


Developing relationships and workplace achievement- Report


Developing Relationships and Workplace Achievement 
Module code: BMSK5002
Student Name: Syedul Islam 
Lecturer Name: Domnan Miri
Student ID: 1709443









































Contents
Introduction:	3
The Motivation Approach:	4
Maslow’s Theory:	6
A Personal Development Plan:	7
Training:	9
TNA framework	11
Employee engagement	11
Conclusion:	13
References:	14







































[bookmark: _Toc16174387]Introduction:
According to Maund (2001), “Human Resources Development (HRD) is the process of planning and controlling the way in which performance and potentials are developed through training and development programs”.  HRD consists of various development vehicles which are designed to produce behavioural changes to meet the development needs of individuals. In this assignment I will be evaluating three development vehicles which are motivation, training and employee engagement. I will critically evaluate each vehicle by identifying the benefits it brings to the individual and the workplace. Furthermore, I aim to demonstrate how organisations should implement the development vehicles, whilst focussing on the impact and importance of training, motivation and employee engagement. 

[bookmark: _Toc16174388]The Motivation Approach:
Motivation is a word to describe the enthusiasm and commitment a person or a group of people have to do an act, in this case, the energy they have ‘to perform a task’ at work (NDA , 2009). Motivated staff tend to work harder as they’re more energised and want to commit to the work. The Nuclear Decommissioning Programme (2009) suggests that the motivated workers may get more work done in less amount of time which will reduce the labour costs. This means, with more motivated workers, there will be higher productivity in the business. This is because employees becoming more positive makes them more productive. LLP (2019) states that ‘Motivation theorists suggest that if workers are allowed to grow and extend their abilities, they will take greater responsibility. This will make them more effective in their work.’
The motivational approach demonstrates the roles of realising ones’ own self efficacy and the motivational construct. The structural feature refers to jobs and organisations having something for the people to be motivated by and to come to the awareness of self-efficacy. It is also quite expected for the ‘Western emphasis on such values as mastery, self-reliance’, and achievement (Gecas, 1989). These sorts of successful achievements, all work as a motivational factor. Yoon, J. (2019) mentioned some work by Bandura, Gecas and Schwalbe. Self-efficacy on the other hand is about ones’ belief and faith in their ‘own ability to perform a specific task’. Also, according to Bandura (1986), the ‘self-efficacy’ also refers to motivation as not something there has to be an opportunity with or have issues with constraints. Self-efficacy rather concerns an intuition ab out what one can do with the ‘opportunities and constraints’ they have already (Bandura, 1986). 
Linking to the social psychology of self-efficacy put by Gecas (1989), the topic of self-efficacy is based around the ‘issues of human agency, mastery, and control.’ With the rise of mental health issues and more realisation of its effects, ‘self-efficacy’ is now a more significant ‘variable within social psychological research’. Within work, a determined focus is on the view and evaluation of one’s own persona ‘with regards to ‘competence, effectiveness, and causal agency’ (Gecas, 1989). 
This review put by Gecas (1989): ‘examines the nature of self-efficacy and related terms, reviews the research literature on the development of self-efficacy and how social structure and group processes affect this development, considers changes of self-efficacy over the life course, and reviews the consequences of self-efficacy for individual functioning and for social change.’ 
Similar to the term ‘belief’, ‘motivation’ is the driving force built from a person’s mind which then affects their attitude and behaviour.
McDonalds is one of the largest fast food companies, that can be found in most countries, whether in the west or east. A large factor of it is to make an impact, thus motivation is a key factor. It is the key for them to be influential, they must motivate their customers as well as employees. The company McDonald remains successful and unique by following the McDonald Brother’s belief, that ‘Our responsibility is our opportunity’ (McDonald’s UK, 2012). If workers weren’t motivated, they would lack speed and the motive to continue doing the work, or even have break-downs or not interested to challenges at work. McDonald restaurants claims to put motivation and rewards at the heart of the business strategy. 
The organisation has increased the performance and productivity of the employees by introducing a reward programmed into their business strategy. They make sure that this strategy is kept up to date. The reward manager at McDonald’s and winner of Employee Benefits Professional of the Year Award 2014, Blackshire illustrated some key aspects of how to be successful with using rewards in a business.  The business strategy and the reward strategy do not work towards the same path, then this will not help the business, but rather would just be “a waste of time, money and effort” (Crawford, 2015). To be successful using rewards as a motivator, you must be critical into how and what you’re rewarding the workers with. This not only benefits the worker by giving them rewards, but also benefits the company by getting the best effort from the workers and they can also win ‘Employee Benefits Award’, like the McDonald’s Restaurants did ‘In 2012’ (Crawford, 2015). 
On the other hand, Blackshire may have said that they have made sure to never leave the reward out of alignment. But he has also mentioned that they ‘have not made significant changes for a good number of years now, but it is more of an evolution process’  (Crawford, 2015). However, times are changing very quickly in contemporary society, and so are peoples’ expectations and desires. The reward alignment must be met again, an evolution process may take too long to keep people interested in the same things today as a motivator, or they may find another company who meets their new expectations. This idea was suggested by Crawford (2015) who emphasised ‘‘five vital ingredients to great customer experience’, to which its recognition strategy is aligned’, which means costumer service relies on motivations, a happier employee means a happier costumer. 

