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Introduction
This assignment will define and evaluate several vehicle developments which can be used within organisations; in doing so, the most efficient methods can be selected based on a company’s personal criteria. Some key development vehicles include the likes of; motivation, engagement, performance management, learning organisation, appraisal, feedback, personal development, reflection and training. This essay will focus primarily on motivation, performance management, engagement and training. The second task will look at examples of organisations such as Kellogg, Tesco and John Lewis, whom are implementing these theories and how they are beneficial to companies and individuals. Task two will also discuss how these organisations still use Maslow’s theory to develop people in their company, while other companies continue to use Maslow’s theory.  
























Task One
Critically evaluative development vehicles available to an organisation appropriate to the development needs of individual.
The First theory will be motivational theory which will look at Maslow and use Kellogg as an example.  It will then move on to performance management which will look at AMO theory and use Google as the company. Engagement will look at Macleod and Clarke who developed a theory in 2009 and how John Lewis implemented the theory in their company. 
Motivational theories can be divided into two types.  One is content and the other is process. Content theories focus on what makes us motivated such as rewards and achievements.  Maslow focuses on this type of theory.  Process theories focus on how human behaviour is motivated, for example, triggers that make people feel the need to work hard or to act in order to fulfil a need (Bobo Kovak, 2016). Content theories are the earliest theories of motivation. Within the work environment they have had the greatest impact on management practice and policy.  Content theories are also called needs theories:  they try to identify what our needs are and relate motivation to the fulfilling these needs.  The content theories cannot entirely explain what motivates or demotivate us.
[image: ] (Tankonyvtar, 2018)

According to The NDA (2018), motivation refers to how committed and energetic a person or group is when performing a particular a task or role.  Motivation affects almost every aspects of business.  Motivated staff are more likely to get more done in less time which reduces labour costs. This means increased productivity for the business. Motivated staff work to higher standard of quality because they are passionate about what they are doing. In addition to this, they are often quicker to learn, and they contribute more ideas to the company. In contrast, unmotivated staff could have a negative impact on the business by lowering productivity.  Less motivated staff are also more likely to have more accidents in work and have a higher rate of absenteeism. 
One model that supports the theory of content motivation is Maslow’s hierarchy of needs.  Maslow’s theory recognizes hierarchy of needs from basic to self-actualization. This theory is seen in companies such as Kellogg and NDA (Nuclear Decommissioning Authority).
Maslow’s Hierarchy of Needs
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(McLeod, 2018)
Kellogg’s uses Maslow’s theory to initiate personal development in their company. The hierarchy has been established through competitive salaries (physiological needs), safe and healthy work environment (safety needs), operates groups ‘huddles’ (belonging), challenging and stimulating responsibilities(self-actualisation). These employees develop themselves in order to attain criteria and move to the next stage of hierarchy. 
One of the process theories is Goal - Setting theory (Locke & Latham, 1991). It is a practical and inspiring theory of motivation. The theory has been used in various employment from blue-collar workers to research-and-development employees. Ivancevich & McMahon (1982), Latham & Locke (2006), Umstot, Bell, and Mitchell (1976), all believe that setting goal is related to performance improvements. A very effective goals are SMART. A SMART goal is a goal that is specific, measurable, aggressive, realistic, and time-bound. Many companies are using goal setting in some form, including Coca Cola Company, PricewaterhouseCoopers International Ltd., Nike Inc., Intel Corporation, and Microsoft Corporation. 
Coca cola has five measurable goals they use to keep their brand successful, these include:
1. Focused on driving revenue and profit growth
2. Invested in brands and businesses
3. Became more efficient
4. Simplified their company
5. Refocused on core business model  


