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Introduction
Within any organisation there needs to be formal processes and structure in place to assist in the success of the organisation. These processes can consist of things such as policies and procedures that highlight the values and aims of the organisation etc. As well as this it is also important to remember to consider the employees and the benefits that are offered in order to attract people to apply for roles within the organisation. Motivation, rewards and feedback and attractive training and development opportunities are all things to be considered. The aim of this report is to evaluate each of the development vehicles in greater detail and to then provide examples of how by using these development vehicles it can be beneficial to both the organisation and the individual.

Employee Motivation
Motivation is defined as a general need or desire to do something. It stimulates people to actions in order to accomplish goals and it is concerned with the strength and direction of behaviour in order to achieve them. Taking the definition of motivation into consideration, an organisation must first fully understand it and then build and adopt processes around it. Employee motivation is vital to the success of any organisation because if the employees feel valued then this will most likely enhance their performance and commitment. The most common forms of motivation are:
· Extrinsic motivation – This occurs when things are done for people in order to motivate them. Examples include rewards, incentives, pay rise, promotion etc. It also includes punishments such as disciplinary action and withholding pay. This type of motivation is more successful in the short term.
· Intrinsic motivation – This type of motivation is provided by the work itself and is associated with the concept of engagement. It is also an important factor in the quality of working life.
In addition to this there are many other forms of motivation, which when considering employee motivation may be worth exploring and considering. These include:
· Achievement motivation - This is when an individual achieves goals in order to progress or is working towards a promotion.
· Affiliation motivation - If individuals are complimented for their actions or co-operation, they are more likely to perform better.
· Competence motivation – If an individual is driven or has the desire to be good at something then this will allow to perform a higher quality of work. They will also take pride in their work and are more likely to use their own problem-solving skills.
· Power motivation – This is the drive to influence others and make a change. Individuals who are motivated by power are also willing to take risks in order to create an impact on the organisation.
· Attitude motivation - This type of motivation is centred around how people think and feel. It also refers to self-confidence, self-belief, and a person attitude to life.
· Incentive motivation – This relates to when and how teams or individuals receive rewards based on their performance etc. It is generally used in order to encourage people to work a little harder.
· Fear motivation – This type of motivation is commonly used when trying to get things done quickly as it coerces a person to act against their will.
· Organisational commitment - This is based on the bond that employees experience with their organisation. If employees are committed to their organisation, they will feel a connection to it and will also feel as though they fit in. They will also understand the core values of the organisation. 

Processes of Motivation
As well as considering the different types of motivation it is also important for organisations to identify how they will implement the processes within everyday working life. They may wish to consider using one of the following processes of motivation.
· The content/needs theory - this theory focuses on the content of the motivation based on its needs. The basic belief is that an unsatisfied need creates tension so in order to prevent this and restore the balance a goal needs to be identified to satisfy the need. This then creates a pathway to achieve the goal which ultimately satisfies the need.
· Expectancy motivation model - this is centred around the perceived value of the reward which then contributes to the amount of effort applied which can enhance performance.
If all of the above is taken into account when considering the implementation of processes to ensure employee motivation is successful then it will result in committed dedicated staff who feel valued which will give them a sense of empowerment which in turn will mean that they produce a higher standard of work. One of the key theories that organisations are drawn towards using is Maslows Hierarchy of Needs. 
Maslows Hierarchy of Needs
Maslows Hierarchy of Needs is a five tier-based theory that focuses on human needs. 
Maslow's hierarchy of needs is a theory of motivation which states that five categories of human needs dictate an individual's behaviour.
[image: ] https://www.masterclass.com/articles/a-guide-to-the-5-levels-of-maslows-hierarchy-of-needs
The five needs in Maslows hierarchy of needs theory as listed above are explained below in further detail.
· Biological & Physiological Needs – These consist of some of the basic needs such as food and water. The belief is that by ensuring employees have access to these basic needs it enhances their performance. This includes allowing sufficient times for breaks during working hours or providing food and water. An example of this would be if an employee was unable to take a break  which resulted in them not eating enough, they would find it extremely difficult to focus on the task in hand as they will only be thinking about food. Other needs include having sufficient sleep, so employers would need to take this into consideration when setting shift patterns etc. A tired employee is more likely to make mistakes as they will not be fully rested and engaged in the task they have been set.
· Safety Needs - Employees have the right to work in a safe environment, if these needs are not met then an employee may become distressed at work and worried about attending as they do not feel safe in their environment. Again, this can cause them to make mistakes as they will potentially be ore worried about their well-being than the task they have been set.
· Belongingness & Love Needs – The sense of belonging has a positive impact on an individual. This can be both personally and socially. Therefore, if an employee feels accepted then they are more likely to be happy in their environment which means they are more likely to perform better and produce higher results. If an employee feels excluded, then this will impact their performance as they will not feel confident enough to approach colleagues if they are unsure of something.
· Esteem Needs – This is the need and desire to feel good about ourselves. It also relates to feeling valued by others. If we feel valued this implies that we feel a level of importance so are therefore more likely to produce positive results.
· Self-Actualisation – This relates to a feeling of self-contentment and the belief that we are achieving exactly what we are meant to.
According to Thought Co, 2020, Maslow stated that achieving self-actualisation was very rare.
According to Maslow, achieving self-actualization is relatively rare, and his examples of famous self-actualized individuals include Abraham Lincoln, Albert Einstein, and Mother Teresa.
https://www.thoughtco.com/maslows-hierarchy-of-needs-4582571