[bookmark: _Toc16174389]Maslow’s Theory: 
Maslow’s hierarchy of needs is a motivational theory in psychology. This insists of a five-layer model of what humans needs. It is often demonstrated in an order of hierarchy within the shape of a pyramid. The human needs and desires at the bottom must first be met before a person decides to climb above into a higher tier. 	Maslow said that people are motivated by this 'hierarchy of needs'. 
[image: https://lh3.googleusercontent.com/41rp1A7OmGrSpepGci1ynDwuupG9iu-gR-tzBhlW_IJg2F5u89nIVa_3eCk4DmkilhyX3dLJ7CCsBR53NqNUAJNP9BYxKIwYevU3qj9-YImUiSvXMaOjMKTz7TWfC0ndC7IQLx39]source: Mcleod, S. (2018).

This is Maslow’s pyramid, demonstrated by Mcleod (2018). It is visible from the bottom to the top of the grid, ‘the needs are: physiological, safety, love and belonging, esteem and self-actualization.’ (Mcleod, 2018). As mentioned above, the basic needs must first be met before any other needs, because the basic needs not being highlights that there is a clear deficiency. When there is a deficiency, there is a rise in motivation only towards the means to get the necessary fulfilment their desire. When there is no access to those not being met, or the duration of the process to achieve the fulfilment of desire becomes longer, the motivation increases. Mcleod (2018) provides the example, ‘the longer a person goes without food, the hungrier they will become’. 

This could link in with McDonald’s reward manager, who suggested that the rewards should always be in alignment and in 2014, they were changing at the speed of ‘evolution’. This shows the longer you take into creating a new reward, the employers’ and costumer’s look more forward to it after constantly waiting. This motivated atmosphere allows the workers to be happier making the customers happier (Crawford, 2015). Thus, the organisation becomes more competitive, efficient and has a better reputation among the customers. 
McDonald’s does not emphasise the exact construct of hierarchy and safety like Maslow does, nor instruct safety. UKEssays (2013) alludes to the idea that this may be because the ‘work in McDonald’s may be safe and also because most of the employees in the company are students, ‘whose physiological needs can be satisfied by their families’. According to UKEssays (2013), McDonald’s does motivation theory does not insist on ‘the first two classes of Maslow’s hierarchy of needs and focuses directly on the’ top three needs of employees. Taking this on board, McDonalds ‘may not satisfy employees with expectations on basic needs. In this case, Maslow’s hierarchy of needs is partly used in McDonald's motivation theory.’ (UKEssays, 2013).
[bookmark: _Toc16174390]A Personal Development Plan: 
A PDP stands for a ‘personal development plan’, which studies have shown to be a practical and useful way into making a person more motivated or find out how they could better themselves. Beuasaert et al (2013) highlights what they found out about a PDP from a study they did. The purpose of the study was to test out and explore the effects there are from using a PDP on the ‘undertaking of learning activities and the employee’s job competencies. 

The plan insists on many aspects to analyse oneself, for example, realising what your goal is. When you know what your goal is, you can set targets and deadlines which enables you to make priorities. You can also recognise your strengths and weaknesses, or even other implications which then allows you to look for new opportunities and develop new skills. 

Beuasaert et al (2013) found out that the people who use PDP handle ‘more learning activities than past non-users’ of PDP. The PDP has a value as a ‘feedback tool’, meaning it has made positive development acting as a communicative instrument in the relationship between employer and employee. This means that the plan should be used to get an overview of opinions and matter to make change in future plans. ‘The undertaking of learning activities may help reaching future goals (Beuasaert et al, 2013). Employers have been trying to implement PDPs in order to show they care for their employees’ learning and development. However, these ‘users not score themselves significantly higher on job competencies than non-PDP users.

