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This paper focuses on three development vehicles and how these vehicles support organisations to develop their staff. These development vehicles are motivation, feedback and reward. Each of these developmental vehicles provides organisations as well as their employees with several benefits. The Kashmir Indian restaurant has been used as an example of how these developmental vehicles can have real life benefits. A personal development plan has been made for the head chef on basis of his individual needs and what he needs to develop himself  
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Motivation refers to the strength of behaviour an individual has towards something and the factors which impact the way in which a person behaves (Martens, 2006). The motive is something which drives an individual to perform certain behaviour. In the context of motives available in a workplace there are several motives available for employees to drive their behaviour towards performing a certain task. Employees are motivated by good working conditions, financial rewards and additional benefits (Ivancevich and Konopaske, 2013). Aspects related to motivation can be separated into two different catagories of motivation. Extrinsic motivations refers to certain actions are undertaken so that employees become motivated which could be applied both ways for instant giving rewards and holding back pay.  Intrinsic reward relates to how well engage an individual is which his workplace and how the work is itself. Extrinsic can otherwise be viewed as the external factors and intrinsic as the internal factors a person has which contributes to their motivation towards work (Noe et al., 2016). 
Motivation could also be viewed as a cognitive decision where the decision made determined the behaviour applied to achieving a certain target and this is done through monitoring and initiation. There are usually consistent reviews taking place in a workplace where employees identify the standard of work they must perform, and their performance would result in an emotional reaction whereby the employee can be satisfied or dissatisfied (Tarique, Briscoe and Schuler, 2016).       
Motivation is an excellent development vehicle for organisations to use as a means of developing their staff. Although this does also rely upon the theories applied and methods used by organisations when motivating their staff. For an organisation to achieve its anticipated objectives and goals motivation is vital. Without the using motivation as a means of driving employees to develop themselves, can produce severe and catastrophic consequences for the organisations some of which is high level of turnover rate and depression. For an organisation that wants to retain their employees and make them their biggest asset, motivation is significant. 
Employees whom are motivated devote their time and energy to committing themselves in fulfilling a particular objective of an organisation. The trust and level of commitment an employee requires to perform according to their work requirement can be damaged by bringing down levels of hierarchy, changing the jobs employees perform and transferring many individuals in the motivation process           (Bagraim, Jaga and Meyer, 2010). Organisations need to underpin what the expectations of employees are and with the result of globalisation, the needs of employees are changing within the younger generation. Several theories of motivation have been developed mainly as a means of justifying why certain employees do certain things in a way that may differ from others. 
Maslow Hierarchy of Needs
Different theorists have put forwards ways in which an organisation can successful achieve motivation. One of the most prominent amongst all of them is the Maslow Hierarchy of needs. Maslow undertook the idea that humans need to have an internal need which encourages them to push themselves forward to fulfilment otherwise stated as self actualisation in the model and making themselves have a personal superiority. In accordance with his model, there are five different levels of needs and by satisfying each of those needs employees are influenced in their behaviour. As the level progresses the individual will have a more powerful influence on their behaviour. Although if people are identified to not have a deficiency in psychological needs they move up to the second level which enlist security needs such safety in health and family. As shown by the image below the level progress until its reach self actualisation (Taormina and Gao, 2013).  Although an organisation applying this type of theory must understand of the fact that every individual differs in their needs and which needs drive their behaviour. Hence why it is questionable whether this simple hierarchy of needs is justifiable of whether needs can be ranked in this manner. 
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Providing feedback to employees is an essential contribution to performance management activity (Herholdt, 2012).The feedback provided to the employees is usually done so by the manager, although different methods such as the 360 feedback provided employees with reviews of how they can further improve themselves perhaps from several different types of people. The overall feedback would be delivered to the employee during a performance review meeting which usually occurs at least once a year, depending on the organisation.  
Feedback can be positive when it tells people that they have done well, constructive when it provides advice on how to do better, and negative when it tells people that they have done badly. Feedback reinforces effective behaviour and indicates where and how behaviour needs to change (Pickford, 2003). In an organisation as part of the performance management, feedback is presented as the information regarding performance of employee. On basis of the feedback given most likely by the manager, is required by the employee to be reflected upon which the production of corrective action with the support of the organisation if necessary. The employees through the feedback given are able to understand how they are performing and if their behaviour is effective for the organisation.  The aim of organisations delivering their employees with feedback is so that the employees understand this resulting in the appropriate and correct action taking place. The feedback could give employees opportunities which they can make the best use of or where they something is seen to have gone wrong and a corrective action is required.  
360 – Degree Feedback 