Feedback and Reward
Feedback is important within an organisation because its aim is to promote understanding so that appropriate action can be taken.  There are three types of feedback as detailed below.
· Positive – which focuses on the things that have gone well and highlights that they have been recognised.
· Constructive - which provides information on how to do things better
· Negative - which focuses on the things that have not gone well and highlights the things that people have done badly.
Feedback is about listening actively, taking the time to analyze, and then thinking of the best possible solution to perform better. It provides positive criticism and allows to see what everyone can change to improve their focus and results. It brings people together and creates a healthy communication flow.
https://www.actitime.com/project-management/importance-of-feedback/

It is important to ensure that feedback is given in the correct way as there is the possibility that it can be misconstrued, especially constructive feedback. If this type of feedback is delivered incorrectly then an individual may feel as though it is in fact negative as opposed to constructive. In order to ensure that feedback is provided in the best possible way there are some basic guidelines that should be followed, which include the following:
· Build feedback into the job - to be effective it should be built into the job and given as close to completion as possible
· Provide feedback on actual events – feedback should be provided based around actual events which could include general observations and should be backed up by evidence for example if completing an NVQ it would be in the form of a witness testimony.
· Describe, don’t judge – Feedback should be provided based on factual information and not be based around an opinion or judgement
· Refer to and define specific behaviours – Again feedback should be based around actual behaviours and not based around opinions or general personal feelings
· Define good work behaviour – When providing this type of feedback, it is important to comment on the persons behaviour and attitude to work and where possible provide examples.
· Ask questions – It is important to ask questions as opposed to making statements when delivering feedback, this is to allow the opportunity to have an open discussion rather than making closed statements that do not require a response.
· Select key issues – When giving this type of feedback it is vital to only focus on the key issues that you wish to discuss because if you overdo it, the purpose of the feedback is likely to be less effective.
· Focus – Only focus on areas that the person being provided with the feedback has the ability to change.
· Provide positive and constructive feedback – By providing both positive and
constructive feedback it highlights the areas that an individual has done well and also focuses on the areas that they can do better and if done properly will provide advice and support on how to achieve this. This is important because the individual will most likely go away feeling empowered because their strengths and good work have been highlighted and they will also feel motivated to do better based on the constructive feedback that they have received.
· Ensure feedback leads to action. – After delivering feedback an action plan or list of objectives in order to develop and improve performance should be agreed.
When delivering feedback, it can sometimes lead to difficult situations or difficult conversations which is why it is important to ensure that feedback is delivered correctly. In order to minimise the risk of difficult conversations or to deal with them effectively should they arise, managers should aim to ensure that they maintain control of the meeting and have clear boundaries in place to ensure that it does not deviate off topic. They should also remain calm at all times and never respond to anger but should also be firm. It is also important for them to remember to allow the person receiving the feedback to ask questions and to have their say.
Reward management also plays a role in the feedback process. Rewards can act as incentives to encourage staff to do their roles to the best of their ability in order to receive positive feedback and a reward as a result of their hard work and dedication. By implementing a reward strategy an organisation is highlighting that it promotes high performance, rewards people according to the values that they create, and it aligns reward practices with employee needs. Another benefit to implementing a reward strategy is to attract and retain high quality people.
Having a good reward system helps keep employees happy, loyal to the company, and eager to move up the ladder. Rewards, like public recognition and additional pay, motivate employees to work harder. Reward management is important for the following reasons: ... Strengthens the company's reputation.
[bookmark: _Hlk46042021]https://study.com/academy/lesson/reward-management-theory-importance.html
The rewards do not always need to be financial, sometimes a little recognition also goes a long way. A reward can also include training and development opportunities as well as giving someone more responsibility in their role which indicates that all of their hard work has been recognised and is appreciated.

