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Main Findings

Task 1

According to Surbhi. (2015), development is a long-term or continuous process for an individual to improve their personality and attitude, so they can focus toward growth and face challenges. Also, according to Kevin. (2019), development focuses on existing employees whose interests and goals are to climb up the ladder to the next position in the company. Development focuses on open objectives, which can be changed or completed according to new demands of the company. Development is an individual program of self-learning process undertaken by professionals. (suggested by game learn 2019). Within the development there are different methods that organisations use, such as Motivation, Employee Engagement, Performance Management and Training. Theses method help the employee stay focused toward their goal and improves the organisations productivity.

Motivation

According to Business Dictionary (2019), motivation is an internal and external factor that provides desire and energy in individuals to stay interested or committed to a job or subject and help toward achieving their goals. Also, motivation is a driving force that allows as to perform tasks where there is some personal benefit. Motivation comes from wants, if there are no wants, then there is no need to perform tasks and motivation is not needed. 
Badubi, R. M. (2017), suggest most organisations small or big uses motivation theories to motivate their employees and to achieve organisational goals. The whole idea of motivations is to provide job security, nice working conditions, for the employees and loyalty, belonging and commitment towards the organisation. The most applied theories within organisation are Maslow’s and Herzberg’s model of motivation. According to Armstrong (2006), the different between the both theories are – Maslow’s theory focuses on human needs and their satisfaction. On the other hand, Herzberg’s Theory shows that differences in the workplace can provide job satisfaction or dissatisfaction and relies on reward and recognition. Maslow’s theory is divided in to need and growth of an individual. However, Herzberg’s need of individual is in two parts such as Hygiene and Motivator factors. In Maslow’s theory the unsatisfied need of an individual performs as the motivators, but in Herzberg’s theory, only higher-level of needs are known as the motivators. As a result, the aim of theses theory is to provide motivation to improve the performance level of employees. Herzberg’s theory is an introduction to the Maslow’s, but they are supportive to one another. Although there is some reservation such as Armstrong (2006), states that there was no effort made to find relationship between satisfaction and performance for Herzberg’s theory. On the other hand, Denning (2012), states that Maslow’s theory missed out on social connections and collaboration. Without connection and collaboration there is no survival. 
According to MindTools (2019), motivation benefits individuals because motivated people adapts to change easily and show positivity towards their work and there will be less absence’s with improved performance’s. Furthermore, Chad (2019), suggest motivation can benefit the individual because it provides the need satisfaction, job satisfaction, discipline, productivity and help with the learning process. Also, motivation benefits the organisation because it allows managements to achieve company’s goals, increases productivity, stay committed to job, improves efficiency. (suggested by Inside 6q, 2019). According to Lumen (2019), A critical element of any business for success is motivation which focuses on productivity, helps to find a better way to finish tasks, helps to be more quality-oriented and helps to achieve high level of output for the organisations.  
Business case studies. (2019), suggest Tesco uses Maslow’s and Herzberg’s theory of motivation throughout the company by communicating with the employees to motivate them through internet newsletters and has meetings with employees to tell them what is happening daily. Tesco also uses training and development needs to motivate employees. By doing that it shows recognition of employee’s and then rewards them. Motivation benefits Tesco because it allows to deliver high level of customer service through its skilled employees. The implementation of motivation theories has helped with Tesco’s productivity and with customer service, as a result Tesco has opened their branches around the world. Tesco recognised, to increase innovation and growth within the company, motivation is the key factor. 

