



Name: Mohammad Wasimuzzaman.
Student ID: 1708859
Developing Relationships and workplace Achievement.
[bookmark: _GoBack]Module Code: BMSK5002
Lecturer: Yohan Mendis
Programme: BA(Hons) Management and Leadership- Skills for the work place

Executive summary
This report has involved discussion based on importance of management and leadership to attain workplace skills. In this respect, the A2B Taxi has been taken as chosen company. Three development vehicles such as motivation, employee engagement and development of leadership and management have been considered. Task 1 is based on critical evaluation of different theories and models of these development vehicles. Needs Theory Model, Expectancy Motivation Model, and Maslow’s hierarchy needs theory, Social Exchange Theory along with Herzberg’s Two Factor Theories and different HRM models have been taken into consideration. Task 2 is based on highlighting the benefits of these vehicles on organization as well as the employees. The A2B Taxi becomes able to reduce employee turnover by management reward process. Vital administration and authority will be useful for A2B taxi to control and oversee representatives a positive way. Inspiration, worker commitment and vital authority are significant perspective for a business organization to energize representatives. Execution of workers can be estimated with assistance of 360 degree criticism, peer survey just as competency scale and quantitative assessment. On other hand, grasping new difficulties and clear correspondence can be significant vocation improvement systems for a worker with constructive attitude and key way to deal with individual profession advancement.
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Introduction 
Effective management and leadership styles of an organisation are helpful for employees to manage their personal as well as professional skills in a positive manner. The human resource department of an organisation is engaged in managing the performance level of their employees by providing health job training procedures. Through an effective training and appraisal process, the employees become able to develop their skills for managing performance efficiency in a proper order. Moreover, it becomes helpful for them to maintain sustainability in the path of career development. 
This report involves discussion based on critical ways of managing leadership to develop workplace skills of employees in an automobile organisation in UK named A2B taxi. In this respect, three vehicles for development such as motivation, employee engagement as well as leadership and management development have been taken into consideration. Along with this, a plan has also been made to meet the needs for development of an individual in workplace. 
[bookmark: _Toc33023745]Task 1 
[bookmark: _Toc33023746]Critical evaluation based on three development vehicles
Critical evaluation is the process to find out the similarities as well as differences of an aspect by comparing it to another aspect based on the same topic. As per the views of Armstrong (2011), development vehicles are considered as the key criteria to manage employee performance level in a positive manner upon assessing them regularly. Thereby, motivation, ways of employee engagement along with leadership and management development have been taken into consideration for managing employee performance level in A2B taxi. 
[bookmark: _Toc33023747]Motivation 
Motivation is the way to energise employees and sustain their positive organisational behaviour by helping them to meet their goals. It has been seen that the management of A2B Taxi is directly involved in employee motivation by introducing proper financial support and a healthy working environment including appreciation and openness (A2bradiocars.com, 2020). As mentioned by Carr (1996), the extrinsic mode of motivation is based on providing financial support whereas the intrinsic motivation is based on making employee friendly business environment in organisation. The Needs Theory Model discusses four main stages for motivating employees such as analysis of needs, establishment of goals, taking actions and lastly attaining goals. The human resource management (HRM) of A2B Taxi is focused to support their employees by applying a simple motivational approach that is personal development planning programmes and conducting formal training sessions to support career growth of employees. 

