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Introduction

This report is about relationships and workplace achievements. My name is Koyrul Meah and I will be critically evaluating three development vehicles and comparing models and theorist. This will also include examples of organisations and how they implement these development vehicles. What are the potential benefits to the organisation and how could it help develop the individual in the workplace.
 
According to University of Leicester (2018) critical evaluation is for someone to give a judgement as to what extent a statement or findings within a piece of research are true, or to what amount someone agrees with them, wide range of sources will be required to find evidence for the argument whether someone agrees or contradicts with it.

There are three individual tasks, which I will be writing and critically analysing to find out how an organisation can get the best out of their workers and how it will benefit the organisation in the long term.







Task One
The three Development Vehicles 
Motivation
Motivation is to encourage people to bring out their creative side and to make them perform to a high standard. To motivate employees in the workplace is essential to any organisation to succeed in their goals. The workers must be motivated for them to help make the organisation more productive in turn the organisation will be more profitable. The greatest resource and the most expensive any organisation can have will be its own workers. According to Tracy (2013) people are the greatest potential for growth, performance, achievement, productivity and profitability which lies deep within the average worker with the skills and abilities. So how do we motivate people? There are many options available that can help to achieve motivated people. 
These are, 
· Appraisals 
· Financial rewards 
· Good working conditions 
· Additional benefits
· Interesting and varied work
· Appreciative and open environment
· Training and development 
According to Your coach (2019) Vroom’s expectancy theory assumes that behaviour results from conscious choices among alternatives whose purpose is to maximise pleasure and to reduce pain. Vroom realised that an employee’s performance is based on individual factors such as personality skills, knowledge, experience, and abilities. 
Organisations that give financial rewards to the workers in the form of salary increases and bonuses will help motivate the workers and they will become more productive. However, this can be expensive for the organisation in the long term. The organisation will not want to lose money so they will look for alternatives. These can be training and development opportunities which also include flexible working shifts.
Furthermore, according to Mcguinness (2015) extrinsic motivation such as financial rewards can take away the creative side of an employee. They could lose the feel good factor of working at the organisation and only work for the money. This will not benefit the organisation as they want the workers to be the best and make the organisation compete at the highest level.

The management has the responsibility to motivate its workers, a research has found the average person works at about fifty percent of their capability and the other half is mostly wasted throughout the working day having conversations with other colleagues, going on social media, leaving early, long coffee breaks and dealing with personal life problems. This time wasting can be a burden on the organisation financially, they will try to prevent this kind of incident happening in the first place by motivating the workers.
According to Manser (2016) management must make sure that they are effective, well organised and achieving good results from their workers. By doing this it can save money, time and resources. This is essential for a any organisation to be successful and at the same time be profitable.
Furthermore, there are many theorists who have talked about motivation and one of them called Maslow who invented the model called Hierarchy of Needs, this looks at a step by step pyramid model which starts from the bottom and goes to the top. First it starts with.
1. Biological and Physiological needs, basic life needs (air, food, drink, shelter, warmth, sex, sleep etc.)
2. Safety needs (protection, security, order, law, limits, stability etc)
3. Belongingness and Love needs (family, affection, relationships, work groups etc)
4. Esteem needs (achievements, status, responsibility, reputation)
5. Self-actualisation (personal growth and fulfilment)

According to Maslow (2012) if both the physiological and safety needs are well pleased, then there will arise the love and affection and belongingness needs, and the whole cycle that has been explained will repeat itself with a new centre. 
Performance Management
Performance management is the motion and set of processes that aim to maintain and improve employee performance in line with an organisation’s objectives, the aim is to make sure that workers contribute positively to business objectives.

According to CIPD (2019) people managers are essential in performance management. Ideally, they reinforce the links between organisational and individual objectives and give feedback that motivates employees, helps them improve, and holds them accountable for their actions. Managers need to be suitably skilled and supported by processes that are fit for purpose.
According to Armstrong (2019) effective performance management has two other important purposes. First, it can communicate to employees the planned goals of the enterprise and specify what the organisation expects from them in terms of behaviour and results in order to achieve those goals. This means defining what doing a good job involves. Second, it can help with strong relationship building between employees and their managers. Involving both managers and their employees in performance planning and review can widen the dialogue between them and increase interpersonal trust.
Here are some performance management objectives:
· Improve individual, team and therefore business performance
· Develop a performance culture 
· Integrate individual and corporate objectives
· Recognise individual contributions 
· Motivate and engage employees
The mangers can make good judgements about who is performing well and who is performing badly and what aspects of performance represents strength and weaknesses for particular workers. 
A good performing worker can get appraisals from the manager they can get a pay rise, promotions, holidays, and bonuses.
A bad performing employee will be given the chance to go on training to improve their work performance and in turn help them be more efficient and productive for the organisation. This will help them be more motivated in work and develop a better relationship with the managers.
According to Gershenfeld, (2006) Mcgregor’s Theory X and Theory Y plays an integral part in the neo human relationships. These theories question our stereotype that having complete authority and having to act like a dictator at certain times means that you are a Theory X person. A person who likes to be in full control is thinking more of the task at hand then just assumptions. The other part is Theory Y these people act autocratically when the task demands it. In our management models, we must keep apart command and control instead of always linking them both. Command is consistent with Theory Y, controls that assume that the employee will take advantage unless closely monitored with time clocks, random inspections. Trusting people does not mean to surrender control.
 
