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We live in a world of change especially in business where technology is driving so much change for improvement and innovation as well as creativity.  Therefore, in order to meet the goals and objectives of organisations and departments employees need to continuously grow and develop.  Since employee’s job performance is one of the important factors for a business to compete in this global market, the purpose of this study is to critically evaluate three developmental vehicles which is available to an organisation in order to develop the needs of an individual.  The three chosen vehicles which will be discussed are; Feedback and Reward Management, Motivation and Workplace Learning and Development.  Feedback is about listening, understanding and acting.  So, we know how to improve our skills, track our performance to see where we are making progress and get motivated to achieve our personal professional goals.  Rewards management ensures that employees are properly compensated for the task they perform in the organisation (Chandra, A, Tripathi, D, Chaubey, D.S, 2018).  One of the most essential parts of a successful and development of a company is employee motivation.  This report will be presented with examples of personal experiences in the workplace drawn from the company - Barclays Bank PLC and a detailed plan will then be generated to meet the identified development needs of an individual in the workplace and the management of performance. 
















The following three developmental vehicles have been chosen which is believed to benefit an organisation as well as the personal development of an individual in the workplace.  

· Feedback and Reward Management
· Motivation
· Workplace Learning and Development
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[bookmark: _Toc16252464]Feedback and Reward Management

Feedback is a vital part of a leader’s skillset in the workplace.  Its purpose is to help a person improve their behaviour rather than just being a message about what they should or should not do.  Individuals want to know how well they are doing or where they can improve on.  Thus, feedback helps create a clear picture of achieving better results; enables a team to avoid making major mistakes and reduces errors caused by miscommunication.  

According to Grewar (2019) there are three crucial R’s in a workplace: recognise, reward and retain.  The implementation of these three steps of rewards management plays a crucial role in a company culture as well as employee retention.  Reward management has been designed to attract, motivate and retain employees; it is a key function and a motivational practice that businesses use to reward employees for their achievement and success. Rewards management have been discussed by many authors from different perspectives, some of these perspectives focus on dividing reward systems into two categories; Extrinsic and intrinsic rewards. 

[bookmark: _Toc16252465]Intrinsic rewards are non-monetary rewards such as workplace relationships, job responsibility and empowerment providing learning opportunities, training resources as well as the potential of recognition and growth.  The context in which an individual performs a task influences his intrinsic motivation which in turn affects creative achievement (Amabile, 1988; in Oldham and Cummings, 1996).  One of the leading theorists Frederick Herzberg found intrinsic rewards to be much stronger than financial rewards in increasing employee motivation (Chandra, A, Tripathi, D, Chaubey, D.S, 2018).


[bookmark: _Toc16252466]Extrinsic reward systems generally focus on offering performance-linked salary increases, monetary rewards, long term incentive plans, team-based rewards, benefits and job security to employees (Oldham and Cummings, 1996).  Extrinsic rewards take effect in the intrinsic motivation depending on how employees interpret them.

[bookmark: _Toc16252467]Motivation

Motivation is defined as the process that initiates, guides and maintains goal orientated behaviours.  It involves the biological, emotional social and cognitive forces that activate behaviour.  There are two types of motivation which are:

[bookmark: _Toc16252468]Extrinsic motivation is those that arise from the outside of an individual and often involve rewards such as trophy, money, social recognition or praise.  

[bookmark: _Toc16252469]Intrinsic motivation is those that arise from within the individual such as doing a complicated crossword puzzle purely for personal gratification. 

Achieving a goal requires the ability to persist through obstacles and to keep going despite the difficulties; motivation is what causes us to act.  The benefits of a well-motivated workplace can provide several advantages to individuals as well as the organisation such as: when employees have higher than average satisfaction based on the highest tiers of Maslow’s pyramid (Hierarchy of needs, 1954); those organisations have higher customer satisfaction, better productivity and higher profits as well as lower levels of staff turnover.  A study revealed that 71% of American workers were disengaged at work; with this lack of motivation can cost organisations up to $550bn annually, whereas companies with actively engaged and motivated employees can make up to 2.5 times their usual annual revenue (Bowman, 2019).  Employee motivation can enhance their performance in the workplace, a dedicated and motivated employee is an asset for their organisation.










