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INTRODUCTION.

This report will be focus on the company Primark. It will be answering three questions. First, it will be to explain the meaning of training and development at Primark, the world’s biggest Primark, impact on Business and employee satisfaction. It will be discussing changes within the company from 2011 till 2021, but also the training that came along because of the changes. It will be discussing the benefits of training for the organization but also employee satisfaction, commitment and motivation that increases with training. Criticism about training the company's employees and other factors to consider.
The second question is how reward impacts on organizational performance in Primark. It will discuss the diverse types of reward’s, not only financial but also others like recognition. This report will explain the rewards that Primark gives to the staff. There is a link between rewards and productivity. It will also discuss some criticisms about training for employees and the company. It will then go on to critically discuss reward’s, and how they can impact an organization’s performance of employees. The impact of rewards on employee’s, and the distinct types of reward’s Primark have in place. It will then go on to talk about the negative impact rewards can have on employees.
The third and final question of the report will be critically discussing the motivation factor’s that organizations should use to develop employees’ and its importance for organization. Also, the actual method’s the company Primark uses to motivate its staff. The report will refer to the Herzberg theory, Maslow’s theory and criticisms of these theories.
And finally, it will include a swot analysis and a personal development plan for an individual working at Primark, and areas to improve for career purposes.



(PART 1) (Q1) Training and development impact on Business and employee satisfaction

Training can be defined as ‘’ the process of learning the skills that you need for a particular job or activity. (Collins Dictionary February 2021) Development is defined as ‘’the process in which someone or something grow’s or change’s and becomes more advanced’’. (Cambridge Dictionary February 2021) Training in any organization aid’s employee’s and staff with learning and developing key skills that would be beneficial for any organization. There are many types of training designed to grow many skills such as computer skills, training in the workplace practice, supervisor or management training, new work practice’s following new government outline’s e.g., covid social distancing rule is etc. Training could also include be how to deal with a tricky customer or tricky situation so that it does not affect the company. Training is used to improve skills, and many can be trained in the same skills or a different one. Systematic training should be conducted specifically to meet our needs. It is given by trainer’s and it is monitored. This has a set of four stages: Identifying learning need’s, plan training, implement training and evaluating training.
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Primark opened the world’s biggest store, there was new equipment used by staff such as headsets to communicate, this helped locate the item’s quicker, which increased profits. Also, the changing room’s take in item’s is now 20 items’, this saved time for customer’s creating a joyful experience, and in doing so increased profit. Other training was the ‘’TUCK N ROLL’’ method. This was scanning tags and then clothes rolled in with the hanger. The method saved time and a more satisfied employee, therefore job satisfaction. Primark trained employees is using modern technology applications to communicate with HR called MY WORKDAY which is used by businesses globally. Previously employees would have to use paper forms at work to fill out any holiday’s, now they can book through the app and now pay slips can be viewed via the app. Brown and Read (1984) ‘’workforce and training plans were said to be constructed in the same context and by the same process as business plan and viewed in direct relation to it’’. All training is important just as much as a business plan itself. Primark’s role is to identify the gap in the skill’s and develop staff. They can do this through organizational learning, individual learning, workplace learning, self-directed learning, E-learning, and coaching and mentoring. The learning can be both formal and informal and can also be blended learning.
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(Moodle accessed 24/03/21)
The method’s used by human resource management for developing staff, direct training whilst working. This can be completed by the employee by giving the tool’s, whilst under management watch. At Primark, the new tills had new functions. No longer had a customer service section for return’s instead all staff were expected to be able to process a refund/exchange at any till point in store. This saved customers’ queuing up for returns in one section of the store. Employees gained more skill’s, increased engagement, commitment, and productivity. Customers also had better shopping experiences, and a boost in profits. Primark develops staff by switching employees to different department’s enable’s staff to gain skills, increase product knowledge, price is, what is available in the store. The advantage of systematic training increase’s confidence, knowledge of products/services and tools they need for the job. Primark also offer’s training courses for retail level 2 skill’s, supervisor, and management positions. ‘’Successful companies' know that the talent management process needs to have broad ownership-not just by HR, but by managers at all levels, and make recruitment, succession planning, leadership development and retention of key employee’s their top priorities'.’’  (2012, GUNTER K. STAHL ET AL) There is also transferring learning, it helps make work easier and deal with any problems along the way. Just in time training, by giving the employee’s immediate work and tasks. This helps develop skills on the go and is very quick. There is another training course called bite-sized training this involves short training activities. The criticism of this systematic training is that not all the managers etc. are trained even to b be able to teach skills to another group of people. The training that was given in Primark was usually rushed as they are such a busy store, usually a 10–15-minute training time. Training in the job is usually by taking staff aside causing low productivity in the business. Other factors need to be considered to measure training satisfaction of employees, such as the training itself, are there enough career opportunities, do they find the training work challenging, the appraisal system. 