Performance management
Performance management is a strategic tool that includes activities which ensures goals are constantly being met in an effective and efficient manner. Performance management can focus on performance of an organisation, at a department, employee, or even a process to build a product or services. Performance management can be done though appraisals or measuring outcomes. Performance management can also be a strategic process to ensure that the goals of the individual, the team and the organisation are in alignment with each other (Hutchinson, 2013).
Bartel (2004) came up with the AMO theory. The AMO theory suggests that employees perform well and use their discretion when they have, Ability (appropriate skills and knowledge), Motivation (are influenced by reward/recognition, training and development, flexible working etc) and Opportunities (to demonstrate their skills, knowledge, expertise and ideas via team working, briefings).
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(Study Blue, 2018)
Companies implement the AMO theory to provide leaders with a management tool that can improve performance. If any one of the three characteristics is missing, performance is most likely to be affected. Additionally, it has been described as ‘empowerment enhancing’ (Paauwe & Farndale, 2017).
The AMO theory is used in Google. Google is a search engine be used to find information such as websites, pictures, maps and anything you can think off (Digital Unite, 2018).  Google as a company use ability performance management and coach their employee to succeed in their employment. Motivation is used within Google to create and achieve their own goals. Opportunity theory established in Google with a new style of setting goals, in addition to using the company objectives to obtain key results (Schneider, 2018). Google is one of the biggest search engines and it is used worldwide. Their success suggests that what they are doing in relation to performance management is working for the company. 
Engagement
Employee engagement brings together a range of concepts to keep employees engaged. These include job satisfaction, work effort and organisational commitment (Truss, et al., 2013).  Other engagement concepts include having shared purpose and increasing energy and ‘flow’.  Numerous definitions of these concepts exist, each with a different emphasis (CIPD, 2018). 
MacLeod & Clarke (2009) identified four key enablers of engagement. These are Leadership, Engagement line managers, Employee voice and Integrity.
Enabler’s of Engagements
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(CIPR Inside, 2013)
An example of a drivers of engagement method is used in John Lewis’s company. In terms of leadership, John Lewis have two sets of six managers in each of their sector. This is then diluted down to engagement line managers to monitor and train employees through the company ethos. Each employee is suggested in engagement groups that staff are available to create their own condition to which they are proud of. This provides staff with more responsibility and autonomy to develop greater job satisfaction and utilises the employee voice. One form of integrity for employee is ability to acquire the same shares as those in managerial post (Engage, 2018). 
Training
“Training is learning that is provided in order to improve performance on the present job” (Nadler 1984 cited in Fisher Chan, 2009). There are many types of training available for employees which are on-the-job training and off the job training (Tesco, 2018). On-the-job training includes; shadowing, coaching, mentoring, and job rotation or secondment. Off-the-job training is training given in specific new skills or developing employees in team-building, communications and planning.
 Training is an educational process which involves the sharpening of skills, concepts, changing of attitude and gaining more knowledge to enhance the performance of the employees. Good and efficient training of employees helps in their and knowledge development, which eventually helps a company improve (Khan, 2014). An employee should be trained for several reasons.  According to Chinese proverbs, ‘Give a man a fish and you feed him for a day; teach a man to fish and you feed him a lifetime’. This shows the importance of training someone to do an act for themselves instead of doing it for them.  Similarly, another proverb says that ‘It is better to know how to help yourself than to beg from others’.  In addition, other proverbs indicate how important knowledge is.  ‘Knowledge is the best charity’ and ‘to learn a lesson is a far better reward than to receive a gift’ are both proverbs that show the importance of knowledge.  Training is a good way to provide knowledge to staff (Herzberg & Herzberg, 2012). 
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(McPolin, 2009)