However, Murphy, Cleveland & Hanscom (2019) note that dissatisfaction with performance appraisals appears to be growing with a lot of well-known company’s and organisations, for example GAP, Microsoft and Accenture have abandoned or cutback their use of formal performance appraisals. They find alternative systems that ask basic questions about each team member, for example what they know about the person’s performance at work, would they want them in their team. After gathering all the information from the workers, they then decide who deserves promotions, pay rises etc.
According to Bacal. (2012) many managers focus on the wrong things. They focus too much on appraisals rather than planning. They mostly focus on one-way flow of words rather than dialogue. They focus on required forms rather than the communication needed for everyone to succeed in the workplace. They focus on the previous rather than the present and the future. They focus on blaming each other rather than solving problems. As a result, what should be a cooperative effort between manager and worker turns in to an awkward, stressful process that both parties would try to avoid.
Training and Development
According to Twenty Twenty Project Management (2019) training and development is a vital part of any organisation that wants to expand the knowledge base of their workers. Training and development have many benefits for the organisation and the workers, these are.
· Improved employee performance
· Improved employee satisfaction and morale
· Addressing weakness
· Increased productivity and adherence to quality standards
· Increased innovation in new strategies and products
· Reduced employee turnover
· Enhances company reputation and profile
As observed by Trahair (2009) Elton Mayo is famously known for having established the scientific study of what today is called organisational behaviour. Mayo gave a close consideration to the human, social, and political problems of industrial civilisation while he was a professor of industrial research at the Harvard business school. Mayo’s motivation theory, containing the Hawthorn effect, led to the Human Relations School of thought. This highlights the importance of managers taking more interest in their workers. Mayo had strong beliefs that both social relationships and job content affected job performance. 
As observed by CMI (2015) Virgin is a multi-industry organisation which values its workers and has time to listen to their employees’ opinions and take forward their ideas and look to innovate for the future. Virgin focus on developing their workers by empowering them in the workplace, this gives them a sense of belongingness with therefore activates inner motivations that comes from the understanding that they are growing and developing.
However, there are a few draw backs with training and development. According to Hannagan (2002) many organisations find training their workers expensive and time consuming, when workers go on training and development courses, they also miss out on working days, which may cause the organisation to fall behind on projects which may lead to loss of profits for the company.
Task 2 
The Potential Benefits of Using Development Vehicles 
Amazon
According to Medium (2017) employee motivation is a very important factor for any company that wants to be successful. Companies like Amazon make it a priority to make sure that employees are motivated and engaged in their work.
Amazon is a huge worldwide company that employs thousands of people, they want their workers to be motivated so they can be the best at what they do. Amazon give financial rewards for their employees to motivate them. Amazon employees are given shares and stocks as a bonus over certain period. This makes the employees stay focused and motivated on work, in turn the workers will be more productive and enthusiastic. Amazon realises that money itself is not a big motivator especially when someone has already earned it. However, the expectation for money is a big motivator and it keeps the workers focused and motivated.
This is one of the reasons why Amazon is such a huge successful company that is consistently growing all over the world. Amazon engages with their workers and in turn reaps the rewards. However, Fowler (2014) argues that one of the main reasons motivating people does not work is our inexperienced assumptions that motivation is something a person has or does not have. This proves that the more motivation a person has the more likely they will succeed in achieving their goals.
Adobe
Many organisations use performance management to make sure the individual or the team are achieving the overall goals of the organisation. Performance management helps the individual to carry out their duties in an effective and satisfactory manner by engaging with their line managers. According to Tobak (2016) performance management is essential to any organisation. It can give a worker job satisfaction and the worker will want to stay with the company. It is also a good way to evaluate performance and give individuals appraisals and rewards. The employee benefits by having a clear understanding of the expectations of the organisation, the worker will contribute to enhanced performance.
The organisation will benefit from increased productivity and improved organisational performance. As observed by MSG (2019) open and clear communication should succeed, which will motivate the workers for contributing freely and delivering high performance.  As observed by Fast Company (2018) Adobe is a very large company that implements performance management efficiently and effectively to their workers. It is probably the most spoken about cases in the wave of performance management overhauls, Adobe has already produced the statistic to prove that consistent feedback and check-ins make good sense. The company has cut voluntary worker turnover by some 30% after introducing a regular check-in program.
Google
According to Inc. (2017) Google trains and develops their workers by engaging them to focus on breaking down work performance in to smaller palatable pieces and inspire workers to practice them again and again with clear feedback. This can help the workers observe what is going on with their performance, they can make slight adjustments and improve their skills in the workplace. One of Google’s strong beliefs is that they can get remarkable results from people that are given freedom to express themselves. As observed by Martin (2014) Google workers are given superior discretion on their work hours and they are given time off to have fun whether that involves having a massage or just going to the gym. Google is a company that wants people to have fun in the workplace, this in turn will make Google very productive because their employees are happy and want to stay loyal to the company.
However, as observed by Wong (2018) Google staff are instructed not to allow certain workers to engage in professional development training. Google has concerns about insider threats, like leaks of exclusive information, but also the risk of being found to be a dual employer, a legal designation which could be very costly for Google in terms of benefits. There are also too many complex things to learn that is Google specific and cannot be applied elsewhere. There can be too much stress at times, the workers mental and physical health and sleep habits may suffer badly. There is another concern of people gaining weight because of all the free food the workers are given every day by Google. This can have an effect on people who are struggling with their weight and that means loss of confidence, this issue will most likely affect the productivity of the person.  
Task Three
Personal Development Plan