(Q2) HOW REWARD MAKE’S AN IMPACT ON ORGANIZATIONAL PERFORMANCE AT PRIMARK
Reward is defined as ‘’ a thing given in recognition of service, effort or achievement.’’ (Lexico March 2021). Previously it was seen that a paycheque was more than sufficient for reward so that an employee is happy. More recently reward strategies' have been introduced, to create higher employee satisfaction and thus increase in business performance. This can be given in many ways. ‘’Reward management is concerned with the strategies', policies' and processes' required to ensure that the value of people and the contribution they make to achieving organizational, departmental and team goal’s is recognized and rewarded.’’ (Moodle March 2021) Reward management is not only pay but also recognition, opportunities' etc. The goals of this reward management are to increase productivity, to support business goals. Reward staff for the creativity they bring to the company. This helps to make sure the right skilled employees are with the company. The idea behind the reward’s is to give motivation for employees to perform well, to create competitivity, and to create a fair environment. ‘’Reward strategy will be characterized by diversity and conditioned both by the legacy of the past and the realities' of the future.’’ (Armstrong and Murlis (2007) They explained that the reward was based on organizational beliefs and values. 
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Factors of reward can be paid, employee bonuses, certificate’s, recognition which are non-financial rewards, skill’s development, or sometimes even intrinsic reward. They are used to increasing commitment but also employee engagement. The Towers Perrin model has a mixture of four quadrant’s and is used to set up a reward system. Pay is a reward at the top, with non-financials at the bottom.
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The extrinsic motivation factor’s that Primark use’s is extra pay per hour for those that work over 36hours a week, this increase’s motivation, and profits for the company. Schuler and Jackson (1996), ‘’the connection and relationship between rewards, motivation and job satisfaction of employees have much significance to success of both public and private sectors.’’ There is also a quarterly reward bonus for staff member of £250 in Primark store voucher's, this also help’s increase productivity for the company and keep high performance of staff.  Staff also receive a 10% discount on any store purchase. Other types of intrinsic motivation of reward included recognition such as mentioned in the monthly newsletter. Survey's that were conducted by till staff which helped collect feedback on staff performance, those with good customer service would receive certificate’s, chocolates, and some vouchers. Other rewards were career advancement opportunities for those recognized as being able to manage team’s or supervise. To ensure employees are developing careers for their own personal fulfilment but also for the company. All these methods of reward help create a competitive workforce in the Primark working environment. They are used as a driving force of motivation to increase productivity, performance and thus driving the company to higher profits and success. The rewards are also used to attract and motivate new employees. Ali and Ahmed (2009) ‘’there is a statistically significant relationship between reward and recognition respectively, also motivation and satisfaction’’.




Criticism of this is that it can create conflict and not everyone is recognized for their effort’s might go missing or unnoticed. Many compete and do the work and only a few are rewarded and recognized. Rewards can be costly for the company, to give employees. Also, some staff, once they receive the reward, may go back to working at lower levels of production as they are satisfied with the reward. Rewards are some cases that are not enough, they are budgeted according to what the business can afford. Also, the survey’s might not be a true reflection of opinion if for example they are in a bad mood and take it out on till staff by scoring low marks on the survey, or on the other hand if the survey say’s cash prize is if you complete a survey a customer might just fill the survey with high customer service rating’s just to win the prize shown on the survey. The survey does not provide feedback between staff and customers so it could be biased, and staff may miss out. ‘’The interesting part come’s when were already intrinsically motivated by something and someone tries' to apply extrinsic rewards to it’’(Craig Thompson 2017), therefor reward’s can also be a distraction for staff and therefore effect individual’s motivation.











(Q5) CRITICALLY DISCUSS THE DIFFERENT MOTIVATION FACTOR’S THAT ORGANIZATION’S SHOULD USE TO DEVELOP EMPLOYEE’S FOR THE FUTURE AND EVALUATE THE ROLE AND IMPORTANCE OF EMPLOYEE MOTIVATION IN THE PERFORMANCE ENHANCEMENT USING YOUR CHOSEN ORGANIZATION.

