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Introduction
Within the content of this essay, I will be critically evaluating, the methods of employee satisfaction, business performance, the role and importance of employee engagement. Furthermore, I will be discussing the difference between performance appraisal and performance management with my chosen organisation which is Wickes. 
‘The overall purpose of human resources management (or people management) is to ensure that the organization is able to achieve success through people’. M. Armstrong, p13 (2011). All these methods are to overlook a company’s training and employment procedures, to identify the methods that enables an employee motivation and engagement to be working, and to overlook where companies have development to engage their employees and keep their employees motivated. 
Human resources are the pinnacle of any business because we need their services, to enable any company to run their company correctly, guide the managers and proceed equality, ensure the correct procedures are in a place for each department within the company or business. ‘The theory recognises that people have different types of needs, wants and goals and that this must be taken into account in devising HR policies and practices’. (M. Armstrong, p10 (2011). 













About Wickes
Wickes originated in Michigan, U.S in 1854, it was established by two brothers Henry Dunn and his brother. This was a lumber business (wood). Wickes developed into a building property business in the 1950s, as a one stop selling company, customers were able to buy any form of resources to construct a building or a house. 
Wickes arrived in England in 1972, the first outlet was in Whitefield Manchester, this was the first outlet store in England. This was an imaginative new concept because a person could get every resource in one store, for traders or anyone wishing to do DIY in their home. As you could imagine it would have been a great way of buying for buildings, builders would feel relieved to buy their resources at one store, then looking various places this would save their time, money.
The process of Wickes products and establishment gained customer’s trust due to their development with brands and their own brand products.  Like Megastores another American popular retail store, Megastores wanted to make sure they provided the best value for best value for money with their products and giving delivery consistency, to give high levels of customer service. M. Armstrong (2011), same mindset as Wickes when wanting to provide the best customer service and value for money in their department stores.
Wickes was the first “fixed price” builder’s merchant in the U.K, Wickes attracted savvy tradesmen and DIY’s. Wickes made sure they kept prices at a reasonable cost. Wickes having their own brands, enabled them to keep track of how their products were selling and the demand. 
“By the early 90s, we were completely own-brand. In recent years, we have expanded our range to include trusted brands such as Dulux, Bosch and Makita, giving our customers even better choice”. (Wickes, 2021)
Wickes also developed relationships with high brand suppliers such as “Dulux” and “Bosch”, so they could also sell brands that customers and companies would approve of. Wickes selling top brands in large quantity would be beneficial to the purchaser, as this was a more reasonable price than buying directly from the store. 
Our HR Strategy has to respond to our business needs…so we start with a business plan, we know we are going to grow at a certain rate’. M. Armstrong, p95 (2011). Wickes quality assurance team travelled worldwide and made sure all their items, are of high value quality compared to other competitors. In 40 years, Wickes has grown to have 230 stores, reaching their milestone of 200 stores in 2011, reaching over their original goal. 
Wickes Employment
Wickes has around 3,700 employees within their 230 stores countrywide, they are known to be a diverse and offer training, family support to their staff examples (childcare vouchers) apprenticeships, and ongoing training throughout their working history, Wickes offers “Cycle to work” scheme, train pick up services to Head office in Watford Junction.
Offers for employee opportunities to develop as, team leadership, forklift drivers skilled positions in various departments such as kitchen, bathroom, garden roofing regarding DIY skills and training to develop into craft persons.
Should I wish to pursuit a career in other areas of the business, HR, Analyst all on offer once you are recruited and begin within their workplace.  Employees can transfer many of their skills and certificate in other working establishments. 
