[bookmark: _Toc16252470]Workplace Learning and Development
Workplace learning is a human resource strategy used in businesses to effectively achieve high levels of individual and organisational effectiveness.  Developing staff skills give them tools and confidence to be 100% productive in their role.  Offering training and development also acts as an attraction and retention strategy in an organisation.  When employers offer ongoing training and development; employees feel engaged and empowered in the workplace.  This ongoing challenge and opportunity for growth keeps them interested and loyal in the business.  By offering comprehensive training and development opportunities to staff, employers will be assured that they will have the best people working for them and have the most up to date and competitive skillset.
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[bookmark: _Toc16252472]Theories on Feedback and Rewards Management

In this society people are always confronted with the ideas that in order to have employees performing better, they need to be given a bigger reward (Taylor, 1911). Scientific evidence indicates that higher incentive leads to higher performance (Shaw and Mitra, 2017).  Yet, when a task requires even rudimentary cognitive skills such as conceptional and creative thinking rewards leads to poor performance. Incentives do a good job of influencing people to care enough to be respectably productive.  However, research suggests that once the rewards run out, people revert to their old behaviours.  It does not create an enduring commitment to any value or action, rather incentives merely and temporarily change what people do (Kohn, 2019).  

Through experience, it is believed that Barclays creates the right working environment via their rewards package which allows employees to seek enjoyment, achievement and personal growth. The reward system is not only concerned with pay, they equally cater non-financial rewards such as training, development, recognition and increased job responsibility. Team leaders encourage their employees by giving feedback to be self-directed and push people to meet their individual needs through personal development plans as well as the organisational objectives and this totals up to create a successful working environment.  

Barclays management also cater breakfast for weekend over time and/or pizza after work on weekdays over time.  These gestures for thanking employees for a job well done also go a long way to keep the team engaged and motivated.  Whether employers give a bonus, pay rise or a non-monetary reward they are showing employees that they appreciate the hard work.  Rewards are the most powerful things employers can use to motivate behaviour, equally the positive impact from the employee contributes to the organization.  Barclays offers their employees a rewards package which can be tailored to suit their needs.  The benefits allowance offers flexible working arrangements where possible, compressed hours and job sharing.  According to Scott (2018) Barclays are amongst the recognised organisations who provide a supportive workplace culture and have established a family friendly policy for working parents.  While working at Barclays they provided full sick pay and maternity allowance.  Barclays gave the convenience to work flexible hours and to adjust the working pattern to suit individual family commitments as well as unpaid leave (careers break).  As an employee one-year careers leave was also obtained due to a family emergency involving a dependant who was in the final stage of cancer.

While working at Barclays, managers would always appreciate the good work when dealing with angry customers and completing tasks within the agreed timescale.  Often, colleagues would ask for feedback on each other and vice versa; regarding behaviours so that they are completely aware of their blind spots and how they impact other colleagues in their teams.  If this can be achieved as a company, then there will be less conflict in the workplace environment.  Feedback lets an individual know and see the things that one is unaware of and is important for everybody if they want to learn and develop.  As the work goes through a quality check process; where (roughly ten cases are picked for quality check) and feedback is collected on the work every single day, so this is an added benefit to help people produce a higher volume of better-quality work. Therefore, providing feedback is one of the key benefits for an individual as well as an organisational success.  
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The well-known psychologist Frederick Herzberg carried out extensive research in this to know what motivated people and what did not during the 1950s and 60s.  The result of his extensive research was the two-factor theory which is also known as intrinsic v extrinsic motivation theory.  Going back a few centuries companies would reward people for their desired behaviour and punish them for the undesirable ones.  Today, some companies still think when it comes to motivating their employees the only important factor is to use reward or sanction.  However, this might be taken for granted that the employee has no enthusiasm for their job and will try to do less as possible if no one gives them direction.  While, Shaw and Mitra, (2017) carried out additional scientific investigations by applied psychologists and economists; the scientific evidence was proven that incentives linked to people doing more leads to more quantity, and those designed to increase work quality lead to better quality work. These arguments reveal the results of the effects of financial incentives in terms of quality and quantity of performance. 

