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Introduction:
Employees play a vital role for an organisation’s achievement and it is possible only when the employees are willing to go extra mile for the organisation. That’s why it is vital for an organisation to maintain a good relationship with the employees and take extra steps to motivate them to attain the organisation’s goal. Where, putting employees’ development process in place is one of the most important keys to achieve the success by motivating and making the employees loyal to the organisations. According to Randhawa, G (2007) ‘The organisation’s inclusive employee development plan, people long term career planning and development programme should be taken side by side. Because, after hiring an employee its look like the development function is completed once he/she is trained and appraised, but in realistic the individual abilities and organisation’s requirement do not remain same’. The term employees’ development can be defined as a process of increasing the knowledge, skills, and capabilities of employees through various training or coaching sessions. There are various development vehicles available for an organisation such as; motivation, employee engagement, performance management, training, learning and development, feedback and reward, leadership and management development. However, to fulfil the requirement of this assessment this report will be produced to reflect on 3 tasks; Critical evaluation of three development vehicles that are available to an organisation and can meet the individual’s development needs, critical assessment of the potential benefits of these development vehicles to the organisation and the individual by using the McDonald’s fast food company as organisational example, and develop a plan using three examples to meet the identified development needs and expectations of an individual. 
Task 1; Evaluating the three development vehicles:
As we have seen in above there are various development vehicles available for the organisation, where using those depends on organisation’s size, nature, type etc. But the purpose of fulfilling this assessment requirement three development vehicles will be discussed here such as: Motivation, training, and leadership and Management. Also, these three development vehicles are being used widely and have significant role and most appropriate to the development needs of the individual.
1.1 Motivation;
[bookmark: _Hlk16075796][bookmark: _Hlk16077396]As I mentioned earlier that organisation achievement depends on its employees and if they are willing to go extra mile for the organisation. In general, obviously highly motivated employees will go extra miles for the organisation where they will see their own benefits are depending on organisation’s success. However, the term motivation can be referred to the reason or purpose behind someone does something or accomplishes any specific task. According to Brown, V, L. (2007) ‘Motivation refers to initiation, direction, intensity and persistence of behaviour.’ That’s why an individual will start to behave toward the right direction if he/she feels the fact behind to do it. However, an individual can be motivated two ways. Motivated by him/her-self which know as intrinsic motivation. Such motivation come from job role like degree of involvement and engagement with the job. For example, a manger in McDonald’s is motivated by him/herself to achieve the targets as being highly involved with the company operations and take the pride of being success by achieving the targets. On the other hand, there is some factors that make an individual motivated like bonus, incentive, rewards, recognition and promotion etc. this also known as extrinsic motivation. For example, McDonald’s make its employees motivated and engaged by implementing schemes, not only with the organisation rather with its rewards and benefits provision. (Crawford, R. 2015).
However, in the matter of common sense, an organisation will prefer more on intrinsic motivation as it will be more cost effective on providing extrinsic motivation with incentives, bonus, rewards etc. But not many employees will be motivated by their self, even if a high number of employees are motivated by their self it will definitely not for long. That’s why an organisation needs to take extra steps to motivate its employees’ other ways rather than only expecting self-motivated employees. Also, the unlimited needs and demand of human being play significant role to focus on extrinsic motivation. Now, the question is how an individual can be motivated or what factors can motivate an individual. That’s why various motivational theories been developed by various scholars to find the reasons that an individual can be motivated. For the purpose of making this report comprehensive the most well-known and widely used motivational theory of Maslow’s Hierarchy of Needs will be discussed here. 
[bookmark: _Hlk14351496]The Maslow’s Hierarchy of Needs was developed by Abraham Maslow in 1943 is his paper called “A Theory of Human Motivation" (Dr. N. Jerome 2013). Where, Maslow described the needs in a level or an order that which needs to be fulfilled first and which one is at last. According to Maslow’s Hierarchy of Needs theory the first needs to fulfilled is linked with physiological needs of food, water and shelter need to be fulfilled first. The second level needs can be linked with social like, safety, security, freedom, friends, family, love, achievement, recognition, respect etc. The last level of needs can be linked with personal as an individual look for self-actualization. The social needs can be linked with an organisation’s culture, where fulfilling these needs may motivate an individual to be effective in workplace. However, to make it clear the different level of needs identified by Maslow’s can be presented in the following graph 1. 