Personal development is a lifelong process of constant realisation of how you are and how you can take care of yourself. The PDP helps shaping and improving the skills and learning to make sure you achieve the best you can in your work. There may be no clear empirical data to show the impact of this as it does not necessarily mean that you will always make big movements.  A PDP, rather is about allowing people to improve their perspective and performance and how they can achieve full potential at whatever stage they are already in. this helps the employer and employee keep engaged with each other. 

For instance, a personal development for an existing employee: 
Their goal may be to become the store manager from a deputy store manager.  
For this they’ll need to spend more time with the current manager to learn the extra skills they’ll need to learn. After they recognise what skills they need to develop, they can set up small targets towards becoming a manager. By reviewing the stage they’re at, they will become motivated to perform their work at an even higher ability. If they are not performing as well as they used to, they can understand why and can make progress. 

The goal can always change, but the development plan is always there as a review to see progress and to help you seek which path you should take and know your-self and your position better.  The checklist below is a great example of how this PDP can look. 
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A personal development for a new employee would be the same as a current employee, because a development plan is for everyone (Managers.org.uk., 2019).  A new waiter may look at other waiters and think they’re very good at their job. The goal would be to perform his job at the highest ability. To perform the job at their highest ability, they will need to see what they need to do this. and set targets to be more like him in terms of work. He will see if he is able to carry out the same acts, then he will undertake these developments and review if it brought a good change and closer to his goal.

This will help McDonalds with achieving the best results from their workers and the best for the workers from their work life. Especially, since McDonalds doesn’t have an exact staff characteristics requirement, and employ many students who are working for the first time.
McDonald restaurants will know their employees better and know how to make better progress in their company. The workers will have more confidence to work by themselves, make their own decisions or even make better decisions. This is all achieved by the personal development plan boosting the confidence of the workers. 

From this, it can be assumed that it is recommended that human resources professionals and managers need to take into account what sort of motivation their staff and customer needs to take action. This can only be done by engaging with them, and a personal development plan would be ideal to engage with each other and develop a motivation (Ankli and Palliam, 2012). Ankli and Palliam (2012) also mention that these vehicles and development schemes would act as a ‘predictor of performance’ as well as help with having control in the company. Ankli and Palliam (2012) also further mention the ‘different attitudinal relationships towards work-play necessitate distinct type of motivation.’ People may be more motivated to do things outside work happier, thus should the workplace re-evaluate that work and normal life of the employees shouldn’t mix, or perhaps mixing them both help with building motivation? The personal development plan seems to be mixing them both as the employees get to write or say what their circumstances are and how to better, this could be affected by outside work factors. 

[bookmark: _Toc16174391]Training:
Training is a systematic approach which consists of organised activities to promote learning through behavioural changes. Maund (2001), supports this claim and identifies training as a ‘planned process to modify attitude, knowledge or skill behaviour through learning experience in order to achieve performance in an activity or range of activities. Training is the fundamental ingredient to the success of an organisation as it allows adaptation, innovation and the ability to compete in a global, dynamic environment (Salas et al., 2012). Organisations in the U.S spend about an annual of $135 billion in training their workforce (Patel, 2010). Training consists of a variety of planned activities such as manual skills including apprenticeships to more targeted activities enhancing personal skills in the form of coaching.

There are many advantages of training which are presented to individuals which can treacle into the organisation as a whole (Aguinis and Kraiger, 2009). Training not only provides the platform of workers employability but can also develop workers. According to the International Labour Office, (2000) training allows workers to ‘maintain their employability and adaptability in labour markets that change continuously under the influence of globalisation, technological change and new ways of organising work’. Therefore, training should be viewed as a continuous activity to ensure workers are equipped with the latest practices. Barrett, R. (2003) Identified how traditional car manufacturing procedures of mass production confined employees to a limited range of tasks. Thus, manufacturer giants including Nissan and Volvo have utilised up-to-date training programmes to ensure workers are flexible and efficient in quality and delivery of the services.

Training is a powerful tool which can increase safety for workers minimising accidents at work as trained workers have knowledge on how to handle machinery and appliances in a safe manner. In the past, many people died at work ‘indicating the pressing need for training to reduce risks’, Barrett and Thornes, (2003).  Additionally, training can be viewed as an effective tool for planning and control thus can serve as a management mechanism. Employees who are trained can be adequately prepared for promotion leading to an increase in job performance (Satterfield and Hughes, 2007). Organizations can benefit greatly by training their staff to progress rapidly in the career ladder as they can minimise costs in advertising and recruiting for new employees. This also creates a sense of loyalty for employees to the organisation therefore reducing employee turnover and absenteeism.