Organisational Learning
Organisational learning plays a vital part within any organisation as it is often what attracts people. If there is the belief that due to the attractive learning and development package that is available within the organisation can lead to career progression then the organisation is more likely to attract dedicated, committed staff.
The importance of organizational learning is shown by the various benefits that occur in organizations that develop a learning culture: Increased employee job satisfaction. Lower turnover rates. Increased productivity, profits and efficiency.
https://www.valamis.com/hub/organizational-learning
Organisational learning should be available to all staff within an organisation. Organisational learning is usually informal although on some occasions it can require employees to attend more formal training sessions. The role of a manager is vital to organisational learning as they are responsible for facilitating workplace coaching as well as arranging any formal training sessions that employees may be required to attend.
The most common form of organisational learning is on the job learning, learning by doing and by reflecting on your experiences, this is more commonly known as experiential learning. Another form of learning is planned experience. This form of learning enables people to obtain the knowledge and experience that is required in their job in order to prepare them to take on additional responsibilities. It also involves creating a process detailing exactly how the specific learning need is going to be met. This can be in the form of experiential learning or by highlighting what the employee is expected to discover for themselves. With this type of learning the organisation has a responsibility to ensure that a mentor is available in order to support the individual and ensure that they are given an opportunity to learn. 
Organisations can enhance learning by ensuring that employees have access to coaching, mentoring, and e-learning wherever possible. They can also encourage the following:
· Self-directed learning which involves individuals setting their own goals and to then plan how they are going to achieve them. 
· Self-managed learning which involves individuals reviewing and reflecting on what they have learnt and then applying self-directed learning.
· Blended learning is a combination of learning methods and it increases the overall effectiveness of the learning process.
Whichever learning method is used, organisations must remember that it is important to evaluate the effectiveness of them in order to ensure that they are having the desired effect as well as to  ensure that any changes that may be needed in order to improve the learning and development process can be implemented.
Case study Analysis
For this part of the assignment the organisation that I have chosen is The Queen Elizabeth Hospital Birmingham (QEHB) which is part of the University Hospitals Birmingham (UHB). I am going to interview my partner Deena who works there within the Cardiology department and we will discuss the three development vehicles mentioned earlier in this assignment and what the potential benefits of using these are for both the QEHB and also for Deena personally. I will then write a brief report detailing our conversation.
The QEHB has its own core values and their purpose is to ensure that they deliver the best possible care to patients. 
To build healthier lives, we are guided by five values or principles that define and shape our working practices.
Collaborative – working in partnership with others to provide safe, appropriate care and to improve outcomes.
Honest - being transparent in all that we do, communicating openly, inclusively and with integrity.
Accountable – Taking personal and collective responsibility for the way in which we deliver care
Innovative – Being responsive, creative and flexible, always looking for ways to do things better.
Respectful – Treating everyone with compassion, dignity and professionalism.
https://hgs.uhb.nhs.uk/trust-values/
These values are often referred to as CHAIR within the organisation and are well advertised within the trust. After speaking to Deena, she has said that because it is used as a visual aid on a daily basis the staff are constantly reminded of the values and she believes that this helps keep it fresh in their minds and assists in ensuring that they adhere to the values.