Graph 1: Maslow’s hierarchy of needs.
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[bookmark: _Hlk14354067]Source; McLeod, S. A. (2007).

Maslow specified that people are motivated to achieve certain needs and when the first need is satisfied a person chases to attain the next one, and so on. According to McLeod, S. A. (2007) Maslow’s hierarchy of needs model consists of five stages which includes; 
1. Needs of Biological and Physiological: The first or basic needs of people are the needs of biological and physiological that an individual wants to attain before anything else. food, water, air, cloths, shelter, sleep, sex etc.
2. Needs of Safety and Security: After fulfilling the basic needs, an individual look to achieve his/her next needs of safety and security like to get protection, ensuring security, role of law, and stability etc.
3. Needs of Sociological; At the stage of social needs an individual looks for building relationship and friendship, making family and love etc.
4. Needs of Self-esteem and self-ego: Once a person attained his basic and social needs, he/she look for get status, independency, respect, achievements, and recognition etc. 
5. Needs of Self-Actualization: The last stage of Maslow’s hierarchy needs an individual feel or realises his/her personal potential of creativity, for inner talent, increase experiences and look for personal growth. 
The above needs described by Maslow have significant role for an organisation to motivate it employees. But Maslow’s hierarchy needs need to be fulfilled in an order, but in realistic the level of needs doesn’t follow in the order, that’s why the imitations of this model arise.
Critical assessment of Maslow’s hierarchy of needs:
One of the major criticisms of Maslow’s hierarchy model is that the needs are arranged in an order, where all the needs need to be fulfilled in the same order as the basic needs to be attained to go on the safety and security needs. But in real world there are some areas around the globe where people are able to make family, relationship and friendship even their basic needs of food and shelter is not fulfilled. 
Also, there are some people attained the self-actualization even their other needs not fulfilled. Like some authors and scholars living in the poverty.
There are various cultures around the globe, also people don’t have same level of physiological and sociological needs. Where Maslow’s assumption was same culture, physiological and sociological needs for every individual.
1.2 Training:
[bookmark: _Hlk16124116]The quality and efficiency of work depends on the skill, knowledge and experience of the employees. That’s why the importance of training arise, where an individual can provide sufficient out put once he/she is well trained. Not, only that but also the employee will be enjoying performing the task if he/she knows how to do it. The term training can be referred to a process or activities of learning through a systematic way or planned event. According to Sahu, R.K. (2009) ‘Training is a planned experience which, through a process of learning with the help of some facilitators, bring about a development of knowledge, upgradation of skills, or turning the attitude leading to change in observable behaviour.’ The training can be related to manual training, company polices and procedures, supervisory, management, personal and interpersonal skills.  Also, the training is required in an organisation. Because, generally almost everybody needs training before performing any tasks that he/she didn’t accomplish before, in a workplace various skill are required by many employees, an individual can’t gain the knowledge and skill by him/her-self that is required to perform the job, some of the task may be complex or need specialized personal. 
However, it is essential for an employee to get the accurate training related to the role that the person can work effectively. That’s why it essential to put a systematic training method in place that the training can meet the actual needs, specially designed, and planed. Which can be done through the training cycle. According Foot, M. and Hook, C. (2008) the training cycle consist of 4 stages which are shown in the following graph 2.

Graph 2: The training cycle.
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[bookmark: _Hlk16126857]Source: Foot, M. and Hook, C. (2008)

