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[bookmark: _Toc45472093]Introduction:
The dependence on the global culture has created opportunities to engage global talents and with it making a better workplace for the people has become a focal point for the global firms. Different organisation are trying to understand better the right procedure to influence the workplace for most productive employees in the organisation. Steers and Osland (2019) pointed out that they have seen the growth of women productiveness in some nations for proving themselves in the male-dominated world. The way of improving, the workplace and the motivation system for attracting global employees are in deep research for organisation growth. Here the discussion is on the same sets aim to understand the behaviour inside the organisation. Different individuals have different need to form the organisation and understanding the need is the key to creating successful human resource management. The discussion is based on presenting the workplace motivation factor in with the organisation Radisson Blu.  
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Development vehicle to enrich individuals

The most common approach for developing individuals are based motivating and feedback program. The same concepts have been targeted here for the insights.

Motivation: 
Motivation is the process of influencing people from different activity to align with the organisational goal. Motivation helps the leader to get better output from the fellow members resulting better situation in the organisation. Mikkelsen et al (2017) discussed two different ways of motivation to know as intrinsic and external motivation where they find out both have different ways to maximise individual capacity towards work. They went for the crowding theory similar to Herzberg theory and find it out there is no standardised policy because it highly depends on the perception of the employee to that which fact will more effect on them. Ferraro and Briody (2017) focused on the culture to understand the nature of the people and organise the culture of the people so that they pay heed to equally motivating factors.
[image: ]
Figure 1Maslow's Hierarchy of Needs (Simplypsychology.org. 2020)
Jonas (2016) enlightens with a regression analysis about the factor for developing performance including compensation, leading style and job characteristic. While working with the insights Maslow theory of need, have prioritised the factors like compensation, job characteristic and leading style, which falls within the first three-stage of developing the needs. Being a part of the team and being recognised by them has given a positive impression to increase productivity. Jonas (2016) explained the leadership change as an important factor because sudden change creates shock with the authority and the communication build with the last leader can create a slow performance to cope up with the new information. Different leadership styles are admired by different organisations for making their suitability and changing situations can change the leader’s process of leading. Employees need to be flexible so that they can easily develop fast in the changing situation of the leaders. Porter et al (2016) emphasised on self-efficacy involvement to motivate the employees to make them understand their worth through creating a relation with the organisation. Self-efficacy falls in the last section of the Maslow theory of need. 

Commitment:
In case of Commitment, the intrinsic value of the employees is mostly focused because employees who have are more likely to learn has a better chance of taking the organisation ahead and build a better career for themselves (Andersen et al, 2018; Mikkelsen et al, 2017). People’s commitment comes from growing interest and passion for working. People who are well developed and eager to learn has more flexibility to change with the situation. Rigidity is harmful not only for the organisation but for the employees. Au et al (2019) pointed out that Organisation or the employees who are unable to track down and accept the change will have less chance to grow and so the other ones will replace them. Without commitment, no individual will be able to sustain inside the organisation. According to Odor (2019), organisational thirst for learning is the process of creating knowledge that will strengthen organisations ability to perform well with the human resource and create with the internal stakeholders. From their interest, they take responsibility to get new experience and make their experience better. 
Mikkelsen et al (2017) described that the organisation should be proactive about the hiring strategy rather than managing as a reactive strategy. He added that the organisation should fix a strategy for their workplace to make their employees more efficient and effective in their actions. A set of categories or questions should be asked to know about the priorities and customised strategy can bring commitment form them.  Giving credit for the work plays a sense of reliability and responsibility inside employees. Explicit knowledge can be easily transferred into employees but tacit knowledge needs experience and link between is ensured through the organisational experience achieved by knowledge management. Giving authority for projects and the outcome of the success of the projects ability to influence their career brings commitment from the employees.


