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1. Introduction 
[bookmark: _Int_YCyJrTYg][bookmark: _Int_cWl9TvLA][bookmark: _Int_yUsezk45][bookmark: _Int_OWCe22Po]The report is focused on key elements of employee relationships in the workplace and their impact on organizational performance. Part A analyzes the motivation factors used in employee's development expanded of motivational theories. Next, the paper explores motivation role and its impact on performance enhancement. In addition, it discusses the importance of employee engagement and its vital role and examines the power of rewards on organizational performance. The final part concludes the outcome with recommendations justified by the findings. Part B supplies a PDP (Personal Development Plan) for manager’s role at Sainsbury's supermarket. 
Background: 
Sainsbury Plc UK is the organization chosen for this report due to personal experience. The retail sector is one of the largest employers globally, thus J Sainsbury Plc in the Uk. 

Methodology:
Primary data has been collected from work colleagues, including managers and team leaders, also from the company’s corporate website. Secondary data was gathered from professional and academic literature.





Importance of Employee Engagement and its Role.
Engagement plays a vital role in the relationship between an employee’s individual and organization’s performance. In 1990, William Khan defined engagement as psychological state (evolvement, commitment, attachment) in which people express themselves at work. He also explained disengagement as a withdrawn and defense behavior. Professional literature suggests many definitions of “engagement” and there is not an established one to fit all perspectives. Macey et al (2009) suggest that employee's personality is a crucial factor in shaping their engagement at work, and he summaries that in this definition: “Engagement is an individual’s purpose and focused energy, evident to others in the display of personal initiative, adaptability, effort and persistence directed towards organizational goals”. Employee engagement in terms of Social Exchange Theory is a two-way relationship between the employer and the employee where relationship between job and organization engagement exists, but they are distinct constructs (Robinson et al, 2004). The job engagement takes place when employees “do the extra mile” because they find themselves attracted to the challenging, interesting and rewarding work. At Sainsbury Plc some line managers express this type of engagement. They find the job highly rewarding when their subordinates progressed professionally under their “wings” or when they solve demanding situations successively. Enhancing job engagement leans on adequate job design and learning/ development program provided by Human Resources Management (HRM). Sainsbury Plc have long term partnership with Colleges, University, and national learning centers. Despite the increased number of apprenticeships in the organization, in the West Midlands this scheme was much lower than around London and at the current time there is not a single offer of it in Birmingham. Other managers show organizational engagement because their personal values are in line with the company’s. For example, environmental sustainability at Sainsbury Plc is the highest priority. Employees, who personally are passionate about the ecology love to work here, because they feel as part of making positive change not only for the organization but also for society. In both aspects employee engagement is at the heart of workplace relationships, and when it is high it produces excellent performance from individuals, teams or the whole organization. Enhancing organizational engagement can be achieved through strong positive culture and management, careful system and job design, provision of right resources, giving employees their voice and “the big idea”. 



[bookmark: _Int_yU9oWKvp][bookmark: _Int_2IrqC02Q]Sainsbury Plc encourages employees' participation in decision making process by surveys and by invitation of representative groups to the “big meeting” with executives. The latest result of the survey was a success for many female employees. The maternity leave scheme has been extended; however, the parental leave has not been changed. The manager’s leadership style plays a crucial role in promoting positive culture. Sadly, the number of associates reporting extremely autocratic manager’s behavior is high. Therefore, many employees leaving the company dissipate the fact that they have shared values. “Employees leave people they work for and with rather than the organizations themselves” it is true. First line managers are important for building engagement, but they also are the roots of employee disengagement. (Bates, 2004, p.44). The team leaders and managers must promote supportive culture within the teams. That will lead to a safe place for employees to learn new skills without fear of helplessness in case of difficulties. The lack of support from supervision and colleagues leads to burnout and disengagement (Schaufeli and Bakker, 2004). Negative effects on staff engagement increase costs for companies due to high turnover and decrease the profit. Therefore, engagement strategy and incentives are vital for organizations to stay competitive and successful. The figure 1. represents consequences of engagement employee.
[image: ]Figure 1. (Saks, 2006)