Furthermore, according to Writer (2012), numerous experiments were carried out by Ariely and his team and they found that, employees who earned small and medium-level bonus did not differ much from each other, however those who earned the most, demonstrated the lowest level of performance. This finding makes companies rethink what motivates their employees?  Although it is believed that big salaries and bonuses will improve performance – and in many ways they do – this might not be entirely true.  Shaw and Mitra, (2017) continue to argue that the results based on scientific evidence are illogical.  Pay levels and pay raises are the most powerful tools to attract, motivate and retain top talent in all high skilled occupations in the 21st century.  

One of the most legendary ideas in the history of psychology is located in an unassuming triangle divided in to five sections referred as Maslow’s Pyramid of Needs.  The diagram below illustrates the five-tier model of human needs that motivate our behaviour.
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Nielsen, N (2016), based on Maslow’s Hierarchy of needs (1954)


The pyramid was the work of Abraham Maslow (1943,1954) who had been looking for the meaning of life.  Maslow wanted to find out what could make life purposeful for people in modern day America.

The new generation work environment focuses on autonomy and not control, by letting people choose their task, time and their way. A place that encourages an inner driven people to accomplish their best work.  What attracts most people towards Barclays is that it is a well-known brand which supports the community by giving employees an opportunity to excel.  Based on past experiences Team leaders observe the team on a day-to-day basis and work on their level which provides the best ways of identifying learning needs by watching how individuals handle their tasks and deal with others, the quality of material they prepare and their ability to solve any problems that arise, by doing this the employer is able to assess where any learning gaps occur.
 
At Barclays employees have a one to one discussion with team leaders on a regular basis to review how they have done in the week and discuss any personal development plans including further training needs which may be required.  At Barclays a weekly one to one does not occur only when an individual has identified a learning gap, they implemented this to motivate and encourage individuals to perform their duties effectively and it therefore may not be appropriate to wait until their formal performance review.  By encouraging team members to regularly self-evaluate their work performance and identify areas for improvement, they may identify their own areas in which they need advice or extra training.  This method of skill identification means that the individual is taking responsibility for their own learning and professional development and is a strong motivator. ILM (2016) 
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According to CIPD (2015) the Learning and Development survey shows the current findings from previous years; the common methods of learning and development is on-the-job training and being coached by line managers or peers.  Three-quarters of organisations currently offer coaching or mentoring and most expect to anticipate growth to their use of coaching.  Learning programmes such as e-learning courses and blended learning continue to be the most common development methods in (larger) organisations.  Plato who was a student of philosopher Socrates believed that men and women should have the same education and access to all positions in society. (Araiza, T, 2013)
Barclays not only pay or provide financial benefits they give their employees non-financial rewards such as developmental opportunities and increased job responsibility.  At Barclays there’s no shortage of training and development opportunities to help achieve an employee’s ambition to build a career path (Barclays Development, 2019).  As an employee at Barclays there have been many opportunities which may have not been accessible working elsewhere.  A level 2 certificate was acquired in Business Contact Centre while working at Barclays.  There were people from a range of age groups who were on the programme.  However, regardless of the background and age, while studying everyone had a role within the bank at the same time.  Which means the employees were constantly growing within the industry as well as getting guidance from the people around them, therefore it was much different from learning at school.  To date Barclays have given individuals the option to participate in graduate/post graduate opportunities and apprentices which is giving people a chance to grow a rewarding career within the experience of the working environment who may not have had the chance to study previously.  In doing this Barclays is definitely leading the way and finding the future leaders of tomorrow.  People who explore new possibilities and create ideas will bring skill, experience and perspectives to the company (Barclays 360 experience, 2018) 
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There are three developmental needs which have been identified while doing the research.
An action plan has been created as a supporting roadmap for managers to ensure that desired outcomes are met in the most effective manner.  This plan states the developmental needs followed by the impact it will have on individuals/organisation, a given timeline, expected outcome and for the final results it will be evaluated to check its progress.