Training

According to Buckley and Caple (2000), training is a process to overcome any shortfall in performance of the employees to the job. Generally training is a short-term process which focuses on providing the employees with necessary skills need to perform the job according to the company’s policies. Training can be done on-the-job or off-the-job. Training improves business performance, profit and staff morale.  Skills SA. (2019), suggest training helps the business stay ahead of their competitors by providing up-to-date skills and knowledge. It helps to keep up with changes like the latest technology’s, providing training shows businesses values their staff therefore, employees stay committed and attract new talent. 
According to MBA (2019), the theory of Reinforcement suggests that at the end of a training programme there should be a positive outcome in line with the organisational objectives. Furthermore, an argument can be made that there are different techniques available in human practice related to training programs which this theory fulfils. If an organisation provides different type of rewards like bonus, salary rise and certificates after the training program, then it will show a positive outcome. Also, the employees will show more interests in the training programs provides by the organisation. Bandura (2019), suggest Learning theories is basic material in training activities. This theory relates to how the mind works and on human behaviour that influences learning. Application of this theory helps to provide effective training and enables the employee to make decision where they can apply them to achieve organisations objective. 
According to Frost (2019), training benefits the individuals because it helps the individuals to improve their performance and understand the responsibilities within the job role. Improve employee satisfaction and morale, provides security within the workplace, shows they value the employees and makes them feel more satisfied toward their jobs. Training provides the employees to strengthen the skills, which needs improving. furthermore, Hudson (2019), states that training benefits the individuals because training increases motivation, helps in decision making, problem solving, gives confidence, provides opportunities for promotion, better job satisfaction and helps to create good relationship with management. On the other hand, training also benefits the organisation as well. According to UK Essays. (2018), training benefits the organisation because when organisations implement training programs it helps with the productivity and come up with new ideas for products and projects. Training increases organisations reputation and profile which attracts new recruits who wants to improve their skills that relates to the new skills of the organisation. Training also reduces employee turnover because employees will stay committed and will not change employers. 
According to UK essays (2016), Tesco uses training programs to satisfy customers needs and to achieve business targets as well as to support business growth. Tesco identifies training needs based on targets achieved and by identifying gaps between skills and knowledge before starting the training. Tesco uses on-the-job and off the job, shadowing, coaching, mentoring and job rotation training to improve employee’s performance. which then helps with business growth. According to Business Case Studies (2019), training benefits Tesco because it provides business growth, provides good quality of customer service and trains the employees to tackle business related task in a professional way. On the other hand, UK Essay (2016), suggest there are some drawbacks such as- huge amount of money is spent on trainings, difficult to focus on a specific market due to increase in organisational growth worldwide.

Performance Management
 
Performance Management is a process which focuses on how to maintain and improve the employee’s performance which relates to an organisations objective and makes sure the employees contribute with a positive attitude toward organisations objectives, (suggested by CIPD 2019). Furthermore, Armstrong and Murlis (2007), states performance management is a process that relies on regular feedback, 360-degree feedback which is a new feature, reviews, agreement, measurement and dialogue. Performance management focuses on future performance planning and is an important part of reward system through recognition and identifies opportunities for growth.
According to Agarwal (2011), there are two theories that can be used for performance management, and they are The Goal setting theory and Expectancy theory. Salaman Etal (2005), states Goal theory was proposed by Edwin Locke in 1968 and this theory refers to the effects of setting goals on individual’s performance. This theory helps the individuals to follow their goals and improve their performance or adjust theses goals until they are achieved. Research of Edwin Locke showed the individuals who set specific and difficult goals perform better than the individuals who set general goals. Salaman Etal (2005), also states that Expectancy theory was proposed by Victor Vroom in 1964 and this theory assumes individuals are going to select their behaviours depending on the outcomes they expect as a result of those behaviours. Vroom also realised that employee’s performance is based on individual’s personality, skills. Knowledge, experience and abilities. The different between them are that according to Business Ball. (2019), Vrooms Expectancy theory separates effort, performance, outcome and focuses on assumptions that the employee expects to receive rewards and pay for their efforts. If the employee’s focus is on the result, then the employee will be motivated to work for it. In this theory employee believes effort will result to performance, performance will result to outcome and outcome will result in satisfaction. On the other hand, Goal setting theory works differently. Go Strengths. (2019), explains this theory relies on clarify, challenge, commitment, feedback and completing tasks. If the employee is told that there will be rewards along with the salary, then a set of goals must be set. This theory motivates employees to work hard to achieve good work performance for the reward that are meaningful to them. According to UK Essay (2016), These theories are connected to each other if the goals are based on rewards of individuals performance. Both theories focus on the importance of making sure the employees make decision but in a different way. Expectancy theory relies on the need to join performance outcomes to rewards that employees want. Goal setting theory relies on the need for approval by employees of the goals.       
Performance management benefits the individuals because Lessard. (2017), states it helps to improve employee effectiveness, by having regular assessment between managers and employees where they come together to plan, monitor, review goals, provide feedback and individual contribution towards the organisation. Using feedback in performance management helps the employee to recognise what skills they need to develop, it fulfils the basic need of recognition and value, which can lead high self-esteem and high performance and reward the employee for good performance. However, Patricia (2015), states there are limitations of performance management and they are – time, which can take hours in writing performance management and meetings with employee for review. It can discourage the employee if the process is unpleasant. Also, managers can be bias toward employees.      
How does Performance management benefit the organisation, according to OPM (2019), performance management helps the organisation to rise individual’s performance, looks at continuing employee and supervisory growth, also expands general organizational effectiveness. Performance management helps the organization to plan development programs that relate to organizational goals and design a reward system. Identifies job performance factor which need to be achieved. Also helps to identify organizational mission, values, vision and strategic goals. Mack (2019), also comments that performance helps the organization to divide the employees between capable performers, under and over performers. It also helps the manager to analyse and compare employees which relates to organizations goals. However, according to Mack (2019), there are some disadvantages and they are – wrong guideline, if the organisation chooses the wrong guideline to assess the employees, then it can provide a performance management process which will affect the organization’s objectives and goals. Low morale – if the organization has several promotion opportunities and a specific number of employees, then the employees will focus where they fit in the ranking instead of the job-related duties.
Performance management is used well in google because they understand the importance of motivating their smart employees with the right vision and provide enough freedom for their ideas to improve and become the next big thing at google. The main reason why performance management works well at google because of its simplicity. Also, everyone at the company can access the performance data easily, by doing this google increase’s its status and keep employee engagement on track, (suggested by Impraise blog 2019).