After discussing the three development vehicles with Deena, we looked at whether or not they were implemented within her organisation and if so, how they were implemented. Deena’s role within the trust is to manage the waiting lists for patients who are referred into the Cardiology department. She has to identify appointments and ensure that the patients are seen within the timelines as outlined by the Government and Department of Health.
It is clear to see from my discussion with Deena that she adheres to self-directed learning and that this is actively encouraged within her role. She sets her own goals and the deadlines that she wants to achieve these by, and she regularly meets with the Operations Manager to discuss her progress and look at ways that she can improve the referral process. In regard to reward management Deena has said that she feels valued and that her contributions and suggestions are taken on board and often used to implement changes and as a result of this she is motivated to continue to work to the best of her ability.
The trust carries out annual appraisals and they also have a six-month review in between. The reviews are an opportunity to discuss any issues that may have arisen since the annual appraisal and also to review the progress of the objectives that were set at an appraisal and if these have been met then it is an opportunity to set new ones which will be reviewed again at the annual appraisal. It is also an opportunity to receive feedback.
During the annual appraisals feedback is given and it is quite often gathered using the 360-degree method as it is obtained from management, colleagues and can sometimes include feedback from patients. The annual appraisal also allows the opportunity to discuss training opportunities that Deena may feel will befit her and assist in her role or future career progression. A personal development plan is set at the appraisal and is then reviewed at the six-month review. The training and development within the trust consists of a full day of Trust induction which is compulsory for all new starters, this is done in person with guest speakers from within the trust. Once this is completed then staff must also complete mandatory training on an annual basis. This can be done in person or by e-learning however you are only able to complete the e-learning modules once and then your required to attend in person the following year but could then do e-learning the year after. The belief is that it is important to be flexible due to individual workloads, but it is equally important to get staff to engage in the training in person. The completion of mandatory training is also an incentive to staff to ensure that the complete it on time because it is one of the topics that is reviewed when considering whether or not the member of staff can progress to the next pay grade within their band.
After discussing the three development vehicles with Deena, it is clear to see that the QEHB and the Cardiology department actively encourage organisational learning and has an effective process of delivering feedback and reward. The benefit to both the staff and the Trust is that employees feel motivated, valued, and are committed. It also means that they will be rewarded accordingly and will also deliver the best possible level if care which is what the Trust prides itself on. 
(D.Preece, personal communication, July 17, 2020)

Personal Development Plan
As a result of the recent Coronavirus outbreak all Outpatient activity at QEHB was cancelled which meant that patients who were referred into the service were reviewed based on clinical need and if they required an urgent appointment they were seen in clinic that were set up specifically for these patients. For those patients that required a routine appointment, they were added back to the waiting lists that Deena manages which resulted in an increased numbers of patients waiting to be seen. In order to manage this Deena has devised an action plan and personal development plan as detailed below.
	Action/Objective
	Person responsible
	To be completed by (Date)
	Objective achieved

	To reduce the waiting lists for over 6 months (due to COVID)
	Deena
	Dec 2020
	

	To set up additional clinics

	Deena to discuss with Consultants and Outpatient Department
	Sept 2020
	

	All referrals received to be reviewed
	Deena & Consultants
	Ongoing
	

	To create a step by step process for reviewing referrals
	Deena
	Dec 2020
	

	To complete medical terminology course
	Deena (Check available dates)
	Dec 2020
	

	To complete mandatory training
	Deena
	Feb 2021

	



By completing this personal development plan it will not only assist Deena in her role but it will also have an impact on both the patients and the Trust as the patients will be seen within a timely manner which will ultimately have a positive effect on the waiting list times and the targets achieved by the Trust.
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