It is vital to train in an organisation because an organisation is only as good as the people who work for it. Employees need the knowledge, skills, attitudes and behaviour that will enable to do their jobs correctly (Robbins, et al., 2013)
“Tesco is the largest British retailer and is also the world’s third largest grocery retailer with outlets across Europe, USA and Asia” (Tesco, 2018). Tesco have over 2200 stores from Extra hypermarket style stores to small Tesco express high street outlets. As the company grew so has its workforce. The retailer has approximately 280,000 employees in the United Kingdom and over 460,000 worldwide. To serve its widening markets it needs flexible and well-trained staff that can recognise the needs of the customer.
Tesco offers its employees both on-the-job training and off-the-job training. On- the-job training includes; shadowing, coaching, mentoring, and job rotation or secondment. Shadowing is when a person already in the job shows the employee how to do it. Coaching is where a manager or designated colleague will help trainees work through problems and inspire them to find solutions. In similar way, mentoring is when a more experienced member of staff acts as an adviser. The final way Tesco offer on the job training is job rotation or secondment where the trainee has the opportunity of covering their target role, taking full responsibility on a temporary or limited basis.
Off-the job training is often more appropriate for training in specific new skills or for developing the individual, in areas such as team-building, communications (for example, making presentations), or organisation and planning. Employees need to attend external courses run by professional training organisations or qualified Tesco training staff. Staff training links up to the AMO theory as training provides ability which leads to motivation and can open up more opportunities.



