Developing Relationships and Workplace achievement

Introduction:
Organisational culture and development of employee’s performance from the HR point of view defines, A well-planned and an approach enables a continuous organisational performance through the involvement of its people.
Employees relationship within the organisation and well-being performance involves in an organisation such as motivation, performance management and training, these are known as the key development vehicles of an organisation.
Development Vehicles
Three important vehicle Motivation, Performance management and Training which are the key part of Individuals development to perform well in the organisation.
Organisation development is where interventions are developed with a ‘systematic mindset’ – they create alignment with the organisation’s goals and activities.
(CIPD, 2018)

Motivation:
Motivation is a critical factor in individual, group and in an organisational success. Motivation defines the will of perform or engage with full of ability to perform well. It is incorporated with an individual’s effort and persistence to the direction of that effort.
Motivation describes the driving force of all human beings, behind the action. Many behavioural psychologists has investigated and researched about why the people behave the way they like to do. Many theories of motivation has been introduced to the organisation and institute for the development of individuals behaviour, bringing forward them with full effort of work, to work well, urge to achieve the goal align with organisational expectation, reflect also their values and beliefs in connection with the organisational behaviour and cultural aspect.
(Brooks, 2009) 

Maslow’s Hierarchy of needs the theory of motivation 
Maslow’s Hierarchy of needs 1943 introduce a Pyramid with five levels of needs for the human being to motivate them a psychological theory which argues people aim to meet basic needs and seek to meet successively to the highest level of needs.
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Maslow suggested that the individual are motivated with a set of needs which hierarchically ranked. 
The model has also suggested once the lower level has satisfied this is no longer serve as a source of motivation in order to be motivated, they must give opportunity to satisfy the next level of hierarchy.
(Brooks, 2009) 
Abraham Maslow’s hierarchy of needs theory is still essential and relevant in today’s business organizations, for each employer that seeking for to achieve success and excellence, any strive to shy away from realistic application of the hierarchy of desires theory, will affect negatively the organizational culture, human resource administration and the employee’s performance, to obtain organizational excellence and create accurate atmosphere, higher work surroundings and acquire goal at the right time then a power and application of the theory is paramount.
(Nyameh, 2011)

Herzberg's concept of motivators and hygiene factors Herzberg (1959) developed a two-dimensional paradigm of factors affecting people's attitudes about work. He concluded that such elements as organisation policy, supervision, interpersonal relations, working conditions, and revenue are hygiene factors as an alternative than motivators. According to the theory, the absence of hygiene elements can create job dissatisfaction, but their presence does no longer motivate or create satisfaction.
Critics of Herzberg’s theory argue that the two-factor result is located due to the fact it is herbal for humans to take credit score for satisfaction and to blame dissatisfaction on exterior factors. Furthermore, job delight does not necessarily imply a high degree of motivation or productivity.
(Psynso, 2018)
How Motivation uphold individuals in the Organisation:
Motivation is the prime concern of an individual satisfaction mostly considerable with social and economic significance. Motivation in the work place explores the influence of an organisational change, communication and conflict of personal motivation.
(Brooks, 2009) 
Famous quotes about motivation:
· Empowering, motivation and rewarding employees to do their best (Armstrong world industries).  
· Focusing employees takes on the right things and doing them right. Aligning everyone’s individual goals to the goals of the organisation (Eli Lilly & Co).
When employees are motivated, they find their work meaningful and enjoyable, they find their aims and objectivise align with the organisation.
An appropriate and cohesive culture can offer an employee or an individual in the organisation to focus on identification loyalty, foster beliefs and values that encourage the employees to think themselves for the high performance doing worthwhile jobs and create feeling belongings with the organisation.
(Brown, 1998) 

Examples; The Organisations practiced Motivation theory.
There are many supporters of Maslow's theories today, including in the USA hotelier and business guru chip Conley.
Bill O'Brien, President and CEO of Hanover Insurance, says well in an interview published in 1990. "Our traditional organisations are designed to provide for the first three of Maslow's hierarchy of human needs," he said. "Since these are now widely available to members of industrial society our organisations do not provide significantly unique opportunities to command the loyalty and commitment of our people."
(Kremer and Hammond, 2013)

Performance management

Performance management is the activity and exercise set of strategies that aim to conserve and improve employee’s overall performance align with an organisation's objectivise. It’s strategic as well as operational, as its aim is to make certain that individual or employees contribute positively to business objectives. Ideally, performance should be managed holistically, during the range of HR things to do and processes. 
Performance management is managing the business. (Mohrman and Mohrman, 1995)
For DiNisi (2000), it is a broad range of activities that an organisation engages in to enhance the performance of an individuals, with the ultimate aim of improving organisational effectiveness.
Others go further describing it as a strategic and integrated process which aligns individual, team and organisational goal.





For example:
Aguinis (2009):
Performance management a continuous process of identifying, measuring and developing the performance of individuals and team and aligning performance with the strategic goals of the organisation.                              