Figure 1: Needs Theory Model
(Source: Bee and Bee, 2003, p.55)
On the other hand, following the guidelines of Expectancy Motivation Model appears as helpful for HRM of A2B taxi to manage employee performance level by evaluating their personal skills and abilities. As opined by Bee and Bee (2003), encouragement is the source of performance development. Thus, the management of this company can develop their business performance level with the help of efficient and motivated employees. Maslow's hierarchy needs theory deals with the fact that fulfilling personal and professional needs of employees helps to increase level of business productivity in a prominent way (Williams, 2006). 
The HRM of A2B Taxi supports employees’ efficiency by maintaining a mutual relationship with them. This satisfies employees in terms of having safety and self actualisation in business. On contrary to this, Hergberg’s Two Factor theory emphasises on employee satisfaction rate upon having proper support from organisation based on business policies, job security, work environment and quality of supervision. In this respect, the management of A2B Taxi gets benefits by affecting employees' job interest as well as increasing responsibilities among them for completing all of allocated activities within deadlines (A2bradiocars.com, 2020). Therefore, both Needs Theory Model and Expectancy Motivation Model can be critically helpful for this organisation to assess needs of employees for development. However, it has become clear that if the HRM of A2B Taxi meets personal needs of their employees with supportive business policies and healthy work environment, they can be able to develop a suitable employee base effectively. 
[bookmark: _Toc33023748]Employee engagement 
Employee engagement is essential for a business organisation to be stable in a competitive market environment. In the views of Hall and Torrington (1998), motivation is the entry point to lead to the process of employee engagement. The leaders and managers of HR of A2B Taxi are focused to meet their commitments to employees for maintaining continuity in the employee engagement process. Employee engagement is mainly a two way relationship between organisational management and workforce. In this respect, the Social Exchange Theory takes account on maintenance of mutual relationship between two different parties is helpful to meet the common agenda that is suitable for both the parties. Thereby, the management of A2B Taxi is focused on developing healthy relationships with their employees by conducting frequent coaching sessions as well as providing feedback to them based on their performance level (A2bradiocars.com, 2020). As a result of this, employees feel motivated and achieve job opportunities through proper learning and development programmes. 

Figure 2: Ways to increase employee engagement
(Source: Smith and Sharp, 1991, p.71)
In addition to this, Herzberg’s Two Factor Theories can be taken into consideration for analysing different key criteria to develop rate of employee engagement in the business process. As stated by Mullins and Christy (2013), quality of organisational supervision regulates employee engagement as it has a link with personal development. Along with this, effective job security provided by HRM of A2B Taxi increases employees’ interests regarding their business activities. Thus, it can be stated that employee engagement is crucial for managing business growth and it can be managed by analysing needs of employees from business.  
(Refer to appendix 1)
Apart from that, the management of A2B Taxi can follow the principles of the Schmidt Model of employee engagement to retain a highly efficient workforce (Smith and Sharp, 1991). This model has a close relationship with Maslow’s motivational theory as both of these deals with meeting employees’ needs based on personal as well as professional level. In this regard, it becomes prominent that employee engagement rate can be increased when the management of organisation is fully focused to provide equal importance to all of the employees irrespective of their job roles. However, the HRM of A2B Taxi is focused on emphasising on their leadership and management functions for supporting their employees that ultimately leads to increase the rate of engagement. 
[bookmark: _Toc33023749]Leadership and management development 
Development of a business process is dependent on suitable implementation of leadership style and maintaining a relationship between organisational managers and leaders to manage employees’ efficiency. As described by Rosenfeld et al. (1995), development of leadership and management efficiency is responsible to enhance performance level of employees in a critical way. The Matching model of HRM sheds light on four key aspects such as selection, appraisal, rewards and development that are necessarily managed by organisational authority to develop efficiency of leaders and managers. The HRM of concerned organisation is focused on employee motivation through proper approval processes by managers and provides them rewards to develop performance level in a prominent way (A2bradiocars.com, 2020). This, in turn, helps them to enhance ability of leaders and managers in terms of identifying the most suitable employee for performing business activities.  