Feloni. (2016), suggest Facebook uses performance management to recognise, acknowledge, and appreciate employees who do excellent work. Also, to makes sure their employees are getting feedbacks from other employees who they work with regularly. According to Mourdoukoutas (2016), Facebook has performance review twice a year and has rating process that helps the managers not to be bias. These rating are linked with bonuses and compensation. Facebook encourages employees to ask for feedback so the employees can improve their performances.
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Appendix

Performance Management
According to UK Essay (2018), Performance management is a method of developing, applying and assessing the work of employees. So, organisations can achieve their goals and objective. The performance management process is Role profiles, Objective setting, Measuring performance and assessment, Performance planning, Development planning


Performance management at google

Armstrong. (2006), suggests, Performance management at google is customized to provide great results for google.

According to UK Essay (2018), first google identify a group of peer reviewers for each employee where there are co-workers that are junior to them. Google has number rating system, where each employee gets rated in the scale of five points, and from needs improvement to superb, this is done semi-annually. Impraise blog (2019), states the peer reviewers are told to ask one thing the reviewee should do more of and one thing which can be done differently. Then they get feedback from the peers where the managers look at the peer reviews. Each manager is asked to justify their decisions to each other because when giving feedback on reviews it does not become bias. At that point managers are told about any possible problems to the feedback which can exaggerate an employee’s most recent performance. In the next step by keeping these possible problems in mind the managers decide on the outcome of an employee. The outline of theses assessment is shared semi-annually which are compared to the set of samples to explain the evaluation. Employee than gets to know about their compensation but it is decided separately from the evaluation takes place during the review, because google keeps pay discussion separate from peer feedback. So, google can provide the right kind of motivation to their employees, where they can expand and contribute to Google's success.

In conclusion it shows that Performance management is used well in google because they understand the importance of motivating their smart employees with the right vision and provide enough freedom for their ideas to improve and become the next big thing at google. The main reason why performance management works well at google because of its simplicity. Also, everyone at the company can access the performance data easily, by doing this google increase’s its status and keep employee engagement on track, (suggested by Impraise blog 2019).

However, UK Essay (2018), suggest there are room for improvements such as - for the manager to overcome bias decisions more easily, then they need to have more regular feedbacks between peers because there will be hard copies of employee performance over a period. Also, by implementing solutions google can engage its smart employees in a much better way and provide them with full ownership of their own development.


Armstrong, M. (2006). “Performance Management: Key Strategies and Practical Guidelines”. 3rd Ed. London: Chartered Institute of Personnel and Development.

impraise Blog (2019), ‘Performance Management at Google – Impraise Blog – employee…, [online]. Available: at https://www.blog.impraise.com/360.../performance-management-at-google-360-feedback, [Accessed 25, February 2019].  
UK Essay (2018), ‘Google’s Performance Management System – UK Essay’ [online]. Available: at https://www.ukessay.com/.../management/performance-management-strategy-at-google..., [Accessed: 25, February 2019].


Facebook

According to a case study which has been written by Dr John Sullivan, states that Facebook believes in openness where there are no locked doors or no meeting in progress signs around. The belief of openness clearly reflects the way company assesses its employees. At Facebook employees have two performance reviews every six months. The first one is an online review application where employees can regularly give and receive feedback. The second one is the formal review which uses the results of the regular feedbacks, it does not matter if the feedback is positive or negative. The purpose of that is to understand the employee’s motivation and growth opportunities. At Facebook at the feedback stage employees are well prepared before having a performance review with their managers and employees are given success metrics along with their results.