[bookmark: _Int_3uaSYSSc][bookmark: _Int_tQQg3tfP]Based on figure 1 above there is compelling evidence of how antecedents impact employee engagement. Obviously, to achieve a highly engaged workforce, the consequences, I.e., job satisfaction, are dependent on the strength of antecedents. Where there is a lack of them, or they are weak, the consequences will be devastating for the employer. Macey et al (2009) also highlighted important drivers of engagement which can be used by organizations to empower their workforce: job autonomy, training and development, task variety, responsibility and feedback. There are multiple negative examples at Sainsbury Plc regarding feedback. The company's biggest value is customer service, they want to do everything for their clients to keep them happy and loyal. The staff do not argue about that, what they are not happy about is that they continuously get negative feedback even supply a good service. The managers usually say: “next time do it like this, or you should do this this way”. The employees feel it is no matter what they do, because they are always wrong, and the customer is always right. In addition, the managers do not give the staff explanations why and what they do wrong. That left the employees confused about their duties and frustrated. The communication should be clear, and the tasks should be transparent. According to Armstrong et al (2014) there are three elements of employee engagement: motivation, commitment and organizational citizenship. The figure 2 below describes their meaning.
 [image: ]Figure 2. Elements of Employee Engagement.


Engaged employees are highly motivated to produce excellent performance. The motivation factors for this type of individual are always intrinsic which result in organizational citizenship and high commitment. They continuously try to improve the performance and go beyond their duties to achieve the organizational goals. Commitment is another part of the characteristic of highly engaged staff. Similarly, their strength reflects motivators which came from the job itself, they are proud of what they do and are response to changes well. The managers and HRM must work in line to use motivational drivers, I.e., a reward system to improve performance by high engagement. Figure 3 below shows an alternative model to achieve just that. 

[image: ]
Figure 3. (Reilly and Brown, 2008).
[bookmark: _Int_69t19Ojx][bookmark: _Int_pXlmix6E][bookmark: _Int_R17tpLXh]Organizations should monitor performance to identify the best employees who deserve recognition or reward. HRM working together with line managers must plan and design rewards program for this type of employees. This is an important part of the strategy to help the company to find highly engagement individuals with talent. Recognition by rewards is the main driver of engagement. The theme (employee rewards) is explained in the next chapter.



Rewards. Recognition for excellent work is vital for organizations and for the staff. Managers can use this incentive to reward the workers psychologically, I.e., public recognition or financially, I.e., a bonus, or increase of pay. This type of employee appreciates been valued and for them recognition is the driving force for going the extra mile. According to Armstrong (2007) reward management concerns the design, application and maintenance of reward processes, policies and practice. It is aimed at satisfying the needs of employees and employer. Sainsbury’s employees get four “thank you” bonuses for working during the pandemic and Christmas bonus every year. In addition, all staff get a 3% increase in pay on a yearly basis. On the surface, that sounds fair and shows the implementation of equality by the organization. Sadly, the lower level of employees is excluded from an extra yearly big bonus for excellent performance. This bonus Sainsbury Plc distributes only to managers of the well performing departments and their teams. The highest bonuses (in millions of pounds) are implemented for senior executives and directors across the board. All employees have been compensated for Sainsbury’s Plc shares ownership, however in the past few years the shares have gone down significantly. New recruits get a discount on groceries, Argos and Habitat of 10-15% after the first 4 weeks of joining. This scheme has been practiced for many years and applied to all staff. For the most hard-working employees the discount does not have reward value because it is based on equality not on performance. Those employees are motivated intrinsically, they are performing well because they care to do their best for the organization, not for the money. The latest annual report of Sainsbury Plc shows a lack of rewards management for lower-level employees. Managers who implement reward systems positively reinforce employee's behaviors that lead to desired outcomes. Financial reward by many organizations has been avoided because it is seen as an extrinsic motivator and some managers recognized the benefits only in a brief time. To achieve successful outcomes from extrinsically motivated employees, managers must balance the performance levels expected compared to the extrinsic incentive's employees will receive (Taylor, 2015). Sainsbury’s managers have diverse opinions about their reward system. Some of them explained that the HRM handles the construct, and they cannot do anything about it. Others shine light on the strategy of the system itself. The overall score is based not only on the employee's performance. There is a behavioral element which is measured based on colleague’s opinions and “mystery customer “- how helpful an employee is. 