1. Critically Evaluate the Importance of Training and Development in Your Chosen Organization and How It Supports Employee Satisfaction and Business Performance
Employees at Wickes can benefit in training as individuals, to enhance their knowledge their job within the company, expand their skills along with experiences. Wickes gives a two-week induction covering health and safety within the workplace in various areas, this every employee must complete. 
‘We’ll support you with online courses, role and transitional development programmes and mentoring’. (Wickes, 2021). This evidence shows that Wickes gives employees confidence along with trust within the company. This will encourage the employee to develop and progress in their career, as well as feeling important in the company. 
‘The concept of human resource the management (HRM) basically contains three elements that refer to successful people management. The first element – human -refers to research object. HRM is (mainly) about people at work. The second element- resource- refers to the assumption that workers can be a powerful source of organisational successes. S, Bach et al, p19 (2013).
As an Organisation Wickes, Wickes shows clear engagement to their employees and an organised structure with regards to how they train their employees and how they offer different opportunities. Once the individual has completed their six-month induction process, whilst working on the floor, should the employee wish to progress to other areas of interest, information shown in the staff handbook and monthly responses. This is where certificates for various skilled work is offered for training. For example, Wickes offers training for Forklift driver, landscape gardener, installation. 
The employee can leave and become self-employed and do their own DIY services. The employee can continue training within the same department or move to a different department of interest this can enhance their career. This is an advantage because employees at Wickes would stay engaged within the working environment, and the extra training depending on the individual’s interest, would enhance their motivation, also engagement.
Should the employee wish to leave Wickes, they have an advantage to work for competitors with already established training and certificates. As an employee your advantages are many in progress and training however, there are times when worker becomes unhappy and leave without notice, often not seeing out six-month probation period.
‘Some employees now seek short‐term careers in different organisations with the expectation that they will commit for the short‐term and move on from jobs that are not satisfying, or simply use experience gained in one role as a steppingstone to another job (Bates, 2004)’. Markwick, p9, (2009).
Wickes would have to have a look at trying to keep their employees engaged in their job from the very start of their training. The employees can feel a sense of belonging, and not feel to leave or change jobs due to not gaining the knowledge for something different than their basic skills needed in the job. 
‘I feel from working within the organisation for 12 years, I have seen many come and go’. A. Douglas (2021). This quote represents how employees who have been around long term, has witnessed workers leave as soon as they have completed training, or workers leaving without completing six months of probation.
‘This was dissatisfaction within Wickes, quickly develops because training is given by choice once you complete your six months’ probation, unless you were employed to cover a specific role like myself, (Forklift driver) you would come in as a warehouse operative. This is a basic warehouse worker with no skills and basic training in offered’. A. Douglas (2021)
Gathering feedback from three employees in different departments from Wickes, one a floor manager, one gone else whereas a Forklift driver and A. Douglas still works there present. 
I am convinced hearing various feedback; Wickes have good procedure for training and enhancing employees interests with their specific training for various departments.
However, I feel Wickes needs to as a whole work a flexible timetable and offer training of interest as soon as their employee has shown improvement or passed before their probation period. 
Within three to six months, Wickes managers could offer prospects and career options to their employees who wish to progress, this gives the employee motivation to stay with the company, this also gives the manager a sense of security to know their employees are investing their time and interests within the company.
‘For instance, when individuals experience a positive and meaningful environment, they tend to demonstrate positive outcomes in return. In other words, when employees find a good fit with their job and organization, this will encourage them from being engaged with their job and organization’.  Ali Memon et al, p207 (2014).
For employees to feel secure and feel motivated to stay with Wickes. Through Managers thinking about employee engagement, Managers could offer online training as an option to give support to their employees within their working time. For example, online training, or inhouse training, support when visiting other branches.
‘According to fit theories, both the person and organizational environment can significantly affect an individual’s behaviours and organizational outcomes (Chatman, 1991)’. Ali Memon et al, p207, (2014). 
This would encourage employees to feel valued and part of a great company, this would stop employee leaving and not investing in the competitors. The more effort employee put into a new position the better they feel, and it enhances how they may feel, Promoting and accomplished self-achievement. The employee will end up feeling they have performed well in this area of work; this is self-rewarding and boost one’s self-esteem.






 











3. Critically discuss the difference between Performance Appraisal and Performance Management and evaluate the methods of your chosen organisation use to monitor employee performance. 
‘Performance management is a continuous process of identifying, measuring and developing the performance of individuals and teams and aligning performance with the strategic goals of the organization’. Aguinis (2005, p 2). Aguinis explains that performance management has a process in applying and creating a work environment and setting so that the employees can work to the best of their abilities.