Task Two
Critically assess the potential benefits to the organisation and the individual of personally developing individuals in the workplace.
This section will use examples from Tesco, John Lewis and Kellogg and Coca Cola to show how they motivate, engage, train and performance manage their staff. The aim is to show how these can benefit the individuals and the organisation as a result.
Motivate benefits to individual and organisation
Kellogg’s uses Maslow’s hierarchy of needs to motivate its staff. Every employee is to work through each of the pyramid levels. This provides positive effects for each staff and the organisation. Motivating helps to make employees more committed to the workforce (Business Case Studies , 2018).  After identifying the results of motivation techniques, Kellogg can make work a more enjoyable and interesting experience for its staff while creating a more productive, profitable and competitive business.
‘Coca cola is an international brand that employs more than 700,000 staff. The company has very specific practices in place to ensure that staff are motivated to do their best and feel like they have an important role in the company’s future’ (Dube Dwilson, 2017). Coca cola uses SMART theory to motivate their staff. The company offers different types of development programs to encourage and motivate staff. Functional developments let employees build job skills for their area focus, Peak Performance offers constant opportunities for employee rewards and development forums offer teaching opportunities. The employees are also given short-term assignments which give them a chance to work in a field different from their own, which can be different country or department. Coca cola rewards its employees by offering financial rewards to reach greater pinnacles. The staff gets tuition reimbursement, and the employees’ children can receive scholarship funds. Employee discount programs, free parking and car discount is also available.
A good motivated employee can be an asset to an organisation. Motivated staff are most likely to improve product quality or the customer service associated with a product, will produce better productivity, which can lead to lower units costs of production. Lower levels of absenteeism as the staff are happy within their working environment. Lower level of staff turnover, less likely for staff to leave the organisation, which the company will benefit to lower training recruitment costs. Improved industrial relations with trade unions and contented employees give the organisation a good reputation as a good place to work at, it makes employers easier to recruit best and able workers.
The benefits of motivation for individual are:
1. Need satisfaction, most employees joins an employment to fulfil certain personal needs, the motivation function of the manager helps fulfil and satisfy the fulfilment.
2. Job satisfaction is when employee’s needs are satisfied, they are on the whole happy.  In most cases managers are content with jobs that are challenging and involves creative thinking.
The benefits of motivation for an employer are:
1. Productivity is the effect of performance, it is recognised that proper motivation increases productivity.
2. Discipline is vital in any organisation. The self-discipline of an employee costs less and accomplishes much more than the imposed by the boss from above. Dedicated staff discipline themselves, they feel they further their own interest (Lin, 2007).
Performance management benefits to individual and organisation
Google is a multinational technology company with industry leadership in internet-related services and products. Since starting up the company in 1998 till now, Google has transformed many ways. But one thing Internet giant stayed committed to strive to keep employee satisfaction and engagement high. In 2013 and 2014 Google topped the list for Great Place to Work because of its commitment to its employees (Glassdoor, 2018).
Google, Amazon and Deloitte have replaced their annual reviews with performance management approach (Ets, 2018). There are many benefits of performance management, for example managers spend less time micro-managing employees, employees have greater autonomy.  Additionally, there are fewer misunderstandings and less confusion amongst employees. Performance management helps employees with development of their work and gives them more control over their career advancement, the staff feel empowered and engaged. For the company it increases performance and a more robust bottom line.
Engagement benefits to the Individual and organisation
John Lewis is a department store chain operating in Great Britain. The company is owned by 85,500 partners of John Lewis Partnership. This increases employee engagement because the employees own a share in the business.   Employee engagement has been implemented into management in John Lewis to improve performance and competitive advantage (John Lewis, 2018). Employee engagement has a very positive impact on individuals and the organisation as there are multiple benefits to both.  For example, incentives and rewards such as John Lewis’ partnership schemes are a good way to keep the best employees at the company. This will benefit the company as it keeps staff retention high and it also motivates staff to work harder. Hiring and training new staff can cost companies a lot of money, so it is in their best interests to keep the staff they have.  Motivated staff are more likely to be happy and productive in their work. This is beneficial to both employee and employer. 
Another example of a company that focuses on employee engagement is Marks & Spencer (M&S). The company has a team of individuals who work on making sure that there is a positive culture within the organisation and that the staff flourish.  This means that the staff are more passionate about their roles which benefits the individuals, and this in turn adds to the productivity of the company, which benefits the organisation (Exter, 2013).   
Training benefits to the individual and organisation
As mentioned in part one, Tesco is a global company in the grocery retail industry.  They use two types of training to help their staff, on the job and off the job. The business has flexible and structured to training and development, which is suitable to individual employees’ needs. This lets employees recognise their potential and desire to do bigger or different roles to take part in training to develop their skills and leadership capability. By training their staff it gives them the knowledge and skills in order for an employee to carry out a specific task or job. There are many benefits to training employees, it increases their sense of ownership in the business, they become more organised, productive and flexible and are better able to meet the needs of internal and external customer. The employees learn new skills and abilities in area such as decision-making, can empower staff, which makes them more effective (Tesco, 2018).
Training can improve organisation performance, profits and staff morale (Skills and Employment , 2018). Tesco can choose the skills their workforce gains, targeting skills to meet the needs of their operation for now and in the future. Training staff can result in better customer service, better work safety practices and productivity improvements and it demonstrate to their workforce that the organisation value them enough to invest in them, improving loyalty and staff retention. In return, staff retention is improved.
Evidence from Tesco suggests that these theories work. The success of the organisation shows that Tesco is the third largest retailer globally. The motivation of their staff and the implementation of the training has been proven to work. 
Tesco is just one workforce that uses training to benefit the organisation.  Most organisations have training opportunities for their staff, whether they offer in-house or on the job training, or send them on a course.  University of Wales Trinity Saint David (UWTSD) is another example of a company that offers many training opportunities for the various roles that exist within the company. 
Conclusion 
As seen above each development vehicles has a number of benefits for both Individuals and an Organisation. The task also shows that many organisations use variety of vehicles to benefit the employer and employee.

















Task Three
Develop a plan to meet the identified development needs and expectations of an individual
Personal development planning is an action plan for career or self-improvement.  The aim of the development plan is to set goals, reflect on experiences focus on awareness, create values, plan for improvement.  This can be for a personal development, career development, education or for self-improvement. 
The table below is a development plan for all staff working in the catering industry such as a café.  The objectives are particularly important for kitchen staff who handle food, but they are also relevant to all staff within the industry, such as waiting staff. 