[bookmark: _Toc16252476]Table 1: Action plan: Three Developmental Needs 
	Developmental Needs 
	Description of developmental needs
	Impact to the organisation/individual

	Time Frame

	Desired outcome 


	Gathering feedback from employees

(Feedback and Reward Management)

	Focus more on business productivity as a whole - rather than individual staff needs  
	This will help managers identify specific training requirements for individuals to improve business productivity as a whole
	6 months 
	Improve employee performance in their present roles


	Analysis of tasks being performed

(Motivation)
	Training needs to be identified- improving staff knowledge about the industry, job related needs or personal development
	As the company undergoes changes constantly, this will improve communication skills and also help managers identify any work-related training needs 
	9 months
	Developing employee practical skills


	More group mentoring instead of one to one
(Workplace Learning and Development)

	Employees to have the opportunity to meet with mentors from a wide range of industry backgrounds
	All employees will participate, learn about themselves, talk about their own professional development and grow together
	12 months
	Preparing employees to take a greater responsibility in the future



Smartsheet (2016) 
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Giving feedback will have a huge impact on the managers as well as the business, employees will always provide open honest feedback. This is to focus on business productivity as a whole rather than individual needs.  Through experience as an employee it is good to write things down if any concerns arise within the workplace and discuss it with the line manager at a regular one to one or performance review as this is the best way to have an open communication and give honest feedback.  Understanding employees and allowing them to express their thoughts for the company can be used to help the business grow.
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Employees have the interest to join an organisation not only for the experience they will receive in their work, but they are always interested in the benefits they will receive in helping them grow outside the workplace.  Though experience it is believed that people are not always motivated by money, but to identify training needs and work on personal development.  However, this depends on specific individuals depending on the change of life circumstances:

· Younger people tend to be attracted by monetary rewards in order to reach a good life status, where more experienced staff value recognition over finances.  
· Some employees may choose additional training and career possibilities over finances.  
· Also, people are more likely to sacrifice their earnings when they feel their work brings a dramatic change in their life.  

Good HR practices can attract and motivate employees such as; a Human resource manager can offer incentives, and this will keep the employees loyal to the organisation, excite as well as` retain them over the years of employment.   
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Having regular group mentoring will promote diversity. Employees will explore their own knowledge, skills, self-awareness and attitude; discover their strengths and where they might need to improve.  They will also develop the ability to ask questions which is very important to the success of the mentoring relationship.  Having good questions to ask a mentor will help employees move from where they are currently to the person they want to become in the future. 


In order to check if the plan is working, follow up sessions will be reviewed regularly to evaluate the progress that people are making towards realising the plan and the development of each person, so it is suggested to meet once a month to review how people are doing, if they are off track then realign so that making sure that people are actually learning the new skills or developing in the way that’s going to contribute to the success of the organisation and department.  A survey and questionnaires can also be created to monitor the progress of individuals in the workplace.  If the plan is applied there will be a great impact on job performance as well as the business productivity as a whole.
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Organisations are managed by the people who work for them and individuals contribute towards achieving the goals of an organisation (Sekhar, Patwardhan & Singh, 2013).  Therefore, employers have a huge dependency on their employees in the workplace.  In order to provide an effective working environment, employers need to put strategies in place such as employee recognition and continuous support as well as to provide training all the time.  Barclays Bank has a number of opportunities with potential benefits in the company such as training and progression programs in order to develop individuals in the workplace.  Having a set plan for employee development is essential to ensure the performance and productivity of the organisation as well as the individual is well maintained.  The research found that, training and learning development activities help to improve skills/knowledge of the individuals which enhance efficiency, growth and innovation which in turn enhances motivation that will lead to better productivity and loyalty.
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