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Introduction: there are many development vehicles for the workplace employee, out of these employ’s motivation, learning and feedback are most important, when, motivation is an individual internal force to achieve the desired result by putting an extra effort to benefit both individual and organisation and acquires better performance. Similarly, individual and organisational learning is also an asset gain by the organisation or individual from their experience or previous mistakes.
A motivated and engaged employee makes an extra effort to learn more from the organisation by using different methods and techniques, whereas, the organisation only facilitate these techniques to promote the learning process for the gain of individual’s better performance and increase productivity for the organisation. Similarly, Feedback and reward are also important tools too, to develop individual employee.
Part one: evaluation of Employees development vehicles to an organisation:
1. Motivation
1.1 Definition of Motivation: Motivation is someone’s willingness or attituded force towards the achievement of a target or goal for a reason of getting something.
Motivation is the force which empower, command and sustain someone’s behaviour to achieve a target or goal regarding reward.
According to Michael Armstrong (2014) “motivation is the strength and direction of behaviour to attain or meet certain goals in the workplace in return to economical and/or psychological rewards to satisfy their needs. The term ‘motivation’ can refer differently to the goals in  which an individual already have, the ways in which an  individual chose their goals and the ways in which any other person try to change their behaviour (Armstrong, 2014)”.
 “Well-motivated people engage in positive discretionary behaviour – they decide to make an effort (Armstrong, M. and Taylor, S. 2014)”. 
Employee those are highly motivated provides extraordinary efforts to accomplish their job and to achieve high performance. Therefore, workplace motivation is essential for modern organisations.
Locke and Latham (2004: 388) observed that: ‘The concept of motivation refers to internal factors that impel action and to external factors that can act as inducements to action.



1.2 Types of motivation:
Most of the author described two types of motivation which are intrinsic and extrinsic motivation, however, Maund, A (2018) mentioned there is a third type of new concept of motivation which is prosocial motivation.
1.2.1 Intrinsic motivation: intrinsic motivation is a psychological feeling when employee motivates by the work itself due to an individual believe that their work is more important and interesting to them, which can provide them reasonable satisfaction, positive recognition and development opportunities. For example, achievement, responsibility and the opportunity to use and develop skills.
1.2.2 Extrinsic motivation: extrinsic motivation are the external factors or tangible rewards which makes the employee motivated. For example, incentives, increase pay or punishment etc. which can provide immediate and powerful effect but does not last longer.
“Extrinsic motivation “lies outside of the individual and the task being performed”, whereas, intrinsic motivation “lies within the individual and task” (Ormond, 2008)”.

1.2.3 Prosocial motivation: “prosocial motivation is a new concept of motivation that access the degree to which employees behave in a way that benefit society as a whole (Maund, A. 2018)”. For example, charity work which benefit the society and reward or satisfy individual.
1.3 Theories of motivation: there are many theories regarding motivation, among these theories the main areas of motivational theory are instrumentality theory, content theory and process theory.
1.3.1 Instrumentality theory: this theory indicates that rewards or punishment are directly involved to motivated employee at work. Although in some places this theory still the case, like, Taylors scientific theory, however, in many other places this does not apply in the current time.
1.3.2 Content or need theory: this theory highlighted that as long as the employee’s need exist, they become motivated and keep getting motivated. When the need satisfied the motivation ends, unless further need creates or develop.
Some popular content theories are Maslow’s hierarchy of need theory and Herzberg’s Two-Factor theory. Both theories have been explained and evaluated below to understand motivation process at workplace.
1.3.2.1 Maslow’s hierarchy of needs theory: this theory published in 1943 (Maslow, 1943). He suggested that employees need depend on in the series of hierarchy level of importance. His hierarchy model shown in the picture below (picture 1) and is stated, five main level of hierarchy, at the lowest level psychological need then safety needs, belonging and love needs, esteem needs and the highest level is self-actualisation needs.
· Psychological needs: these needs include food, air, sleep and shelter etc.
· Safety needs: these are protection, security, freedom from pain and threat, law and order etc.
·  Belonging and love needs: these belongs to family, affection, relationship and work group etc.
·  Esteem needs: achievement, status, responsibility and reputation etc.
· Self-actualisation needs: personal growth and fulfilment are considered in this level of needs.
[image: Image result for Maslow’s hierarchy of needs]
(Picture 1: Maslow’s hierarchy of needs model)
[bookmark: _Hlk25739472]The disadvantages of this theory is one someone need is fulfilled this motivational need factor will not work anymore, hence, there is a requirement to use other factor or factors of motivation to motivate people by the workplace manager.
[bookmark: _Hlk25739551][bookmark: _Hlk25739661]This theory is not necessarily following the direction of level from lower to higher level, as one person’s need may have different to another person. Again, Maslow did not consider the job or job design at all which could be a strong motivational factor.
Despite of many criticism “it is still remains popular as a theory of motivation at work (Mullins, 2005)”.
1.3.2.2 Herzberg’s Two-Factor theory: Herzberg (1957, 1966) identified that two different sets of factors affecting motivation at workplace. One set of factors which are responsible for causing dissatisfaction. These factors are in terms job context, job and environment and extrinsic behaviours to the job itself. These factors are called hygiene or maintenance factors. They are not responsible for motivation but they are to keep the job satisfied and if the factor is not available it can cause dissatisfaction. Therefore, these factors are restricting job satisfaction. For example, rate of pay, personal life, job security or working conditions. 
The other factors which are responsible for mainly motivational purposes and these factors are the job itself, I. e. intrinsic motivation. The main factors under this rule are achievement, career advancement and job interest. Picture 2 below shown Herzberg’s Two-Factor theory model.