Figure 3: Steps to use leadership in performance management
(Source: Rees and Porter, 2015, p.36)
In addition to this, the Motivation theory of HRM discusses the roles of managers and leaders in an organisation to motivate employees which are the reason for developing business growth. In the views of Leatherbarrow and Fletcher (2014), healthy leadership plays an effective role in ensuring a transparent and explicit organisational culture which is required for proper employee motivation. The HRM of A2B Taxi is strongly involved in appreciating the employees’ performance level through different development programmes as well as providing them scopes to express their opinion regarding business activities. As a result of this, employees are strongly motivated to foster growth of business in A2B Taxi. 
(Refer to appendix 2)
On contrary to this, the management of A2B Taxi is found to focus on the Soft model of HRM rather than considering the hard model of HRM. As described by Hall and Torrington (1998), following the soft model of HRM can help the business authority to introduce a flexible work environment for encouraging employees and meeting their professional needs in an effective way. Thereby, the leaders and managers are quite successful in taking initiatives for developing business environment of A2B Taxi by using the Soft model of HRM. Moreover, they have developed the way of recognition and reward, so that it takes the lead to motivate employees to perform in a better manner. However, it can be mentioned that development of leadership and management in A2B Taxi becomes helpful for them to foster business growth in a prominent way.  
[bookmark: _Toc33023750]Task 2 
[bookmark: _Toc33023751]Benefits for using three development vehicles 
Motivation, employee engagement as well as development of leadership and management are essential to support business growth in an effective way. As described by Bee and Bee (2003), motivation is helpful to increase employee engagement and increasing level of employee engagement helps the management to foster business growth. Thus, the development vehicles of A2B Taxi Company have potential impacts on organisational growth as well as employee engagement in business process. Moreover, it helps to meet business goals with prominent growth of employees’ productivity level. 
[bookmark: _Toc33023752]Benefits to the organisation 
Employee motivation appears as helpful for this company to enhance the rate of productivity. For example, it has been recorded that the business authority has developed their market share at a rate of 9.22% in last year (A2bradiocars.com, 2020). Proper evaluations of performance level and encouraging them with various financial and non-financial rewards have helped the management to retain efficient employees in their organisation. Besides, the leaders and managers of A2B Taxi seem to be quite successful to meet employees’ demands with the help of following Maslow’s hierarchy of needs. As opined by Smith and Sharp (1991), performance management process needs to be effective as it can help the business authority to maintain a diversified but healthy organisational culture. Development of healthy business culture is one of the essential criteria of Herzberg’s Two Factor Theory that helps to satisfy employees by job design and career advancement. Thus, organisational reputation is spread in target market and the management can earn good amount of profit, in turn. 
On the other hand, the HRM of A2B Taxi has benefitted by following the principles of Instrumentality Theory that is solely performance based. For instance, financial rewards and employee appreciation have decreased the employee turnover rate in A2B Taxi at 3.6% in 2018 (A2bradiocars.com, 2020). It can be assumed that employee motivation has acted here as the source of employee engagement. As per the thoughts of Leatherbarrow and Fletcher (2014), inability of leaders and managers of an organisation causes barriers in business development. Thus, the managers and leaders of A2B Taxi follow the guidelines of Reinforcement Theory to take necessary action as per organisational needs. It also impacts of their decision making ability and helps to create a positive business environment in organisation. Thus, it can be stated that application of proper policies of employees’ motivation proves efficiency of the leaders and managers of this company. As a result of this, they have gained a sustainable competitive position in current market in UK (A2bradiocars.com, 2020).
[bookmark: _Toc33023753]Ways of ensuring fair assessment and appraisal in the workplace 
Although A2B taxi have almost 30 years of experience for operating in Birmingham, new employees of this company need proper training and development facilities to develop their career. As per the views of Armstrong (2012), motivation among employees can come from fair rules, regulations and activities as well. Thus, fair employee appraisal practices of senior management member in A2B taxi can bring encouragement among employees. Staying current and updated is a very realist way of managing employee performance (Bee and Bee, 2003). Business objectives of a company can change frequently. Thus, senior managers of A2B taxi can inform their employees about current proceedings and updated changes. It will not fare on employees to judge their current performance level based on an outdate criteria. According to Hutchinson and CIPD (2013), avoiding criticism is a fir appraisal technique which makes sure that all employees are getting same treatment from upper management members. Any unfair comments on employee performance can hamper their progress for sure.
Professional managers of A2B taxi requires listening to demand and requirements of employees. Maund (2001) stressed that employee do not get frequent chances to speak with their manager very often. Thus, employees of A2B can be given regular chances to clarify their real requirements in front of management and executives. Then, employees will be also notified that professionals in management are also interested in their views and opinions (Hargreaves, 2004). Besides, management of A2B taxi will also get a very clear idea future proceeding for performance development of employees.
