vroom expectancy theory.  This Vroom theory focuses on Individual effort, performance, reward and achievement of personals goals (Parijat and Bagga, 2014).  Effort, performance and reward are tied together in the process and the employee was encouraged to rate themselves based on how well they believed they had done throughout the year.  However, the level of effort and the individual’s performance did not always align with the expectancy of reward leading to low morale and the feeling of failure on the part of the employee.  These types of feelings led to a reduction in performance.  Therefore, it is important to ensure the organisation is using a suitable model to ensure employees work morale and performance is not affected.  This organisation could benefit from the two factor Herzberg theory which focuses on both factors which are extrinsic and intrinsic.  The Herzberg theory (dual factor theory) was published by Herzberg, Mausner and Snyderman in 1959.  The theory relates to Maslow’s Hierarchy of Needs and looks at two factors; motivation factors such as achievement, recognition, the job role, responsibility, advancement and the possibility for growth.  The other factor is Hygiene factors; company policies, colleague relationships, working conditions and salary (Alshmemri et al.,2017).
The benefits for the organisation of using Herzberg’s two factor theory would be greater satisfaction of the colleague as the organisation would be taking a broader view of the employee’s needs rather than focussing solely on pay and reward which has thus far left the employee dissatisfied.  The benefit for the employee would be a feeling of being a bigger part of the organisation than just a paid employee which would mean better performance, job satisfaction, a feeling of financial security and also loyalty.
5. Question 2 - Critically evaluate the importance of training and development in your chosen organisation and how it supports employee satisfaction and business performance

What is meant by the term “Training and Development”?  Darwinbox (2021) defines the terms as learning activities to enhance employee skills and knowledge.  There are many other definitions and almost all speak to the improvement of skills and knowledge.  Training and development has become a very important part of organisational operations.  This view is supported in a research paper written by Khan et al. (2017) in which it is concluded that training and development has a significant effect on the performance of organisations.  The case study organisation in this paper has a series of training events targeted at every level of employee, from intern to consultant to ensure they continue to improve their skills within the role.  Employees are encouraged to contribute to the company strategy and this helps to ensure the employee feels involved and that they matter within the organisation.  There are set training sessions available as well as “on demand” which employees can become involved in if they have an interest in another area of the company.  
6. Question 3 - Critically evaluate how reward makes an impact on organisational performance using your chosen organisation
In a CIPD factsheet, the definition of reward is given as “Financial provisions made to employees, including cash pay, and the wider benefits package (such as pensions, paid leave). It can also include wider provisions for employees, with the term ‘total reward’ sometimes used to encompass non-pay benefits” (Cotton, 2021 )  .Rewards to employees encompass salary and other incentives given by the organisation.  Reward is an extrinsic motivational factor but for some it can be intrinsic in that, for example, the receipt of a salary may help the employee to recognise a personal goal such a caring for their family.  Reward is usually thought of something monetary and reward is definitely a driver towards performance within this organisation.  The organisation offers a pension scheme, healthcare scheme, health and wellbeing options and other benefits which can help an employee manage their lives outside of the workplace which in turn helps to ensure employees are healthy and happy. Employees are offered performance based incentive rewards which are tied to their pre-set goals, the levels of which are dependent on whether their roles have a financial target.  The more elements of the goals the employee is able to complete, the greater the reward.  There are different levels to the financial reward.  As well as the financial, there are also non-financial recognition and acknowledgement rewards which recognise outstanding performance, long service or bringing new ideas to the company.   Although employees enjoy the financial rewards, recognition of doing their jobs well throughout the year rank highly in importance.  For this purpose, there is a system of continuous feedback which involves seeking feedback throughout the year.  Colleagues are encouraged to give and seek feedback regularly to enable everyone to stay on track with their performance, make changes if necessary and receive recognition for the things they are doing well.  If properly managed and continually implemented as prescribed, this level of reward can have a very positive effect on the workforce.  The reward system falls down when it is operated differently to how it has been prescribed.  For example, if an employee receives continuous praise for their work and all targets are met as expected yet they do not receive the expected level of recognition or reward, this can cause a lack of confidence in the reward system and in the motivation of a colleague to perform at their best.
7. Personal Development Plan (PDP)
According to Lejeune et al. (2016) lifelong and continuous learning are pivotal to an organisation’s support of their employees.  Personal development plans are intended to help ensure an employee knows which direction their career is heading and to keep their career journey on target as well as make changes as their experiences and aspirations change and evolve.  A personal development plan has been created for the case study employee based on a SWOT (Strengths, Weaknesses, Opportunities, and Threats) for the individual. The role of this individual is an analyst in the investments department.
7.1. SWOT

	Strengths 
	Weaknesses(int bad)

	· Clear communication skills

· Problem solving and troubleshooting

· Supporting of colleagues
· Financial investor knowledge
· Data capturing

	· Oral speaking 

· Sharing knowledge
· Time management


	Opportunities (ext good)
	Threats (ext bad)

	· Completing next level of skills matrix

· Learning more about MS365 and it’s use in sharing information
· Learning opportunities on the job and externally

	· Constantly changing technology and platforms used

· Managing stakeholders involves a lot of meetings and presentations which is one of my listed weaknesses

· Potential threat to project due to time management

· Many other colleagues doing similar roles


Personal Development Plan
The colleague in this study has been working as an analyst for approximately 2 years in this organisation.  They would like to be able to move to the next level which is Senior Analyst and had hoped to do so within a year of being in the role. However, it became apparent that the colleague did not have enough practical experience across the company and his experience was in fact limited to only one department.  In order for him to progress, he would need experience outside of his department and more knowledge of the company.  The below plan outlines what steps he should take to help achieve his goals and the timescale he should set himself to reach them.  The timescales are not rigid in the sense that he could achieve this sooner than stated however, he should aim to ensure he does not go beyond the recommended end date.
	
	Barriers to success
	Actions/Next Steps
	Success measures
	Timescale

	Goals
	
	
	
	

	Become a Senior Analyst

	Learning opportunities – mostly on the job
	Find opportunities to learn on the job

Take on self guided learning


	Proficiency in senior analysts tasks and ability to work with minimal supervision
	1 year

	Improve data capturing skills

	Availability of latest technology
	Get involved in using the latest data capturing techniques
Speak with manager to have latest software added

Take on training for managing the software
	Improved data with varying levels of insights 
	1 year

	Work with colleagues outside of own department

	This is dependent on workloads in other departments 
	Add your name to the opportunity platform to show you are available
	Proficient and knowledgeable on work being carried out in other departments
	1 month to add to opportunity platform.
1 year for proficiency


8. Conclusion

The information in this report shows that this organisation has a good balance of motivating and engagement factors.  However, it is essential to ensure that no employees can “fall through the cracks” due to incorrect application of the goal-setting, performance and reward process.  The correct setting of goals should not be scrutinized and applied just as carefully as the end process of awarding recognition.
It is clear that colleagues in the company are engaged through having the ability to contribute to the company’s strategy by giving opinions via regular colleague surveys, submitting ideas through a colleague ideas submission platform and by feeding back to leadership on things which aren’t working through various internal channels.

The Training and Development offerings are wide reaching and encompass all colleagues at all levels.  It is possible to obtain training related to your role and also access training which is delivered “on demand” in subjects which you are interested in.  The company allows the opportunity for employees to build a matrix of skills by working across the businesses and departments of the business.

Work-life balance is another important factor and which colleagues are encouraged to embrace.

This report therefore concludes that the study organisation has a good balance of training, development and reward structures in place and the opportunity to progress are wide.  All these factors serve to ensure motivation is high in this place of work.
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