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Introduction
This report has been produced in order to develop the strategies that are currently being used by some organizations for the personal development of individual employees. This is with the long-term objective of being able to critically assess the possible benefits to organizations, in the development and management of individual employees’ expectations in relation to personal development. In order to achieve this, it has been necessary to undertake extensive research into the subject of Human Resources management.  From lessons learned during class I would suggest that Human Resources Management is the strategic approach to effectively manage the people (staff) in an organization so that they help the business to operate at optimum levels and retain a competitive edge. “The aim of performance management is to improve performance to enable corporate goals to be achieved.” (slides 07/02/2020).. 
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Critical Evaluation of Employee Engagement
In order to assess the value of employee engagement it is necessary to describe what it entails. Employee engagement is defined as the degree to which individuals are passionate about, motivated by and invested in their work, as well as the company they work for. To improve individual performance an organization has various methods at its’ disposal which can be incorporated into an individual’s work routine or be utilized through structured training programs.  This provides a basis for personal development. There are some standard practices that form part of employee engagement and these include things such as an application for employment, a contract of employment and periodical meetings for staff supervision/appraisals.  When initially employed by an organization, employees are usually expected to complete a probationary period before being confirmed in post. All of which falls under the umbrella of ‘employee engagement’, to varying degrees.  By engaging employees in this way organizations have the ability, to meet the development needs appropriate to the individual. An individual can sometimes express their desire to make some career progress by learning new skills and undertaking new challenges and tasks. Sometimes by temporarily stepping up into a more senior role on a trial basis. 
·  A survey targeting employees in Lebanon solicited their perceptions of 360-degree evaluation, engagement and innovative behaviours along with a statement as to whether their firm used 360-degree evaluations or not. Structural equation modelling (SEM) was used to test the moderating effect of 360-degree evaluations on the latent variables of engagement and three facets of innovation. SEM results show that 360-degree evaluations serve to enhance engaged employees’ innovative work behaviour. However, ideation (creation and implementation) behaviours are more strongly influenced by the presence of 360-degree evaluation as compared to their “tangible” counterpart (technology and financial resource use) Respondents selected for this research were randomly sampled employees in Lebanon. A stronger study strategy would be to study paired departments within organizations – one implementing 360-degree evaluation and another not implementing it. Managers, seeking to engender and strengthen innovative behaviours in engaged employees, should utilize 360-degree evaluation processes. Furthermore, the 360-degree evaluations should be designed to probe both tangible (technology and financial resource use) and intangible (idea generation and implementation) facets of innovation. This study yields a deeper understanding of the relationship between engagement and innovative behaviours in the workplace along with managerial insights into the design and use of 360-degree evaluation.
. 






Critical Evaluation of Feedback & Reward

The knowledge that I have acquired during class discussions, workshops and presentations has led me to believe that the management of organizational performance is the continuing responsibility of top management who, with the help and advice of HR, plan, organize, monitor and control activities and provide leadership to achieve strategic objectives and satisfy the needs and requirements of stakeholders. Performance management at organizational, team and individual level defines what high performance is and how managers and their teams should achieve it. It explains how performance should be measured and the steps that should be taken to monitor results in comparison with expectations.

























Critical Evaluation of Leadership & Management Development

Some organizations will enable an individual to pursue an educational course and may even offer some financial assistance depending on the circumstances and requirements of the training program. Organizations need to have some evidence that they will see a return on such an investment, so the onus is on the employee to submit a convincing proposal in such a situation.  It is unlikely that such a request would be granted to an employee who had not been with the organization for a significant time. And displayed some proficiency within the role. Those organizations that do choose to support an individual’s personal development, do so on the basis that it will benefit the organization by having a more skilled workforce once the new skills and knowledge has been acquired by its’ staff. The means of achieving high performance are provided by defining the performance expectations implicit in the psychological contract, creating high levels of engagement, motivating people and enhancing skills and competencies through feedback, coaching and personal development planning. Most of these areas will naturally be addressed and covered during staff appraisal meetings. “The appraisal process commences with the establishment of an employee’s goals and concludes with a formal meeting (performance appraisal interview (PAI) at which the supervisor provides feedback and rates the employee’s job performance against the performance criteria (Aguinis, 2009
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Critical assessment of the possible benefits in implementing the evaluated development vehicles.