[bookmark: _Hlk16122971] Stage 1: Assessing needs:  First of all, it is vital to find if the training is needed or what causing the problem that target are not achieved. It could be procedures or people not following the correct steps to complete a task. Also, it could be the person is missing skill or knowledge to perform the role effectively. According to Dewan, J.M. (1999) ‘Establishment of training needs is one of the most important steps in the training process. Where training needs mean the gap between actual requirement of the job role and the capabilities of the person for the role.’ Once the training needs is identified it is essential to identify what sort of training is required or sufficient like. Practical training, E-learning, off the floor training, on the floor training etc. In the analysis phase the job role is analysed by making a list of what task or duties need to be done to perform the job role. From the list of tasks, it is identified what skill, knowledge and attitude needed to perform the job role successfully. To attain those identified elements a plan for training is required.
Stage 2: Planning the training: In the second stage of process training are planned through choosing the techniques and facilities will be used during the training session. Location of the training session will be taken place. Selecting the trainers for the session.
Stage 3: Carrying out the training: At stage 3 of the training process the training is implemented or deliver by selected experienced or trained trainers.  
Stage 4: Evaluating the training: At last stage the evaluation of training done to find out how effective or useful the training session was. The evaluation should be done in every stage of the process to find out any issues and solve it straightway. The evaluation is done by seeking feedback from the trainees about the training session to find out if the session is relevant and useful to their job role and what can be done to do batter next time. 
Critical analysis of training:
As the training needs varies by the organisation and person, there for the process of training cycle will not be the same. For example; in McDonald’s if an employee taking risk with food safety he/she need to go under training straightway, where there is no time for plan a training session or any issue with the health and safety must be dealt with straightway. 
Training session may be useful for an individual to increase the knowledge, but the question is how capable the person is to learn everything that been planned in a training session. Some may pick up quickly, some may not, also some may remember the training, and some may forget what ever learnt. 
According to Allan, B. and Lewis, D. (2006) ‘workplace realities may lead to surprising challenges for participants wanting exploit the flexibility of e-learning technologies.’ That’s why some people will like a planned training session, some may want to learn trough e-learning whenever they feel free and more relaxed. 
Also, the trainees may find difficult to transfer the learning into the real work life if the training is not practical but only theoretical or off the floor.
1.3 Leadership and Management development:
It is essential for an organisation to have qualified managers with both managerial and leadership qualities to achieve the success. That’s why the leadership and management development program can make sure that an organisation has enough managers to manage and lead the team with both managerial and leadership skills and knowledge. Despite the leadership and management need to be presented in every single manager, still the meaning of both terms is not same. Where leadership involves in leading the team through inspiring and motivating people to achieve the organisational goal. According to Morgan, P (2017) ‘A leader is some one who has followers.’ He also mentioned that a leader should have the following qualities or skills;
- Vision; developing future idea or plan which is beneficial for the organisation.
- Influence/persuasion; Get the job done by motivating the team to achieve the organisation goal.
-  Directing: making the team energetic that the tasks get completed effectively. 
- Challenging: Keeping the team engaged, motivated and interested in the job role.
-  Communicating: Have the ability to negotiate, listen, communicate clearly what need to be done by when, and build commitment. 
[bookmark: _Hlk15580172][bookmark: _Hlk16201475]However, the term management can be referred to process of controlling a group of people, getting things done by people, planning and controlling the business to achieve the organisation goal. According to Daft, R, L, Kendrick, M, Vershinina, N (2010) ‘Management is the process of planning, organising, leading and controlling the organisational resources to achieve the organisational goal effectively and efficiently’. It is also required for managers to have qualities or skills to perform the job role. According to Bagad V.S. (2009) ‘Managers need sound knowledge base and key management skills to develop business agenda or carry out various function of the managerial task.’ He also identified three managerial skills such as:
· Technical skills: Reflects on expertise and understanding the specialized job. Ability to perform technical tasks and can solve technical issues. Also, ability to pass this technical knowledge to the team.
· Human skills: Also known as interpersonal skills. Ability to work with others and control the team by motivating or influencing with the behaviour.
· Conceptual skills: Ability to maintain the interrelationship between different department in the organisation. Also, the ability to plan for organisations development.
However, above discussion differentiate the both leadership and management but it is essential for a manger to have both managerial and leadership abilities to achieve the organisations success.  