Performance appraisal is when a manager recognises an employee’s skills, and potential when they have accomplished goals in their jobs. For example, in Wickes this would be an employee who has passed the job criteria with a high standard, showing potential in other areas before the six-month probation period. 

Critically performance appraisal is to deliver information to your employee who you wish to praise and commend for their achievements within the workplace. Meeting targets or goal and performing well in the workplace to accomplish their best for the company.
Within Wickes as a workplace, they have a performance management system which intakes a booklet in place which is reviewed by the manager and employee. This is to ensure the employee is accomplishing the necessary goals and tasks to be promoted to their job position. ‘The concept of performances covers both what has been achieved and how it has been achieved’. M. Armstrong, p80 (2011). For example, should the individual working wish to be a roofer, they would have to apply the work hand booklet on job, and will be monitored by the trade’s person. This would be managed for over six weeks. Practical skills are what the manager would have to monitor, followed by in house exams which would have be approved by supervisor. 
Wickes offer extrinsic reward for the employees, increasing salaries, monthly bonus, staff discounts share support for external charities. These actions motivate employees to feel part of a company and encourage them to perform well within the workplace.
‘Expectancy theory explains that motivation will be high when people know they have to do to get a reward’. M. Armstrong, p10 (2011). Wickes motivative factor is to always encourage employees to do their best, this is so they can value their employees, and showing how they recognise their excellent performance within the workplace.
Extrinsic motive factor on behalf of an employee to motivate their performance, for an example, employees are given an increase monthly bonus should the store reach their financial goal, annual gifts for employees who have worked 5, 10 or 15 increases every 5 years. 
Another example of an extrinsic motive factor, an employee who has worked with Wickes under six-month probation, has consistently come to work late, and has low overall performance, should the workers not be performing well, managers would need to monitor their work performance and behaviour. Manager would give employee a verbal warning and monitor them on their weekly performance. This must be applied when the employee has not met the goals of the job description. They would need to monitor for six weeks and see how the employee should get on; a task book would have to be completed. 
For example, lateness will be addressed, if employee has concerns with the number of days off, or if the day the same day, Manager would apply a strategy known as The Tavistock and Portman policy, this is applied in many regarding unwarranted absences or sickness.
Another example the employee’s workstation is not clean or up standard of work environment, stock restored. Manager would inform employee a verbal warning, or salary reduction, bonuses not given until performance level is back up to the average standard. 
‘The concept of performance covers both what has been achieved and how it has been achieved’. M. Armstrong, p80, (2011). Employees that engage in their job well, positive insight to already liking their job has an intrinsic motivation.
‘It is important that within an organization there is somebody who has the responsibility for monitoring, evaluating, reviewing the effectiveness of that organization’. M. Armstrong, p96 (2011). Performance Management is also necessary during probation, during a new member of staff has joined, these procedures are important to ensure the managers are getting the best work within the workplace, and to ensure the employees would be professional and organised when finishing targets. 






















	IDENTIFY
	DEVELOPMENT NEEDS 
	LEARNING OPPORTUNITIES
	ACTION PLAN
	UNDERTAKE DEVELOPMENT
	OUTCOMES
	EVALUATE AND REVIEW

	Head of department forklift driving 
	Training on new equipment 
	Gain knowledge of new equipment 
	Apply training every two to three years
	Keep track of where new equipment comes into warehouse
	Knowing healthy and safety regulations with forklift driving. 
	Floor manager to monitor monthly outcomes of this department 

	Knowledge of DIY Materials
	Knowledge of materials for various departments 
	Knowing where materials are stored for example wood, tiles, metal
	To always make sure specific areas are covered 
	Pass on knowledge and train new employees of whereabouts of DIY materials 
	As a team they are more confident of knowing the materials needed for customers. 
	Supervisor to help assist on new materials coming in.