(Picture 2: Herzberg’s Two-Factor theory model)
Although, Herzberg theory is also a popular one however, many scholar criticise that this theory is not applicable to smaller or lower level job or the organisation well largely unskilled jobs or those work uninteresting and repetitive.
1.3.3 Process Theory: the process theory has been emphasised that employee’s psychological perception among factors the basic need both together motivates people at workplace. According to Armstrong (2014) “It is also known as cognitive theory because it refers to people’s perceptions of their working environment and the ways in which they interpret and understand it (Armstrong, 2014)”. The main process theories are concerned with reinforcement, expectancy, goals, equity, and cognitive evaluation.
1.4 Evaluation of Employee’s Motivational Development:
1.4.1 Importance of employee motivation and its benefit:
employee motivation is an important aspect of any organisation for the performance, engagement and well-being of the employee and hence the overall achievement of organisational goal.
Motivated employee can achieve and increase organisations productivity and higher level of output. Motivated employees do not need any instruction of how to do the work or task, they self-initiate to take responsibility, they are innovative and create happy and healthy atmosphere in the workplace. The benefit also includes employee satisfaction, development and improve efficiency.
Hence, cost of the management reduce greatly therefore motivation is the driving force for the organisational success.
1.4.2 Factors encourage employee motivation: there are many factors which can motivate employees. The following factors can motivate employee and change their behaviour in the workplace.
· Organisation need to recognise and appreciate for good work and reward employee regularly which keep them motivated. For example, provide regular incentives for good work or innovation.
· Encourage the development of performance management and recognise achievement.
· Provide enough opportunity for training, career development and advancement.
· [bookmark: _Hlk25785454]Disclose or publish organisations mission and vision clearly to the employee and keep the promise what is on the theory and practice.
· Make the process of work clear, steady and achievable to meet the target.
· Provide autonomy for the employee and not bureaucracy or dictatorship.
· Trustworthy leadership
· make the employee engaged with the job and give them opportunity to provide feedback and implement these in practice.
· Treat employee with respect and fairness
· Make regular transparent and productive communication with employee.
· Provide job stability and security
· Involve employee in the decision-making process and respect their views and opinions.
· Create a work environment in which jobs are involve both intrinsically satisfying and extrinsically rewarding.
1.4.3 Factors affecting motivation:
the following factors are considered to demotivate employee in the workplace.
· When the job involves complex and unnecessary processes.
· The nature of the job against the belief and value of an individual.
· No continuation of extrinsic motivation factors
· Excessive overload of work
· if the nature of the job too complex and does not have quality of working life or the performance -related pay is awarded but the performance is too high to achieve.
· No encouragement for appreciation for the good work.
1.4.4 Advantages and disadvantages of intrinsic and extrinsic motivation provided in the table below.
	Types of motivation
	Advantages
	Disadvantages

	· Intrinsic motivation
	· This motivation is very long-lasting.
· job satisfaction is important to employee rather than reward or punishment.
	· Employee changes behaviours slowly
· takes long to get the actual effect
· when people motivate excessively, after sometimes regret for not enjoyed life or They do not spend quality time with children or family.

	· Extrinsic motivation
	· Reward works very fast and initially very powerful.