[bookmark: _Toc33023754]Methods of monitoring and evaluating individual performances
Performance monitoring and evaluation is necessary for A2B taxi to ensure that staffs are working at their best level and motivated to contribute further for this company. On the other hand, Harrison (2009) mentioned that employees must be aware about their current performance in order to improve themselves. Following points could be taken under consideration by managers of A2B taxi to monitor and evaluate performance of employees.
1. Peer Review
This process is all about taking arbitrary feedbacks from all types of employees. As mentioned by Reid et al. (2004), one of the main aspects of employee evaluation is to know about imagination of employees about their own as well as their colleague's performance. A peer review employee evaluation technique will focus on every organizational criterion such as leadership styles, management rules, and occupational settings along with collaboration capabilities. Thus, peer review will clarify all strength and weakness of an employee of A2B taxi.
2. Competency scale
A competency scale will have a exact criteria for all employee in an organization. Employee can perform in an organization in various job areas. Thus performance of employees can be judged in terms of average performance by collecting separate performance in each job areas (Sadler-Smith, 2005). With help of a competency scale, an employee will be judged by managers of A2B taxi in terms of efficiency, customer service, working quality, safety maintenance as well as productivity. A2B taxi managers can consider using competency scale by including letters or numbers to offer clarity. Performance level of employees can move from unsatisfactory margin to outstanding level.
3. 360 degree feedback
It is one of best performance evaluation method available in modern business industry and A2B taxi will not face any problem for using 360-degree feedback method. As opined by Sparrow and Marchington (1998), in a 360-degree feedback method, organizational staff will be rated by superiors, peers and also clients. Sets of questionnaire are prepared for this evaluation method where participants will only be selecting given options for prepared questionnaires. Therefore, employees along with managerial staffs can gain a 360 degree insight from provided assessment and feedback methods (Refer to appendix 3).
4. Quantitative evaluation
It is a very complex but accurate method to measure performance level of employees. Organization can create a regulated guidelines and information to deal with employee performance level. Employee’s statistical data regarding productivity, number of task completed, efficiency and timing are calculated to provide a average quantitative evaluation for this company (Sisson, 1994). However, complexity can be created by ambiguity of measurement because of not having precise terms and conditions for employee performance measurement. 
[bookmark: _Toc33023755]Career development strategies
Management and junior employees can get caught up in day to day duty. However, all organizational members must have convincing vision and goals with clear career development strategies. 
1. Communicating Clear Goals
Employees working in A2B taxi can clearly communicate with their senior managers to provide meaningful insight about their career review (Wellington, 2011). Then, upper management members can provide proper guidance to the employees with strategic direction along career path.
2. Embracing new challenges
Employees can accept new challenges as new opportunities. Woodward (1996) commented that without facing difficulty and obstacles, employees can not improve their professional attributes. Employees of A2B taxi can embrace new strategic vision to an improved career path.
3. E-learning and open learning
A2B taxi have their own operational app. E-learning method can utilized by operations executives of A2B taxi to provide real time and quick guidance to employees (Megginson and Whitaker, 2007). Through, this operational application of A2B taxi manager can also provide necessary training to driver regarding safety maintenance and customer service as well.
[bookmark: _Toc33023756]Importance of confidentiality for reporting performance appraisal
Performance appraisals are conducted human resource department of a company. It is outmost necessity for human resource professionals to maintain a minimal level of confidentiality and privacy in their proceeding including performance appraisal (Reid et al. 2004). Human resource managers must unbiased for assessing employee performance. However, employees can get benefits and feedback according to their performance (Sparrow and Marchington, 1998). HR information is too sensitive to disclose in front of other members. Thus, HR professional of A2B taxi can inform individual performance level, benefits and improvement in salary pay scale to subjective employees so as to avoid any type of conflict. 
[bookmark: _Toc33023757]Task 3 (Personal Development Plan)
[bookmark: _Toc33023758]Introduction to PDP plan
PDP is a process of creating a systematic planning based on personal characteristics of an individual. As mentioned by Bee and Bee (2003), a strategic PDP plan always reflect on personal goals setting,  situational awareness development options in professional, educational along with relational career. Personal development opportunities and options can vary in different types of career. Although taking coaching and guidance could be a very realistic option, planning for personal development is very effective for individuals with independent learning abilities (Woodward, 1996). PDP generally required in business, educational and professional training.
[bookmark: _Toc33023759]Personal SWOT analysis
In order to prepare a solid PDP plan, individual will require identifying their current strong as well as weak points regarding their professional career. Thus, a personal SWOT will clarify all improvement options for future growth in a professional career (Hargreaves, 2004).
	Strength
	Weakness