The possible benefits of implementing the evaluated development vehicles includes 
One aspect of this is the improvement of organizational performance. To achieve this, organizations need to implement numerous measures such as focussed attention on its’ business strategy Some other objectives of performance management are: 
Improve organizational performance.
To achieve this outcome, it is necessary to implement the following:
· Engage your people (staff)
· Leverage high-impact leadership practices
· Identify and remove internal roadblocks 
· Align your metrics
· Use Training and development strategically
· Focus on your business strategy, you can’t please every market
Improve individual performance.
· Communicate clear expectations
· Make sure performance appraisals are consistent
· Make employee develop a priority
· Take steps to improving morale
· Empower employees to do their jobs well
· Utilize the right technologies 
Provide the basis for personal development.
· Embrace Empathy
· Confidence
· Listen actively
· Make Fear Your friend
· Improve your body language
· Get along with others
· Get along with yourself
· Stop procrastinating
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Professional Development Plan (PDP)
A personal development plan is usually compiled so that a person can highlight and acquire the professional skills and knowledge required to achieve desired outcomes. It can also provide us with a tool for monitoring progression.  A personal development plan is used so that individuals can take charge of their own professional development. In order to promote employees’ learning and development, more and more companies are staring to implement PDP’s. Empirical studies researching the effectiveness of PDP’s in the workplace are scarce, however (Beausaert et al).  According to Martinelli there are 9 steps to writing and completing a PDP:
1. Assess where you are now - 
2. Identify your specific career goals.
3. Gather information.
4. Identify what professional skills you already have and which you need to work on.
5. Choose how you will accomplish your goals.
6. Develop a timeline for accomplishing your specific targets and goals.
7. Write it all down.
8. Evaluate your plan.
9. Measure your progress.
Below is an example of a personal development plan from a personal perspective. Whether or not the information is hypothetical, it incorporates information of the steps that are necessary to achieve the desired outcome. The plan can be used to record just one specific goal.  Or a number, of different goals can be added to the plan. “In general, a PDP can be described as an assessment tool embedded in a larger assessment cycle of development and performance reviews.  It is used to gather and document information about the competencies the employee worked on and is planning to further develop in the near future.” (Beausaert, Segers, Fouarge and Gijselaers, 2013).

	What are my big goals? 
	Which goals need to happen first?
	When do I want to achieve this?
	What obstacles might get in my way?
	How can I improve my chances of meeting my goal?
	Where can I go for support?
	Review: How am I doing?

	Attain a Social work degree
	1.Apply for a place on an access course

2. Attend and complete training course in order to obtain required entry level qualifications for a university place.
	I want to achieve this by the age of XX which means I have a total of four years to achieve the overall objective


	Not completing application form(s). 
 
Not successfully completing educational course(s)

Choosing an interest account that is unsuitable.
	Ensure continued regular attendance at college then university

Ensure the completion of coursework(s).

	Speak to my current employer to see if there are any avenues available via work

Careers Adviser

Teachers/Lecturers

Friends/Family

Student Union
	I have now completed 1st year of access course and have embarked on the second year of the program. This is the first step towards obtaining a social work degree in the future.
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Conclusion – CPD (Continuing Professional Development)

It is evident that in the current knowledge economy learning does not stop after graduation.  Learning for the profession is only a staring point for learning in the profession.  Since the nineties, health services
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As at 31 March 2019 there were 103,347 police officers employed in frontline policing roles
 (Information Policy Team, The National Archives, Kew, London)
www.nationalarchives.gsi.gov.uk. 
Police Workforce, England and Wales, 31 March 2019 second edition Statistical Bulletin 11/19 18th July 2019 (07/03/2020)’
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