Reward:
There are different sorts of reward programs like compensation and benefit, getting experience through training and getting recognition for the work. Kanaslan and Iyem (2016) brought the problem of presenting so many factors that confuse the employers and bring high cost and a long period of measurement.  People are performing for the job so their needs to be satisfactory compensation for their time and skills. When organisations are not able to meet the skills with the compensation the retention rate of the employees gets lower. Transparency needs to be maintained so that they can ensure that they are having the satisfactory programs without discrimination. Exchanging positions for skill development with senior employees has a rewarding effect to feel the scenario of the organisation from a better level. Context and clarity in the feedback with a soft approach that presents more appraising thing can reduce any conflict and create an understanding of the actual places where one can grow.

The different reasons help to keep employees engaged with the organisational goal focus but the organisation has to take proactive and reactive measures for establishing the system. He explained how the process of feedback is going to be used for employees to make the correct adjustment with the reward system. Andersen et al (2018) explained that governing the employees and thanking them for their effort is one of the major rewards that has been experienced by most employees. Compensation and benefits are better engaged with the proper verbal appraisal from the teammates or the leaders who are directing.  The feedback itself comes as a reward if there is the scope of growth. For better engagement, a proper feedback system can be managed so that employees can easily interact with their positive and negative sides for growing. Kanaslan and Iyem (2016) analysed the 360-feedback program where organisations are trying to bring multifactor to make the feedback system more accurate with justification. It helps to create precise feedback to the employee for helping their growth. 
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The benefit of the development vehicles:
The hospitality industry is one of the labour-intensive industries that have more functions in human resources. Radisson Blu is one of the premium quality of Radisson group that is performing globally with good performance. Radisson Blu’s Development vehicles proper use helps in creating human resource function properly and their benefits are discussed below on the perception of working as a front desk manager position.
Service provision:
Radisson Blu is a service-providing industry where the dependence on the labour is high and their wellbeing needs to be maintained so that they can provide continuous service to the customer. Ukil (2016) focused on the employee for service management because service depends on the employee wellbeing and service has a tendency to be heterogeneous with the creation of the employees. To keep the employee’s balance performance, development vehicles play an effective role to maintain satisfaction in the workplace because satisfied employees bring satisfied customers. The Radisson Blu tries to understand the expectation form the employees and measure their policy for the wellbeing of the employees working in there.  Different researchers presented a theory for standardising the service quality because of having a changing nature. Motivation and effective reward management can ensure the employee wellbeing presenting less fluctuation in the services. Expert employees can decrease the lead time of producing the service and speed plays a positive role in the creation of satisfaction among customers. 
Brand as an employer: 
Employee retention is another factor that helps the organisation to keep their talent and it has a direct impact on the development vehicles to sustain experienced people and attract new global talent. For attracting global talent different organisations compete so that they can get skilled labour. The organisation go for branding through employees to attract people who can support the organisational goal and creates an employer brand as a proactive strategy. Radisson Blu has a tagline to take attention in the skilled market and the tagline is “We grow talent and talent grows us”. Branding through the tagline Radisson Blu engages to the potential employees who can perform for them. Radisson has an intensive training program that supports the employees to nurture their skills in communication and work. Radisson has well managed their brand as an employer through the learning process. An organisation like Radisson has a lower turnover of employees which minimises their recruitment and multiple training cost.  
Creating a corporate culture:
Corporate culture can create a way of governing the employees for their roles and influencing behaviour in the organisation. Ferraro and Briody (2017) explained Creating a corporate culture is another way of bringing development in the workplace through reducing cultural shock. Radisson is working with global talents and employees feel distressed about when they are working in a new environment presenting resistance to change. Understanding the situation, Radisson has focused on the creation of the culture that will bring all the individuals in a growing mentality (PPHE Hotel Group - Jobs and Careers. 2020). Cultural shocks play a negative role in team making because they are unable to communicate well, which results in reducing team integration. Jacobsson and Wilmar (2019) explained that employees have a common behaviour of being dependent on the closest supervisor in their initial period for the growing support and cultural shocks make the condition worse for the employees. 
organised feedback of the work and recognition in teams helps to create a measuring point of worthiness in the team. It makes easy for the new employees to get accepted fact in the organisational culture. Corporate culture also helps in creating better direction in a different dilemma that an employee faces during the early stage. In the later stage, they help in forming new teams with other members of the organisation. 
Replacement of the leaders:
Organisation leaders have great potential in the organisation and outside the organisation because of their experience in the leading. Having an effective and efficient leader helps in creating better knowledge of the organisation. Losing them can leak confidential process of the organisation, which might fall in the hands of the competitor. Development vehicles organise things to keep their valuable human resource. In case of sudden change, an organisation has to back up with leaders. 
The HR of the Radisson group, Harpreet Singh Chhatwal explained the changes that global talent hunters are thinking and he focuses training to turn the current employees in future leaders so that they can support the organisation in charge of the current leaders (HotelierME, 2020). The focus of Harpreet Singh Chhatwal is creating more leaders to make the employees capable of decision making in dynamic situations. Employees who can take decisions in for organisation and less dependent on the leaders has a better chance to take the firms activity in a better place. Dependent employees become a burden for leaders and increase the lead-time of the service. Development vehicles create proper communication with employees making them aware of the multiplier effect that their decisions and activity can work on.  