	Objectives
	Measures
	Priority
	Support and development
Internal                   External
	Review dates
	Other comments

	
Improve hygiene in the kitchen




Improve 
Staff training 


Improve customer service


Operate new coffee machine


Improve staff relationship

Job satisfaction among team members  
	
Attend a hygiene course




Train staff 




Learn through trial and error 

Teach every staff to operate


Team building exercise

Challenge staff. Give them different roles
	
High 






High 




High 




Medium




Medium 



Medium 
	







Internal 




Internal 




Internal








Internal  
	
External 





















External 
	
4 weeks






4 weeks 




4 weeks 




6 weeks




12 weeks



12 weeks 
	
Check for course availability. Review progress in 4 weeks.

Review every 4 weeks


Review every 4 weeks


Checklist upon completion 


Organise outing for the staff

Review staff to see they are not getting bored of the same job


                                                                                                                                                 (UWTSD,2018.)
Improving hygiene in the kitchen is very important, without washing hands and kitchen tools, risk of diseases spreading easily.  Improving hygiene is a high priority as it is very important for staff to know how to clean and make the food place safe. Staff need to understand food safety to avoid food poisoning and prevent food spoilage or waste due to contamination. There are Health and Safety courses available for staff to learn about food and kitchen hygiene in Colleges.
Improving staff training is vital for café business. Employees must know proper food-handling practices to ensure food safety. All kitchen staff should know how to store certain foods at the required temperatures or the reason why they should wash their hands before cooking food for customers. Well-trained cooks should be able to handle food safely and prepare it well. This can be done through trial and error. A senior/experienced cook can train new staff in the kitchen.
Improve customer service is important as the atmosphere in a cafe and the friendliness of the staff towards the customers. The employees need to ensure the customers return and recommend to their friends and families. Most customers go to restaurant because they want to enjoy dinning in a pleasant atmosphere.  Good customer service is the key to customer satisfaction. A well-trained waiter/waitress for example, speaks to customers courteously or goes out of their way to provide them with special service. Such customer service becomes fond memory to customers and they are likely to return back. Customer services can be trained through trial and error, experienced staff can train new or existing staff in their workplace.
It is important for all staff to be able to operate coffee machines so that any member of staff can make customer drinks when busy.  This means that customers can be served quicker because they do not have to wait for one person who knows how to use the machine.   This can be taught by other members of staff within the establishment.  There is no need to go on a training course, but when new machines are installed, a representative of the company that supplies the machine will train up a few members of staff onsite.  These members of staff will then be able to train others. 
Improve staff relationship because they need to talk to one another, discuss ideas with each other. It is very important that employees share healthy relation with each other at the work place. All workers are human beings and not machine who can start working at a push of a button. They need to share their happiness and sorrows. An isolated environment demotivates an individual and spreads negativity around. It is important that staff are comfortable with one another and work together towards a common goal. There are several issues on which an individual cannot take decision alone they will need the guidance and advice of others as well. Work becomes easy if it is shared among all and it increases productivity. The organisation becomes happy place to work if the employees work together as a family. As for the café staff it will be good for all staff to go out and mix with one another to bond.
Job satisfaction among team members can be very beneficial to the café. Keeping staff happy help strengthen the café in many ways including: lower turnover, satisfied employees are less likely to leave. Increases productivity, employees who are satisfied with their job tend to achieve high productivity. Increased profits, keeping employees safe and satisfied can lead to higher sales, lower costs and a stronger bottom line. Loyalty, when staff feel the company has their best interests at heart, they will happily support its mission and work hard to help achieve its goal. They are also likely to tell their friends are family which helps spread goodwill.


Conclusion
The personal development plan, as used above, shows high priority for certain measures. For example, the reason why “improving hygiene in the kitchen” was a high priority for the business is because staff should be trained to handle food correctly and to keep the kitchen clean and safe. If the kitchen is not clean, then the café will not get a good food and hygiene rating from the council.
[bookmark: _GoBack]“Improving customer services” was high priority because all staff should know how to handle all customers, ranging from difficult customers as well as regular customers.  Good customer service ensures a good reputation and fulfilment of a customers need, ensuring customers return back and then also recommend the business to friends and family. Poor customer service would cost organisation customers and therefore profit.
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