According to Reed.co.uk (2018) personal development plan is written account of self-reflection that refers to actions that improve self-knowledge and identity, give people the potential to be better, improve quality of life and contribute to desires and dreams. A personal development plan is a methodically designed program which uses psychological apparatuses such as the personal effectiveness scale and created in order to create an understanding between a manager and an employee of an organisation on essential areas of development keeping in mind the ways in which these needs would be supported.
Personal development plans are normally developed in organisations and it acknowledges the plan deliberated between the employer and employee. People who do not have a specific set of goals will be easily distracted by doing other things which will hamper their achievements. Creating a clear plan of action will help an individual focus on their priorities and will be less distracted on other unnecessary things.  
However, Livestrong (2018) argues that there are some disadvantages with personal development plans. Some people feel the pressure of trying to achieve their goals, the employer’s expectations maybe high and personal goals can create additional pressure, for example a person might have a goal on losing weight, but when they go to a restaurant or an event where high calorie foods are served, they will feel the pressure of keeping the goal alive and to achieve the end result.

	Koyrul Meah
Personal Development Plan
	
	
	
	

	Objective
	Measure
	Priority 
	Internal 
	External 
	Review dates
	Other comment
	

	Improve my hand writing skills
	Enroll on a course that teaches hand writing 
	Medium.
It is just to improve hand writing skills. 
	Give support by encouraging to be positive.
	Practice hand writing at home.
	3 months 
	Need to focus on improving his hand  writing skills.
	

	Need to improve on health and safety in food preparation.
	Attain the health and hygiene certificate.
	High.
It is very important to have the understanding of food safety.
	Assist if they need additional help.
	Attend level 2 health and hygiene course. 
	1 month
	This should be completed very soon.
	

	Team working skills need improvement 
	Go to social events with friends and colleagues  
	Medium. 
There is good team working skills already it just needs a little improvement.
	Support the person by talking to them and encouraging them.
	Go to a football match together. 
	1 month 
	This can be achieved by encouraging each other.
	

	Computer skills
	Need to improve computer skills.
	Low.
Already have good computer skills just need to improve the skills.
	Use the computers already at the organization
	Join a computer course 
	2 months
	Take advantage of free time by using computers in the workplace. 
	  

	Cooking skills
	Cooking skills need improvement 
	Low.
Already a good cook. Just want to learn how to make new meals.
	Use the staff kitchen to cook meals.
	Join a cooking class.
	 3 months 
	Read cooking books to learn how to make new meals.
	

	Reading skills need improvement. 
	Go to the library and read books.
	High. This is essential for the individual. 
	Use in house library.
	Join a local library. 
	4 months 
	Get support from friends and colleagues. 
	 






One of my main objective is to improve my hand writing skills, this is essential for my confidence in the workplace. I will measure this by going to a hand writing course in college. The priority is medium, as this is just to improve my hand writing. I will practice hand writing at home when I have free time. This will be achieved within three months. I will have full support from my colleagues and I am confident I can achieve this within the timeframe of three months.  
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