Team integration with equality:
Environment to grow as a satisfied employer comes with creating justice and equal opportunity with everyone. If the organisation is unable to reduce discrimination, they will fall in the end. Equality in the organisation creates a better environment for the employees to get in a group rather than sub-grouping inside the organisation. Discrimination and inequality bring subgroups which leads to dissatisfaction and dirty completion and internal politics in the organisation. Radisson diversity program helps in creating equality and bring different minorities are given chance on a base of their skills (Radissonhotels.com, 2020). Development vehicle tries to keep people in a single path making a friendly atmosphere to work.     
Work-life balance:
Work-life balance is important in the employee’s life because modern life has become a question of making time and multitasking. Family and work need to be managed equally and losing one will create dissatisfaction for employee behaviour. Creating effective time and work balance has the power to most develop workplace. Organisations power and authority proper distribution can increase favourable nature in the workspace needs. Medina (2019) explains that the research has been going on selecting the time and periods of work to make employees more productive. Radisson offers work-life balance in their employee’s life through creating flexible time with their roaster to enhance ability and shifts are well described in a monthly and weekly manner.
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Task -3
A development plan for 
Motivation factor develops in so many ways that help the organisation to run and different techniques are applied for in Radisson Blu. In the case of planning, there are few things that I would like to create for Radisson Blu as a front desk manager. The six examples are given below:
The team meet up:
The teams who are engaged in the same work and same department will join social programs as meet up where the cost will be based on the company. It will be a semi-official meet up to discuss official matters between department heads and the employees. Employees will share ideas about their job in these meets and teammates will hear about the perception. A great approach to learn about the team outside their usual environment to create bonding and to learn from each other in the process. Without a perfect team, supporting the back and the front of the firm is quite hard so improving the nature to help each other will be developed from creating more interaction inside and outside of the official environment.
Family care:
Not every firm has the ability to support employees and their families together. Radisson provides complimentary food and service to their special guest so that they can keep them engaged with properties uses turning them into a loyal customer (Radissonhotels.com, 2020). They can use the same process to the employees who have bought a good transaction for the hotels or have performed their job with dedication. Offering the employee with a family, Radisson can also engage employees to the organisation, which might help to motivate the employee more in the upcoming days to perform better. It creates an emotional attachment with the employees that help them to build relationships satisfying their basic needs. Their families also get influences about the firm for paying attention to the needs of the customers.
Learning and training: 
Odor (2019) explained that organisational learning and their previous experience helps in isolating the problems and helps in ensuring a better corporate culture that comes as a strategy for workplace maintenance. Few employees have more potential in the firm better than others do. In some cases, new employees are started with basic training for continuing the job. Most of these training are generalised for the employees. The organisation can take care of the interest of the employees and grow in different segments. A front office executive may have good knowledge of service management or supply chain management and they have the interest to grow in those fields. An organisation should use to engage them with the environment to grow their mindset and knowledge in those section for their interest. Groen et al (2017) explained that employees have an interest in different kinds of jobs and understanding their potential on the intrinsic values like interest, passion can bring a better result for the organisation. The different department should engage in different skills practice and allowed for enriching people with the interest they have.  
Support taking decisions: 
Giving employees the power to make decisions for their project makes them aware of their resourcefulness in the organisation.  It comes with the actualisation and builds confidence in the workplace. Being able to perform according to the need of the employee makes them responsible but there needs to be supported in the activities are performed. The organisation has to monitor resource use with the output of the organisation.  
Skill measuring standards:
Skill measuring standards are needed to be simplified so that organisations can develop better functioning of justice and equality based on the performance. In lack of proper measuring point or index, one can feel an imbalance in the performance. Having definite standards help to measure performance and reward base on activities. Creating qualitative data to quantitative data reduces the imbalance. Hotels use the different measurement for different departments. For example, housekeeping department’s skill is based on how fast they can make checked out room available for the customer or the fastest front desk employee who can input valid information in the system and ensure the reservation. Groen et al (2017) pointed out that the measuring systems help to judge themselves and see the improvement in their performance with regular practice and experience. 
Trial and error process: 
Trial and error process is accepted in different firms because of having a higher chance of bringing creativity and innovation in the firm. It creates the opportunity to prove self-worth for employees in the organisation. Organisations are creating these sort of opportunities to bring out new perspectives and process to enrich organisation activities. Brainstorming for the work they are doing removes doubt in their work and makes individuals skilful. Radisson has less support in their section to the research and development sector for its employees. Supporting new ideas can bring competitive advantage for Radisson. 