Along with formal training programmes, informal training in particular can lead to organisational advantages such as innovation and tacit knowledge as identified by Barber, (2004). This study was a qualitative study in the mechanic industry in Northern India. Knowledge Management is a powerful intangible tool as it holds more importance over tangible assets such as raw materials and equipment (Davenport and Prusak, 2000). Tacit knowledge ‘possesses valuable, rare, imitable and non-substitutable characteristics’, (Hall and Sapsed, 2005).  Barber identified that the highly skilled mechanics had a “good feeling of how to hit the metal at the exact spot so the work progresses in a systematic fashion” (Barber, 2004, pg. 134). This tacit knowledge was exchanged between mechanics which according to Barber (2004) has become a ‘common repair practice in the developing world’. 

[bookmark: _Toc16174392]TNA framework
As mentioned before, training is a systematic approach thus should be designed, planned and implemented to meet individual and organisational needs. One way these goals could be met is via the Training Needs Analysis (TNA) framework.
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The TNA framework in particular is a fundamental ongoing process of collecting information which then can be used to develop training activities to meet organisational objectives. It is the first step in the training procedure as Gould et al., (2004) highlights ‘TNA must be carefully planned, conducted and have clear outcomes to ensure that training interventions are implemented efficiently’ to meet the required changes in the organisation. Therefore, organisations that fail to conduct TNA assessment ‘run the risk of overdoing training, doing too little training, or missing the point completely’ Brown, (2002). Organisations should implement a TNA prior to the development of training activities. This method unveils the specific problems an organization may face, therefore allowing training to directly meet the skills shortages of the individual to meet organisational objectives. 

[bookmark: _Toc16174393]Employee engagement
The third and final development vehicle is employee engagement. Employee engagement is controversial due to the different lights it is portrayed in; on one hand, many authors such as Saks, (2006) claim that employee engagement is a powerful tool that ‘predicts employee outcomes, organisational success and financial performance’. On the other hand, Bates (2004) and Richman (2006) identify the decline of employee engagement amongst employees today. This is evident across many Western countries, including the US where is had been reported that half of Americans are not engaged contributing to the “engagement gap”. As a result, US businesses lose out on $300 billion a year in lost productivity (Bates, 2004). 

Despite the popularity of employee engagement, there is little academic research thus leading the term to have a faddish connotation (Saks, 2006).  Kahn (1990, p. 694) defines employee engagement as ‘the harnessing of organization members' selves to their work roles; in engagement, people employ and express themselves physically, cognitively, and emotionally during role performances’. Additional authors such as Maslach et al., (2001) also support this claim and refer employee engagement as ‘a positive, fulfilling, work-related state of mind that is characterized by energy, dedication, and absorption’. This gives the impression that employee engagement is the heart of employee relations. Thus, employee engagement is a two-way relationship between the employer as explained by the social exchange theory (SET).

The basic principle of SET ‘is that relationships evolve over time into trusting, loyal and mutual commitments as long as the parties abide by certain “rules” of exchange’ (Cropanzano and Mitchell, 2005).  For example, when employees receive resources (economical and socioemotional) from their organisation, they repay their organisation via their level of engagement. So, the greater the resources one receives, the higher the levels of engagements they will demonstrate to their work 

The diagram below presents the elements of engagement 
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                                                                               Source: Armstrong et al., 2010

The actual job role plays a key role in the levels of engagement an individual may 
Display. For example, Herzberg (1968) claimed: “if you want someone to do a good job, give them a good job to do’. One of the features that should be included in a job design to increase employee engagement is job variety (Hackman et al., 1975). Harrods have identified that engagement can be increased by non-financial rewards by providing opportunities for promotion, to make decisions, contribute to team and do a variety of tasks. As a result, Harrods provides job rotation which involves ‘periodically changing jobs and work areas to develop new skills in different areas of the business’ (Engageforsuccess.org. 2012). 

There are many positive outcomes of an engaged employee, such as making better decisions. When an employer is more understanding of what an employee may be thinking, there will be more better communications between then. A better communication and understanding creates a better workforce as they can work as a better team. This can also boost motivation and confidence as making their own decisions. When an employee is more engaged, they will try harder at work as well, or may even do more than standard expectations, making the workforce more productive. There could also be better efficiency, because with an engaged employee, they will understand the work required from themselves well, and won’t have to ask for constant help. 

[bookmark: _Toc16174394]Conclusion: 
To conclude, the development vehicles such as motivation, training and employee engagement are critical in enhancing the skills and development of the human capital in an organisation. These vehicles in particular recognise skills shortages and limitations on a micro individual employee level allowing organisational goals to be met efficiently. In order for these development vehicles to be utilized in the most efficient manner, it is important to have plans and procedures (PDP plan) to help recognise where differences could be made. 
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