· Employee change behaviour quickly.
· Only require little effort to start
	· Financial cost increase for the organisation. “US organisations spent more than $146 billion on learning every year (Miller, 2012)”.
· require regular initiatives as motivation ends quickly once rewards are removed
· could be negative impact on intrinsic motivation.




1.5 Summarisation of motivation: motivation is a complex internal process of human being. There are many reasons for employee’s motivation and several factors motivate or demotivate employees in the workplace.
Employer need to encourage and implement the above motivator factors and remove barriers listed above to make motivation effective and powerful. Also, employer must make an extra effort to establish intrinsic factors as the intrinsic motivation has grater and long-lasting effect.
Although there is a little or no disadvantages of motivation however there is a big impact of motivation for the workplace to achieve the goal of productivity. Therefore, motivated people are the key success for the organisation.
“Well-motivated people engage in positive discretionary behaviour – they decide to make an effort (Armstrong, M. and Taylor, S. 2014)”. 
2. Organisational learning as a development needs of the employee:
2.1 Definition: organisational learning occurs within the organisation for the purpose to promote the learning process to develop, sustain and improve organisational adaptiveness.
Argyris (1982) “defined learning as detection and correction of errors”. Argyris (1992) suggested that “organisational learning happen when organisation achieve it’s intended target and when rectify its mistake”.
Armstrong (2014) described as “the organisational learning aims to improve organisational effectiveness through development of knowledge, understanding and practice”.
There are three main actions for organisational learning – conceive, act and reflect. In addition to those three actions there are three key processes that occurs in organisational learning are knowledge creation, retention and transfer.
Individuals are part of organisation and hence Ehrenberg and Smith (1994: p 279-80) indicates that “the workers knowledge and skills which come from education, training and experience generate productive capital for the organisation”.
Workplace learning is to develop individual by experiential learning it can be formal and informal learning, however it is mainly self-directed learning I had organisational encourage and motivate employee to take responsibility for their own learning to improve performance and development.
Argyris (1992) commented that “organisation do not perform the actions that produce the learning, it is individual members who lead to it, although organisation can create condition and facilities for such learning”.
Although most of the workplace learning happen through work experience and self-directed learning, however the following planed learning facilitated by the organisation to enhance and extend the total learning process. Coaching, mentoring, e-learning and training.
The whole learning process as meaningless unless the employee does not learn or does not utilise the knowledge from the learning process into practice. For example, the money in the bank is nothing worthwhile unless invested. Like as if an employee receives several trainings, gain experience and holds vast knowledge but does not apply in practical workplace then this learning is null and void.
 2.2 Things are important to make the learning effective:
· First, organisation need to motivate all employee participating learning process to achieve the target and apply as and when necessary. As Reynolds et al (2002: p34) commented; “the disposition and commitment of the learner – their motivation to learn is one of the most critical factor affecting the training session and it’s effectiveness”.
· Training should be specific, job-related and useful, as Tamkin et al (2002) described “from learning to change behaviour, and from change behaviours to impact on others and the organisation as a whole”.
· Individuals should take their own initiative to learn and develop.
· Line manager should facilitate learning by conducting performance review and helping employee to implement the learning knowledge into practice.
· Organisations should develop a culture of learning and sharing.
· Organisations should allow employee to learn from their own mistake and use the learning regularly in a challenging way.

2.3 The advantages and benefits of organisational learning can be identified as follows:
· increased employee satisfaction and decrease turnover.
· Increased productivity and customer satisfaction.
· Increase develop of leaders at all levels.
· Work completed with great confidence and greater adaptability all over the organisation.
· The disadvantages of organisational learning are when a new starter left to learn from the workplace they pickup bad habits from the neighbours and grow that way.
2.4 Barriers of organisational learning (OL):
· The employee’s individual attitude and behaviours is a big barrier for organisational learning.
· Employee is not willing to change or accept changes due to their lack of capability, for example lack of knowledge on digital skills.
· No recognition of motivational factor to encourage for learning.
· Managers short distance thinking.
· Organisation fail to create successful team.
· Untrustworthy leadership can demotivate employees learning attitude.
· When the learning retain to an individual employee without out sharing with the team this OL does not have much value as OL, because if the employee move out then this learning is not available any more for organisation.
According to Crossan et al (1999) “the personal barriers are attitude, behaviours etc. and the organisational barriers are technology, strategy, culture and formality of regulation”.
Therefore, in short, the above barriers should be eliminated from the learning process to make the organisational learning process effective and fruitful for the employee’s development and for the organisation’s achievement.
3. Feedback and reward as a development needs of the employee:
3.1 Definition of Feedback: Feedback is the information, communication and evaluation regarding individual employee’s work-related activity. Feedback could be formal or informal and includes positive or negative criticism. A 360degree feedback receives from multidimensional sources like as horizontal, vertical up or downward or diagonal level of directions, as well as customer and stakeholders. 