Personal development plan
For improving oneself, everyone has to create his or her development plan. Greenan (2016) explained that the Personal development plan (PDP) creates a clear objective for the individuals to set their goals for getting success.  An individual has created a development plan that can support them. In the below section, a general PDP plan is developed so that individuals can improve their skills for better performance in the organisation-
The areas of development are –
1. Developing key managerial skills for a work condition.
2. Improving the knowledge regarding the workplace and job.
3. Finding a role model such as a supervisor or similar roles in other organisations to undetsand the practical state of successful manager.
4. Having knowledge on whats going on in the internet.
5. Developing key communication skills for a work placement.
6. Managing time in the workplace to be efficient.

	
What do I want/need to learn?
	
What will I do to achieve this?
	
What resources or support will I need?
	
What will my success criteria be?

	Managerial skills
	An individual has to measure their managerial skills and go to different sources where they can gain the managerial source.
	The resources could be books that have the presence of different valuable ideas or courses to perform in a particular field
	The success criteria will be based on completing the books or completing the courses.

	Improving grooming
	In service and hotel industry, grooming place an effective role where different fashion sources can be explored.
	Different magazines, expert video online for office skills can help.
	Having up to date information from the sources.

	Finding
a mentor
	Getting a mentor will be always helpful. Different successful people in the industry are regular giving their views about the workplace and finding good mentorship can be easy.
	As resource contracting or linking with these people are important.
	Ensuring regular communication with the mentors

	Making an online Presence
	Different networks have a good set of data that helps to grow the perception of the industry.
	Need to know the websites where online presence will have an impact on the industry.
	Having news about
The industry and finding inter-relationships about the industry.

	Communication development
	Regular engagement will develop social skills and communication will help in team building inside the organization.
	The resources needed for this are observing people who are famous in the group activities.
	The more people an individual keeps contact and be in their mind is will be the success criteria.

	Time management
	Time management helps in completing tasks on time.
	There are different lists of keeping apps and writing procedure to manage the task in time.
	Creating a self-made chick box completing each task in time. It will reflect task management in time.
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Conclusion:
Making the workplace for global talents is the new problem firms are facing and company heads are paying effort to organise to develop their effort so that organisations can easily organise their workforce to gain an objective. Different rewarding factors and motivation ways are being practised so that organisations can be advanced in their process. Understanding the psychology better organisation make employees work for them and brings out their potential in a different sector. Employees who have a learning attitude can unlock different skills by working in a different environment. Workplace development ensures the most use of the efficiency of the workforce creating a win-win situation for the organisation and the employees and turn into a healthy system inside the organisation.  
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