This method of feedback is excellent for an employee to gain a more balances and accurate feedback on their performance from the perspective of several people. This would include customer, an immediate superior or colleagues. This method also shows how in order for an individual to have their performance behaviour, this is done best through gaining the assessment from different viewpoints. Feedback gained through this process is an excellent way in which employees can obtain valid information to put forward for developing themselves. Usually 360 – degree feedback is obtained from questionnaires which usually enlist questions asking how well the individual is in for example, team work, leadership, vision and organisational skills (Corbin, 2012).
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Organisations decide what to do with their reward in the upcoming year and the way in which they intend is known as a reward strategy (Armstrong and Murlis, 2003). On basis of the strategy made, a reward system is developed. In the reward system there is several processes involved whereby the management conduct the benefit of the organisation and the employees working there. A reward system, ensure that there are policies and procedures put in place from which the employees are valued and the hard work is recognised and rewarded (White and Druker, 2013).
The impact of reward programmes suited to a workplace can be highly significant on the development of staff. Many organisations which have put in place effective reward systems have been presented with higher profits, employee productivity and a stronger market performance. Reward systems have a strong positive impact on the employees as it provides them with an excellent motive to work hard further.  The type of reward system should be suitable for every employer as there are individual differences to take into consideration.  For a successful reward system to be establishing an organisation must understand what the motivational factors of each individual is.
Towers Perrin Model 
The Towers Perrin Model is a common method used when organisational is planning a reward strategy. The matrix is divided in four quadrants where the above two is about pay and benefits. This is a representation of the tangible or transitional rewards.  It is essential to include in this in the rewards strategy although ideas here can be easily taken by competitors.  In the lower two quadrants involve the intangible or relational non – financial rewards. The ideas composed of here cannot be imitated and therefore provided the human process and capital a great advantage. The core impact derived when the organisation combined both the transactional and relational rewards. The model provides a distinction between communal and individual rewards which is usually derived and provided from the work environment of the organisation (Scribd. 2019).
Critically assess the potential benefits to the organisation and to the individual of using these development vehicles in the workplace 
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The organisation which will be applied in relation to how motivation has benefited it, is Kashmir Indian Restaurant more specifically directed towards the kitchen team.  To begin with the application of the Hierarchy of human needs is very helpful in allowing this organisation to understand what makes many companies successful and their brand name well known. In Maslow writing he had identified what the underlying driver of human decision making and behaviour. Concepts in his hierarchy of human needs such as self – actualisation provides Kashmir Indian restaurant with a strong understanding as why customers may regularly choose one organisation over another and build strong customer relationships with particular companies. Kashmir Indian restaurant has greatly been benefitted after implementing motivational strategies which inspires the employees to work harder. By doing so the kitchen staffs have become much more productive, saving production cost and enabling the restaurant to list prices of items at a cheaper price. Furthermore, by motivating the employees with good working conditions and financial rewards have increase employee job satisfaction and this has in turn reduced the staff turnover. This had saved the organisation in the long run because the restaurant does not need to invest in training and recruitment costs for the future. 
Individuals also benefit from being motivated as it provides them, with the confidence of performing their roles. This is beneficial as members of the kitchen team i.e. the chef handles uncertainty better and therefore is willing to take risks when necessary for the business. Also motivating the employees have given them the opportunity to become much more creative and innovative and this is very important as creativity defined on the plate of customers comes from the creativity of the kitchen staff. 
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Kashmir Indian restaurant has seen an improvement in its overall business performance by providing employees with feedback. With the use of the 360 – degree feedback method for example customers rate their food which is directly linked to the kitchen staff that prepared the food. With their feedback, employees become aware of what they need to improve and then improve their behaviour in order to avoid receiving negative feedback. In addition to that kitchen staff have an increased retention because the feedback that they receive is valuable for the potential advancement and development. The company has had a positive stance in its sales and feedback has been the greatest investment made by which employees have become more professional and stronger. 
Employees are also benefitted from the implementation of the feedback development vehicle because their performance is enhanced. By getting manager feedback at high quality and constructive criticism helps they enhance their performance. Without such feedback employees will not have sufficient information on ways in which they needs to develop and present their workplace behaviour so that the expectations of the restaurant are met. In addition the employee has an enhanced engagement to their job and their workplace. With the employees have constant feedback from the manager, has allowed their communication to increase, which in turn has been related to having a high employee engagement. Once the workers have been seen to have adhered to the feedback and have improved their performance, appraisals from the manager would be a means of motivation. The workers have become encouraged to perform better and try their best to eliminate their weaknesses. 
[bookmark: _Toc25615046]Organisational and individual benefit of Rewards