Motivation is defined as ‘’ the driving force behind the energy required to complete a task, a lack of motivation will give rise to a lack of driving power behind completing a certain task’’. Abraham Maslow (1954) set out in his Content need’s theory, that employees are motivated by a need something lacking, and they turn into goal’s that motivate people. In his hierarchy everyone starts at the bottom with the lower need’s once these are met, they move up the hierarchy. Maslow’s hierarchy had five levels. It starts with physiological need’s, safety need’s, belongingness and love need’s, esteem need’s, and self-actualization. The criticism of this theory is that once needs are met, they are no longer relevant, and another reason is now for motivating that individual. No real measure of satisfaction, the theory assumes satisfaction means more productivity and thus moving up the hierarchy. The need’s theory is very simplistic. People want to feel valued at work and for what they do.
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Maslow (1987) also later said that freedom in the workplace also motivated people to improve job performance. ‘’1) Freedom to communication, 2) to judge colleague, 3) to catch information related to their careers, 4) to research to promote their works, 5) to commit in workplace, 6) to state themselves for getting promotion at works, 7) to be honest, 8) to be in a team within the organization’’. He said freedom has created a sort of satisfaction and thus an increase in productivity.
In Herzberg’s two factor theories (1957) he said there were two reason’s that motivated an employee intrinsic motivation’s ‘’ refer’s to engagement in behavior that is inherently satisfiable and enjoyable’’. (Legault (2016) The second reason for motivation is called extrinsic motivation, such as pay and work conditions. He looked at factor’s that affected job satisfaction and the factor that caused dissatisfaction. Employee’s that were satisfied were so because they were recognized, this helped growth and advancement. Employee’s that were dissatisfied were due to supervision, working conditions and low pay. He also stated that fixing dissatisfaction would not create motivation in the individual. He named the first group need’s Hygiene Factor’s which are pay related, company policy, supervision, working conditions and Worklife balance. The second need’s group as Motivator Factor’s achievement, recognition, challenging work, opportunity, promotion, and growth. He said that one need was met on each side, but this was not at the same time. He also stated that hygiene factors are not used to increase satisfaction and thus motivation, but to reduce dissatisfaction. But if the motivator factor needs were met then this would create motivation as they are higher needs.
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(Physcology Dictionary 2013) Primark is responsible for motivating employees to achieve company goals. The report has covered training/development, this will aid employees with the knowledge and skills they need for the job's role. Aswell as intrinsic and extrinsic motivational factors. Other factors such as good working conditions, such as the Primark company, allow maternity, paternity pay and leave of work. They also allow 28 working days off work annually if paid holiday, so Primark has met the Hygiene needs. They offer a variety of work to employee’s and often get employees to work in other departments, motivating them to get a different, even challenging work complete. They also offer chances to fundraise charities throughout the year by taking part in bake offs and fancy dress, this motivates individual’s is by bringing community well-being into work. It also help’s staff raise spirit is a sense of enjoyment, something different at work for the day which also aids in motivating staff. They also reward staff through quarterly £250 voucher’s, promoting staff to higher position’s such as supervisor’s and management thus giving them recognition and promotion this increase’s motivation in the workplace by meeting the higher needs as Herzberg has stated. It is used by many companies' such as JD Weatherspoon's and other food outlets. Dwight D. Eisenhower’s statement, “Motivation is the art of getting people to do what you want them to do because they want to do it”. By appealing to both the extrinsic and intrinsic factor’s this creates a motivated employee which is an essential driving force, which will increase productivity for the organization. 
Criticism of this theory is that this theory give’s the illusion that everyone has the same need’s when in fact we all have unique needs. Salary has been criticized as not everyone works for money, and it could be on both sides. Money motivator is a short-term motivator and will not last long. Herzberg also assumes that an increase in productivity must mean employees are satisfied. This is not always the case, there could be other variables. Herzberg fails to measure the level of satisfaction. The motivation of employee’s also comes from the managers’ and needs to be consistent. Other theorists like Latham and Locke (1979) (MOODLE) focus on goal’s more, if management and employees agree on goal’s and receive regular feedback this would increase motivation. Other theories’ Vroom (1964) expectancy theory is based on effort that achieves performance; acceptable performance will lead to reward. 