Learning, Training and Development
[bookmark: _Int_f1DrYpFA][bookmark: _Int_7j2nk8Ek][bookmark: _Int_aPUi9ckw][bookmark: _Int_oi9RFiKg][bookmark: _Int_bVQ2ZnKU]Learning events are based on the training process system. The learning activity is designed to achieve specified learning aims (Hamblin, 1974). This typically involves the following: setting up needs, agreeing the overall purpose and goals, selecting strategy, and agreeing on direction and management, choice of learners and producing a detailed specification, confirmation of strategy and design of the event, delivery, watching and evaluation (Harrison’s, 2002 cited by Marchington and Wilkinson, 2006). Training is a performance development process to foster learning new techniques and methods to perform a job with fullest efficiency and effectiveness. Successful training and development program aids the organization's strategic requirement and satisfies the individual needs of the people working in it. Effective training programs also help employees concentrate on their individual career development, which ultimately helps achieve organizational short- and long-term objectives. According to Bramley (2003), training is a planned process to facilitate learning for people to become more effective in their work. Training is a continuous development cycle. Pilbeam & Corbridge (2002) suggest four major stages of the training cycle: identifying training needs, plan and design training, delivering training, evaluating training outcomes. Evaluating training is the final stage, but it is an important part. It is a process of gathering information after the implementation of training program which helps to make decision to design effective training program. According to Bramley (2003) there are three main purposes of evaluation: feedback: on the effectiveness of the training activities, control: over the provision of training, intervention: into the organizational processes that affect training. In Sainsbury’s, some employees who have been working for 5 years complain about the lack of professional progress. They are keen to gain new skills and more responsibilities. After many attempts to express their feelings to line managers they have not gotten any response. For those employees working conditions such as training & development opportunities are more important than the pay slip. The absence of this factor will lead them to demotivation, especially as quality work performers. 





Conclusion.
[bookmark: _Int_ft2bhRMN][bookmark: _Int_1xwrwM8l]Based on Armstrong (2006) suggestion, Sainsbury’s HRM should be given relevant training in designing reward systems. This will help the organization ensure that they are implementing an effective system of rewards and other benefits in the organization fairly and efficiently. This also will boost the performance of employees and their confidence in achieving both individual and organizational goals. Training should be understood as a guardian for the organization and employees. It increases revenue, reduces staff turnover and absenteeism. Training is not a cost; it is the most sustainable investment of a company to improve the level of motivation of the employee leading to superior customer satisfaction and quality product and service. The HRM must implement an “exit interview” for leaving employees. This type of interview helps to understand the organization why the employee leaving and what they can do in future to stop this. Surely, this also helps to name the needs of those employees which have not been fulfilled by the company. Clear communication should be kept at every level of the employee’s relationship, the goal must be clear for both parties, and where there is a need for clarification, the job description should be redesigned by HRM at Sainsbury Plc UK.
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Part B Personal Development Plan (PDP)

1. My PDP for 2 years Position: Team Leader of Sainsbury’s Bank Branch Birmingham 
	What do I need to learn
	What do I have to do
	What sources I need
	How will I measure progress
	Target date for review

	Gain more knowledge of management and leadership
	Carry on with university studies to finish BA Leadership and Management for Workplace Level 5 and level 6.
	I need to take active part in learning sessions, more reading of relevant topics, and join study skills for better understanding my weaknesses and strengths.
	Pass the exams in terms 1 & 2.
Read the comments on my assignments to tackle areas for improvement and to see the areas I have progressed. 

	January 2023 after 1 term it is finished. 
April 2023 after 2 term it is finished

	Communication skills, Reflective thinking, Problem solving, Organizational Conflict management, Team building. 
	Continuously practice the skills in studying, after every module reflected of what I have learn new, where I am good and where need to improve 
	[bookmark: _Int_TQkRTuia]More reading from university’s library and professional literature, looking for free courses at university or LinkedIn UK. 
	Asking my lecturers for recommendations and feedback on the learning process, pass the exams on level 6 terms 1 and 2. 
	January 2024,
April 2024

	Put my skill to practice – apply for the team leader /management position apprenticeship.

	Checked the vacancies in Sainsbury Plc for leadership position, get advice from the line managers.
	Positive feedback, and recognition for outstanding performance gathered in the past 12 months. 
	Get the certificate of level 6 BA Leadership and Management for the Workplace Belcher Degree.
	September 2024

	 Courses for team leaders. Put my skill to practice – apply for a leadership position apprenticeship,
Show my commitment to work by producing reliable performance.
	Finish the courses, get certificates. Apply for the job. Get to know the department and build the relationship with my coworkers, have good attendance. 
	References from my line manager and advice on interview questions. Certificates from courses and University. 
	Post- interview feedback, take it positively for the future, asks how I can improve where within the organization expectation if not passed. Get the new position contract and start date.
	January 2025
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Figure 3: A model of the antecedents and consequences of employee engagement
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Elements of Engagement

Motivation - The
factors that influence
people to behave in
certain ways, the
strength and direction
of behavior.

Commitment - The
strength of an
individual’s
identification with,
and involvement in,
an organization.

Organizational
Citizenship - When
the employees do the
"extra mile" beyond
expected level in duty
to contribute towards
the achievement of
the organizational
effectiveness.