Facebook also has a performance summary cycle where employees obtain peer feedback from 3-5 peer reviews in a two-week time scale. Employees than write a self-assessment and a manager assessment. After that managers read all the peer feedbacks and the self-assessment to decide on a performance assessment or a rating of an employee’s performance over the six months, which will help in deciding whether it is the right time to promote the employee.

In conclusion it shows that Facebook is a strength base organisation where leaders find employees strengths and places according to their abilities. Facebook also has a guideline on what percentage of employees should be at each level, and if hard conversation needs to happen then they will happen. Employees like to work at Facebook because they like being challenged everyday so they can do their best. They also get regular feedback because they can grow into their strengths and continue to improve and develop. Encouraging feedbacks strengthens busy workforce because employees will focus towards something more than an income or bonus.

Impraise blog (2019), ‘Facebook likes continuous feedback – impraise Blog – Employee…’, [online]. Available: at https://blog.impraise.com/360-feedback/facebook-likes-continuous-feedback, [Accessed: 25, February 2019].



 
Training
According to Surbhi. (2015), training is a short-term process put together by organisations where an individual can learn new skills and knowledge for the job required. Getting paid while learning is called training. However, development is a long-term or continuous process for an individual to improve their personality and attitude, so they can focus toward growth and face challenges.

Kevin. (2019), explains training and development are two different process but they both provide value to employees and to the organisation. Training mainly focuses on equipping employees who are new to the job or a position they need to perform the job.  However, development focuses on existing employees whose interests and goals are to climb up the ladder to the next position in the company.

Training and Development are often used together but there are differences between them - training is about the present where an individual faces challenges straightaway and educates them for a short time, it could be one day, one week or one month.  On the other hand, development is all about the future, which is long-term that could take months or years and helps to focus toward a goal or the next position.
Training focuses on the tools and skills of the company. Development focuses on building a successful professional career.
Also, training focuses on the job role and specific objective where they learn personal skill or new protocols made by the company. Development focuses on open objectives, which can be changed or completed according to new demands of the company.
Training is done by groups and taught by an expert. Development is an individual program of self-learning process undertaken by professionals. (suggested by Leslie 2000).


Motivation
According to BusinessDictionary (2019), motivation means, internal and external factors that provides desire and energy in individuals to stay interested or committed to a job or subject and help toward achieving their goals. Herzberg’s also explains motivation is a driving force which influences individuals’ behaviours. These behaviours can help employees quickly move toward a better goal-oriented behaviour. 
There are several theories of motivation. These theories try to explain why people behave the way they do and gives advice on factors so employers can get the best out of employees in their work commitment. I will be talking about Fredrick Hertzberg’s theories.
According to                                        Fredrick Herzberg’s theories has two factors of motivation where it explains what employees find dissatisfying and satisfying about their jobs. The two factors are hygiene factor and motivators. When the hygiene factors are absent at the workplace it can lead to dissatisfaction at the job. However, if the workplace environment is fully catered for to satisfy the workers in their job than it can provide satisfaction and lead to higher motivation. 
Hygiene factor can be known as maintenance factors, these factors are not directly related to the job but the conditions they are surrounded in. these factors dissatisfy employees when they are not present and does not build strong motivation, (Gibbs 2000). Hygiene factors are not direct motivators but is needed to maintain satisfaction and focus toward motivation. 
Motivation factor is a need of growth and recognition. The absence of these factors does not show dissatisfaction but when present the motivation level is strong and show good job performances, therefore, they are called motivators.
Mindtools (2019). Suggest Herzberg’s factor that lead to job satisfaction are separate from job dissatisfaction. Therefore, removing dissatisfaction in the job will create calm workplace without motivating them to improve performance. The element related to job dissatisfaction are called hygiene factors, when these factors are looked at properly then employees can be motivated by focusing on satisfaction factors like achievement, recognition and responsibility.

Motivation is internal and external factor that provides desire and energy to stay committed to a job or a subject and help to achieve their goals. (Business Dictionary, 2019).
The hygiene – motivational factor suggest that employees are motivated when they are faced with challenges. (Mindtools, 2019).
Hygiene factors are not direct motivators, but it is needed to maintain satisfaction and focus toward motivation. (Gibson, 2000).

High hygiene + high motivation = employees are highly motivated and have few complaints.

High hygiene + low motivation = employees have few complaints but are not highly motivated.

Low hygiene + high motivation = employees are motivated but have lot of complaints.

Low hygiene + low motivation = unmotivated employees with lots of complaints. 
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