	· Good technical expertise
· Relative knowledge about good corporate practices and organizational ethics as well
· Transferable skill and good knowledge about digital technologies
· Good analytical power
· Very good at maintaining deadline of task
	· Lack of experience and knowledge in professional landscape
· Not good at showing creativity in workplace
· Lack of knowledge about proper interaction with clients or customers
· Low interpersonal skills at professional level

	Opportunities
	Threats

	· Improving body language and thinking process
· Enhancing and adding new skill level to attract new employees with new job opportunities
· Improving communication and cooperation with team members to improve personal and team productivity
	· Increasing competition level
· Obstacles in training and development activities
· Lack of job opportunities


Table 1: Personal SWOT analysis
(Source: Megginson and Whitaker, 2007)

Figure 4: Personal SWOT analysis
(Source: Megginson and Whitaker, 2007)
[bookmark: _Toc33023760]Preparing PDP template to highlight career development strategies
	Learning requirements
	Ways of meeting criteria
	Importance of actions
	Time line of Completion

	Finding opportunities outside job criteria
	In order to create and gather new opportunities, I will accept new challenges as growth full options in my professional career. 
	Seeking career coaching actions and taking proper guidance can be helpful in case of my personal development. New opportunities are always helpful in professional career because I will have diverse experience and professional attributes to be fit for any type of job.
	20th February to 15th March

	Improving body language while engaging with customers
	Awareness is the first action of improving body language. I will meet my clients with a positive mindset and smiling attitude to exhibit a positive vibe for meaningful interaction. Good listeners always have very good awareness to reply with positive attitude and mindful thinking as well.
	Positive body language will help a person to be more assertive as well as straight forward for making clear communication. The gap of unfamiliarity in oral and verbal communication will be removing if I have a better body language with assertive mindset.
	16th Mach to 28th March

	Working with co-operative approach
	I will form collaboration with my team members by gaining their insight about a particular task in hand. Difference in personal view and opinion makes it tough for individual come to a common understanding. Consistent communication and genuine opinion will be necessary for creating a common view on a certain topic.
	Better cooperation and collaboration is important for any organization. As part of my personal development plan, I will get easy opportunity in different organization if I exhibit better adaptability and co-operation. Besides, better cooperation will help me, as an individual, to gain more personal and team productivity.
	29th March to 15th April


Table 2: Preparing PDP template to highlight career development strategies
(Source: Harrison, 2009)

Figure 5: Preparing PDP template to highlight career development strategies
(Source: Harrison, 2009)
[bookmark: _Toc33023761]Assessment of PDP template
In my personal development template, I have identified three development requirements. Personal characteristics and attributes of mine were not matching these three development needs which have been identified in table 2. Finding new challenging job options, improving body language and workplace collaboration is my current personal development goals (Hutchinson and CIPD, 2013). Adding these three attributes to my personal characteristics will help me reaching new level in professional and personal objectives in my career. Sadler-Smith (2005) stated that diverse experience and professional attributes are fit for any type of job. Diverse range of skill set will enable person to solve new challenges in various alternative ways. On the other hand, I can engage with my client with more positivity and intent if I develop a positive mindset. It will also create a positive intent while communicating with clients and team members. Furthermore, I will also enhance my team working capability to improve personal and team productivity.
[bookmark: _Toc33023762]Conclusion
Thus, it can be concluded that strategic management and leadership will be helpful for A2B taxi to guide and manage employees in a positive direction. Motivation, employee engagement and strategic leadership are important aspect for a business company to encourage employees. Performance of employees can be measured with help of 360 degree feedback, peer review as well as competency scale and quantitative evaluation. On other hand, embracing new challenges and clear communication can be meaningful career development strategies for an employee with positive mind set and strategic approach to personal career development.
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[bookmark: _Toc33023766]Appendix 2: Employee turnover 

(Source: https://www.google.co.in/url?sa=i&url=https%3A%2F%2Fwww.smmt.co.uk%2F2018%2F01%2F2017-uk-car-manufacturing-declines-3-still-second)
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[image: ]
(Source: https://www.assessteam.com/tips-for-a-successful-360-degree-feedback-program/)
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