Porter and Lawler (1968) (MOODLE) say that reward must follow work is done and must be a valuable reward and worth it as not all rewards are seen as worth it, some are small reward’s budget based by company so not all employee’s will be motivated by it.
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SWOT ANALYSIS
SWOT Analysis is an analysis method used to evaluate the ‘strengths’, ‘weaknesses’, ‘opportunities’ and ‘threats’ involved in an organization, a plan, a project, a person or a business activity. (The Journal of International Social Research 2017)

	STRENGTH’S (INTERNAL ADVANTAGE’S)


	WEAKNESS (INTERNAL AREAS FOR IMPROVEMENT)

	· Been with the company 10 year’s.
· Knowledge and experience within retail environment.
· Customer service experience.
· Till operating processing transactions.
· Problem solving 
· Challenging work is completed.
· Aable to work under pressure.
· Motivated to complete goal’s, task’s set.
	· Have not worked up to supervisor or management positions.
· Need to be more assertive.
· Leave work at work, maybe be more involved out of work time.

	OPPURTUNITY (EXTERNAL SITUATIONS TO APPLY TO YOUR ADVANTAGE’S)
	THREAT (EXTERNAL RISK’S)



	· Identify the needs to grow and develop managerial skills.
· Currently studying management leadership programme, to aid management/supervisor skills.

	· Covid 19 pandemic, has had a shutdown business effect.
· Retail industries are being sold.
· Increased unemployment.
· At risk in the retail industry as its non-essential.







PERSONAL DEVELOPMENT PLAN TO MOTIVATE INDIVDUAL’S AT PRIMARK

‘’A popular tool to support and enhance continuous learning is the personal development plan (PDP)’’. Beausaert. S.Et al 2013


	Training, learning and development needs.
	How will this be achieved?
	Target Date
	Evaluation What was learnt?
	Evaluation of how much difference has this made.

	Workplace Training.
	Create learning in the workplace, by creating activities and training.
	June 2021
	Monitoring the progress of the activities and training.
	Ask for feedback from individuals.

	Experimental Learning
	By doing something practical in the workplace and checking if new ways of working are applied.
	July 2021
	Check out the progress of practical activities in the workplace, by allowing individuals to demonstrate new skills.
	Check the effectiveness, so any further improvements can be made.

	Planned learning experiences.
	Planning out a pattern of experience to gain skills and knowledge of that role with higher responsibilities. This will be completed with a specific learning outcome, with a mentor to make sure individuals are given the right experience.
	August 2021
	Check out the progress of what has been learned.
	Ask individuals about the experience to find out what knowledge has been retained. If there are any gap’s complete further experiences.

	Enhanced, Workplace Learning
	This could be done through coaching, online e-learning, and more formal training.
	September 2021
	Monitoring through quick quizzes and questionnaire forms.
	Get feedback from the individual’s or watch them work in this area and monitor how they are working using new skills.

	Self-directed Learning
	This is when employees at Primark will set their own learning goal’s. They will also manage how they be achieved.
	October 2021
	Has the individual been able to monitor their own goal’s and manage learning strategies?

	What skills were learnt? Can they be demonstrated through job responsibilities'?

	Self-managed Learning
	This is completed by recording any achievement and planning any actions for any goals they must improve skills in the job role. If they want to develop into higher role’s such as Supervisor or manager, how will this be achieved?
	November 2021
	What have the recordings shown? Has there been any improvement in key development areas? Are they getting more skills required for supervisor and management roles?
	Have they been successful in self-directed learning?

	Individual Personal Development plan’s
	These are especially useful; they can aid an employee by setting out targets of what and how they would like to see their career progress.

	December 2021
	Has effective plan’s been put in place by individuals?
What were the outcomes. Have they been able to achieve the targets of pdp?
	What are the next steps in the pdp to follow? Has their career progressed?







Conclusion
The findings of this report regarding the training and development of an individual are clear. It is in the best interest of the organization to train and develop employees to give them to correct tools and skills. This gives them knowledge and motivation thus increasing productivity for the drive of the business profit. There are many types of training and development, the company can use various methods to aid and support Indvidual's. The second question covered in the report discussed rewards, financial and non-financial. It looked at the total system’s reward. It discussed how rewards are used as a motivation vehicle in the workplace, increased productivity, and commitment of employees. A reward is given for recognition or achievement, this is something that can be an extra for employee’s, this increase’s competition with employee’s and can drive a business further. The third question was relating to motivation and the factor’s organizations should use. Report finding’s suggested that Herzberg’s Hygiene and Motivator factors are still relevant in today's workplace but not in all workplaces. The theory still holds value and is used by many successful companies like JD Weatherspoon’s. A swot analysis and pdp plan have been included to enhance continuous career development for employees at Primark.
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