By having a strong reward system in place, the manager has identified that there is an increased level of employee productivity. The kitchen staffs are now far more motivated, engaged and productive. By providing the staff with rewards they are aware that they are being acknowledged and appreciated for by their work. This is why the kitchen staff have the incentive to continue to work hard every day. Furthermore, as the biggest asset this organisation has is its employees, it is very important for employees to feel loyal and be loyal to the organisation too. Through the reward development vehicle, the employees have become much more loyal as the recognition of that hard work has built their trust and engagement with the organisation. 
The employees mainly benefit from the reward system as they receive extra bonuses for example. Due to being rewarded with such things the employees have developed an increase job satisfaction. Being aware that their work is benefitting the organisation and by displaying hard they are being delivered with rewards that they personally like. By the team members being aware that by working hard they will be rewarded the retention rates increase. Workers are more inclined to keep their jobs as since they have a high job satisfaction it means that then admire and love their job and the organisation.
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	Specific 
	Measurable 
	Actionable 
	Relevant 
	Time bound  

	Develop a stronger passion for innovation 
	The chef would be successful in understanding that he has obtained this objective. The chef would be creating products which are innovative and deliver items with have excellent and unique flavours, increasing the intake of customers.
	This would take a long period of time and determination, although with the correct research and patience, becoming more innovative would be possible. 
	This is highly relevant to the chef especially for the future career path of the chef. By becoming more innovative the chef can bring further success to the organisation and can possible develop the necessary skills to lead his own restaurant (Pickford, 2003).
	6 -8 Months 

	Develop communication skills 
	The chef requires to work with people with different discipline as well as retail customers. Therefore as a result of developing communication skills the chef would be able to display justifiable reasings for changing in the menu for example.
	The chef would require to be determined and try his best to seek opportunities where he can be successful in practising his communication skills. 
	Communication skills is one of the highly admired and required skill for high level skills. This would be an essential skill which the chef would require to deliver the performance required  in getting a promotion in the restaurant industry.
	4-5 months 

	Developing cutlery expertise – the chef will develop skills needed to provide more products and items.
	The chef will be able to produce food which is not common n the restaurant e.g. cakes and pastries. This would allow the restaurant to offer items to the customers which is unique. This would mean that items such as desert would not need to be purchased from outside but can be made in the kitchen.
	The chef would require to develop these skills in his personal time perhaps in his own kitchen before attempting to produce different items in the restaurant kitchen (Herholdt, 2012).
	This would be an excellent aspect to develop as it shows that the chef compasses of several skills and has the vapaibillty of making any item, increasing his chance forgetting promoted to a good job in the restaurant industry. 
	8 – 9 months 

	Faced paced decision making 
	The chef would be able to deal with unexpected situations productivity and deal with in a manner which benefits the organisation.
	Would be possible by learning ways in which different situations can be dealt with by doing research. 
	A head chef leads an entire team in the most crucial area of the restaurant, the kitchen, which is why this is a crucial skill to develop.
	7-8 months 

	Developing a motivational management style
	The kitchen staff would be more organised, motivated and determined to work well.
	Learning from other successful chefs 
	This management style is crucial for developing a own restaurant.
	1 -2 years 

	Having the willingness to learn 
	The chef will gain knowledge on how to create different items and about how to become a successful motivational manager. 
	This would be possible if the chef dedicates his time and energy to learn. 
	Without this the chef will not successfully learn what he needs to obtain for a successful career 
	1-2 weeks 
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The individual whom is required to develop his development needs which in this case is the chef would be required to do two things. As the personal development plan begins, the chef needs to make sure that he is adhering to the plan to ensure that he accomplishes the set targets within the given time frames. The chef must devote specific time to accomplishing the goals in order to ensure that that he makes the most of the plan. After the plan is finished the chef needs to review the plan to see what he has managed to accomplish and what he hadn’t. He also has to identify whether he has successfully moved closer to reaching his future career path or been open to any new opportunities (Bagraim, Jaga and Meyer, 2010).     
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To conclude, the identitified development vehicles are very important for any organisation so that a strong and secure workplace environment can be created for the employees. By doing so the employees have a secure and comfortable environment in which they can work in and produce behaviour which is beneficial for the organisation and themselves. With the example of Kashmir Indian restaurant it ha been identified how useful each of the development vehicles have been. The personal development plan is an excellent method for workers to use as a means of developing themselves in a specific sector for example for the chef, he is developing his individual needs in order for him to become a successful chef one day. 
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