3.1.1 Impotence of feedback in individual development:

The following advantages are in the feedback system 
· Resolution of conflict 
· Professional development 
· Increase employee engagement 
· Helps to change bad habits 
· Reinforce positive behaviour 
· Increase team building 
· Increase organisation's productivity 

Disadvantages of feedback 
· Negative feedback can demoralise 
· Employee
· Too good feedback can make the employee laidback from work 

3.2 Reward: Reward is an award regarding the recognition of achievement. Reward can be financial or nonfinancial that is intrinsic or extrinsic to satisfy the employee. For example, introduction of development training for or performance pay for employee.


3.2.1 Impotence of reward in performance enhancement:

The following advantages are in the Reward system 
· Maximise job efforts and performance, which increases productivity 
· Increase employee’s attendance at work and employee retention 
· Increase employee’s engagement and commitment to the organisation 
· Increase employee’s loyalty 
· Team Building 
· Job satisfaction 

 Disadvantages of rewards:
· Rewards could be a part of employees usual or common matters and will not put impotence 
· When no reward will provide, employee loose motivation and no benefits to organisation 
· Costly for organisation in comparison with productivity 
· Extrinsic rewards will damage intrinsic motivation 

In short, despite of little disadvantages in the reward and feedback system, there are a huge benefit if the reward administered wisely, and feedback consider positively. 
Rewards and feedback certainly motivate, engage and make the employee committed to increase organisation's ultimate responsibility, productivity and services.
Section Two: Potential benefits to organisation and individual employee:
Birmingham City Council (BCC) is one of the largest local authority organisations in UK and equal opportunity employer, employs more than 10,000 workforces in various sectors, are committed to provide support for the entire workforce. BCC provides the following supports for the benefit of the employee and for the organisation. According to the Birmingham City Council “Benefits of working with BCC include:
· Pension scheme with a generous employer contribution
· Flexible working, where applicable
· Family-friendly policies including job sharing
· A supportive and empowering organisational culture
· Generous holiday entitlement
· Subsidised travel passes
· Occupational Health support including a confidential counselling service.
· Staff discount scheme with a number of local businesses.
· An accredited Investor in People, also, hiring of an apprentice as a productive and effective way to grow talent and develop a motivated, skilled and qualified workforce”.
Apart from these BCC provides 
· a competitive and fair salaries scale and a equal pay employer, pay overtime rate as 1.5 times of normal pay, language allowances, discount gym membership 
· Supports work/life balance as facilities to work from home.
· Health benefits like free eye check and glasses. staff discount, Include subsidised travel passes, childcare vouchers, cycle to work schemes, a confidential Employee Assistance Programme and access to an employee website offering discounts and cash back on hundreds of retailers, called My Rewards. Unfortunately, the savings are not very large, mainly 5%.
· Effective communication, Intranet, yammer and skype facility, team meetings, 1-to-1 discussions, appraisal which provides realistic but challenging goals and Personal Development Plans. 
· Regular staff satisfaction survey highlights views, Value Awards.
· Recognition of staff effort by staff themselves like Chamberlain awards
· Training and learning opportunities for development and job satisfaction. For example, facilities for shadowing other sections of work, volunteering to management responsibilities as steppingstone for career progression and reduce boredoms of job. As a result, organisation benefited to get multiskilled workforce and leadership member.
The above facilities and development opportunities benefit for both individual to motivate, engage and take ownership of the work and organisation. Therefore, productivity and customer service increase, increase customer and employee satisfaction, reduce workplace absenteeism.

Section Three: Plan to meet the individual development needs:
[image: ]
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Conclusion: modern workplaces consider their workforce as an asset for the organisation and the development are essential for many reasons including improve organisation’s productivity. A motivated workforce is not only remained engage an active but also committed to achieve better performance and take the organisation in higher target level position.
Therefore, employee’s development is the development for the organisation, although sometimes the development processes are costly but in the long run the benefits are more than the expenses for both employee and the employer equally.
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