	Supervising on deliveries 
	First thing in the morning 
Organise area and make sure deliveries are ready for process.
	Organised routine, repeating routine clearly so other colleagues continue with consistency with morning routines. 
	Make sure other colleagues can follow suit. 
	Keep the morning routine as clear and make sure goals are met.
	Targets are met through the morning deliveries and procedures. 
	Manager overlooks this morning delivery routine, monthly. 

	Inhouse Operative
	Developing customer service when assisting inhouse departments
	Learning another trade within the company 
	Cover other areas once or twice a week
	To develop skills in painting, plumbing
	Customer feedback is positive
	Manager monitors customer service and knowledge of the department 

	
	
	
	
	
	
	


ANDREW DOUGLAS WICKES EMPLOYEE (FORKLIFT DRIVER/ AREA SUPERVISOR) 
FROM 2008- Present 
5. Critically discuss the different motivation factors that organisations should use to develop employees for the future and evaluate the Role and the importance of Employee Motivation in Performance Enhancement using your chosen organization.
Wickes as a company have a high standard of opportunities for their employees to have a lifelong career, there is good engagement of support with mental health and well being for their employees. Wickes as a company supports all types of charities and awareness, woman at work awareness, young minds (young people with mental health), aligned minds. This an intrinsic factor, that already gives employees a sense of security, positive work balanced life. Employees have an opportunity to enhance their career. ‘Intrinsic motivation refers to the self- generated factors affecting people’s behaviour, which may arise from the work itself’. M. Armstrong, p10 (2011).
However, for future development of work motivation, it would be ideal to give employees the choice to not work during bank holidays. Wickes should consider a flexible turnover to do hours another day. This is because recognising bank holidays Mondays are always Mondays, management could be more flexible in switching people’s day off to another workday, should they require bank holiday to reduce stress of the employee and giving the option to swap shifts. 
‘When asked what the most important organisational asset, top managers often reply: our human assets or our employees. This answer might be a socially desirable answer, bit it might also be the case that there is a growing awareness that employees can really make the difference between average performance and excellent organisational performance’. S, Bach et Al, p19 (2013). This can increase job satisfaction, and employees would be happier to support one another with flexible hours given. 
Because Wickes is managed as an American based company, their work business is based on American term time. Working term time and restriction of booking holidays is due to how they manage, these procedures does not fall in line with English holidays. Wickes in future should consider the importance of employees booking holidays when it benefits the individual. This would benefit management being more supportive to their employees, knowing the knowledge of booking holidays any month of the year, would enhance the employee to stay and increase their well being and happiness. 
Should these change to be applied, Wickes would benefit from their employees because the individual in question would feel motivated to stay and enhance a lifelong career, because they overall happiness is being met to have holidays when they choose, to not work bank holidays reducing stress of missing personal events for example, weddings, christenings, birthdays. 
Another strategy Wickes could adapt to their employees would be for new employees that may lack confidence, they feel under pressure. Managers could give a longer period than six months, to complete their tasks should the individual work at a slower pace than others. This would benefit the company because the employee, would feel supported that the manager is helping them to build at their pace. This would be like a one-to-one support, reducing anxiety and motivate the employee to stay and time was not wasted.
Overall, I think Wickes meet the criteria of total job satisfaction, because the turnover of employees is not high. Although some individuals leave with completing their six-month probation, overall, there is still a high quality of employees who have moved up and stayed long term, within the company due to the excellent job opportunities, and benefits given to the employees. 




















Weaknesses
· Sometimes muddled hours.
· Sometimes overtime with hours.
· No flexible hours.
· Closures. 
Strengths
· Location 
· Affordable against other competitors
· Online shop
· Marketing 
· Price and value 
· Good pay and benefits for employees.
· Positive work environment for employees.











Opportunities
· Apprentices offered.
· Career opportunities offered (working in a department of interest, office, DIY, Analysis)
· Employees get discount cards.
· Employees can invest in shares in business.
· Solid company future. 


Threats
· Restrict employees from booking holidays.
· Working on term time.
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