Critical assessment of leadership and management development:
The leadership and management program have the positive impact on managerial role and their performance too. The development programme can ensure the boost of productivity. But the question arise here how effective can be this development plan in real scenario. Where a manger is expected to have those qualities and skills beforehand.
One hand it will motivate the managers but on other hand it may upset them when it come for training with other department Like; offering a senior manager of production department to go for training under a junior manager of marketing department, if the organisation have not sufficient of trainers available for all level management. 
Leadership development program concern with mentoring, coaching, changing the culture and team building etc. On the other hand, manage concern with improving the performance for present role, making ready for future role, and increasing the leadership skills. Where both leadership and managerial skills need to be within a manager. So a manager need to look for increasing the skill of leadership as well managerial, where some may get confused and find difficult to adopt it. 
Task 2: The potential benefits of these three vehicles;
There are potential benefits to the organisation and to the individual of using these development vehicles. First of all, an organisation looks for achieving the success through increasing the productivity, where employees look at their potential benefits of working hard. By motivating the employees through bonus, rewards, recognition, incentives etc. an organisation can ensure work efficiency. For example; McDonald’s is achieving its success as employees are highly motivated as they are being offer various, bonus, rewards for achieving the targets and on top employee discount in the store also for other shop through ourlounge.co.uk (Crawford, R. 2015).
Also, providing appropriate training will increase the capabilities of employees will ensure the efficiency at work. For example, In McDonald’s majority of employees have multi skills where they can work on till, making food and drink, serving customer at front, also in drive thru. As majority of employees can work in different station or in area like kitchen, till, drink area, drive thru area, the company doesn’t need to spend money on hiring more employees and training them for specific job role, also it put positive impact on individual career progress as a chance to get promoted by learning all the required skills. 
Same as above, in McDonald’s every single manager are accountable to operate the multimillion store form the respective position. That’s why the company spend a lot of money for managers development program. Where its secure the company’s operation and increase the potentiality for an individual manger to go more higher level. 
Task3; Plan to meet the needs and expectation of an individual:
In above discussion there were three development needs were identified such as motivation, training, and leadership and management. Where this development needs can be applied individually to meet the expectation and development needs of an individual. Following table graph 3 can be used to make the plan successful.

Graph 3; Table of individual development plan.

	Development
Needs
	Explanation
	Time frame
	Consequence 

	Motivation
	Which motivational needs need to fulfil?
	When and how long
	How it will affect the organisation or the employee.

	Training
	Is the training needed and what training need to be given.?
	When the training should be completed and for how long?
	How its benefits the employee and the organisation

	Leadership and management development
	How many mangers needed? Who can be promoted or hiring from out-side?
	When needed and is it permanent or temporary?
	What will be impact on employees and organisation?



On above table first development needs for some one could be motivation. For example, some one could be stressing for not having enough money to pay bills, where it will be affecting to be attentive at work. By using this table the elements of making this person motivated can be identified and taking corrective action by analysing the impact on business and the person will ensure both parties are happy. 
Again, some one could be confused with new role, machinery, or technology.  For example, the fast food company McDonald’s uses various kind of technologies from tills, kitchen even controlling the stock (McDonald’s 2019). Now, it is not possible for an employee to know everything from before that’s why a training plan is needed. Using the above table an individual training needs can be identified and take plan accordingly that can benefit both employees and the company. 
Also, an organisation definitely will need to hire or promote manager at some point of business. Where an existing employee can be promoted as manager. But the question is as a manager does, she/he have the all the qualities? That’s why it is essential to increase the skills and capabilities of the manager. That’s why using the above table will help to make a manager development plan easily. 
Conclusion:
It is very difficult to hire the employees who are loyal, motivated and can go extra mile for the organisation, but it is also more challenging to keep those employees who are already in the organisation. That’s why it is essential for an organisation to keep its employee engaged with the organisation, where they feel valued and motivated to go extra mile for the organisation’s benefits. That’s why the employees should be motivated from his job role and by the employer too. Again, increasing the skills and knowledge will make the job easier for the employee where they will be enjoying working for the company. Also, an individual development plan will ensure the development of an employee, where they will feel valued, secured, and motivated and will go extra mile for the organisation. 
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Maslow posited that human needs are arranged in a hierarchy:

"It is quite true that man lives by bread alone — when there is no bread. But what happens to
man’s desires when there is plenty of bread and when his belly s chronically filled?

At once other (and “higher”) needs emerge and these, rather than physiological hungers,
dominate the organism. And when these in tum are satisfied again new (and still “higher”
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