Armstrong and Baron (in CIPD,2009a) 
describe performance as:
A process which contributes to the effective management of individuals and teams in order to achieve high levels of organisational performance. As such, it establishes shared understanding about what is to be achieved and approach to leading and developing people which will ensure that it is achieved. 

(Hutchinson, 2013)

Aims of performance management:
Employees must understand what’s expected of them, and to achieve those goals they need to be managed so that they’re motivated, have the necessary skills, resources and support, and are accountable.
Broadly, good performance management revolves around regular, effective feedback on progress towards objectives.
(CIPD, 2019)
Examples:
Successful organisations, by giving an effective feedback and best practicing in performance management to improve their performance:
General Electric’s rolling out an app for more feedback to develop performance management.


Minneapolis food producer and distributor Cargill Inc. Introduced a daily performance management system to incorporate daily encouragement and feedback into on-the-job discussion. Cargill admits it’s seen measurable improvements after managers began giving constructive feedback that was forward-looking, instead of reviewing what had happened in the past.
(Duggan, 2017)
It has been quoted by many authors, such as 
· The process and behaviours by which managers manage the performance of their people to deliver a high- achieving organisation (Standard Chartered Bank).
· Systematic approach to the organisational performance aligning individual accountabilities to organisational targets and activity (Royal Berkshire and Battle Hospitals NHS Trust).
(Armstrong, 2006) p 2-3

Training ‘as a driving vehicle of individuals development:
Training is a planned and systematic effort to modify or develop knowledge, skills, attitude thorough learning experience, to achieve effective performance in an activity or range of activities. Its purpose in a work situation to enable an individual to acquire abilities in order, can perform adequately a given task or job and realise their potential.
Training is a means of preparing people of change, the idea to motivate people, to involve them in their work. (Personnel Manager) p256-267
Training provides an opportunity for influencing culture, especially during the early phage of an individual’s employment with the organisation. Specially emphasis the quality and service of an employee which drives or project the positive and professional image of an organisation.
In every organisation human resource management initiative, line managers have been made responsible for the training and development of their staff. Appraisals are very important in many aspects as they are not only evaluation of performance management but also decisions about training.
(Brown, 1998)

Why training needs:
A number of writers suggested a tripartite classification,
· At the organisational level: When general performance weaknesses have been observed in the function at or across divisional boundaries. 
· At job or occupational level: When distinct group of employees have been identified as having a common need for training.
· At the individual level: When performance weaknesses have been found in an individual member of the staff in the organisation.
Davies (1971) contributes some of consequences:
· Additional on-job or supplementary training.
· The slowing down production
· Increase in the waste of materials.
· Demand of supervisors’ time.
· An Increase in injuries.
· Job dissatisfaction, induction crisis for the higher turnover.
· Slower and poorer service.
· Decrease in sales
(Buckley and Caple, 2009)
Influence and types of training:
(Singer, 1979) describes, Line management train and develop their own staff, this involves taking an active interest in their career, providing opportunities to improve and extends their abilities, especially by using day to day work task and above all by encouraging them a continuous learning.
Middle and junior management are responsible for implementing the organisational training policy within their own influence.
(Anne Reid and Barrington, 1999)




Systematic approach to training:
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A systematic approach is applicable for day to day functioning of the training department. The diagram represent the systematic approach is a working tool and it is expected that trainers will draw a model which will be comfortable for them to use as individual or as a member of training department who will need to monitor the progress of their training project.
(Buckley and Caple, 2009)
Training intervention are known as formal and informal such as in class learning and work-based learning.
On the Job training is the most common types of training with this training the individuals will learn from while they are working. Fellow employees or a manager provides the training, the theory behind the training is easy to learn by doing. People will learn better as they start performing their task as they are responsible for. Training includes mentoring, coaching, job shadowing, job instruction and apprenticeships.
Off the job training when trainees are given training away from their actual work place, training includes lectures such as trainer lectures in the classroom, role playing, case study and simulation and other activities to develop their skills and knowledge. Such as Institute and other training organisation organise the training.



Example:
Many different organisations in the world offers apprentice program as on the job training. An example, Hospitality industries such as Hilton, Holiday Inn utilise the system to train the new employees also provide services at the same time.
Other trainings are job training canter such as large organisation hire an individual, dedicated to train their new employees.


Task 2

Potential benefits of the Organisation and the Individuals
 Introduction:
Organisational development is the growth of advancement, truly related with the stream of performance improvement relate with the discipline and principles, which focus on improving values of achieved from the organisational resources, on strategies, core purposes, goals, apply behavioural science knowledges, practice and aim for a continuous improvement within the organisation.
In an organisation these points are recognised and reviewed by HR practitioner, influence about the development activities such motivation, performance management and training to meet the needs of the organisational goal and its individual’s improvement, the ability to perform their best at the work place.
Googles model of motivation:
Googles model of motivation is unique and more innovative. The philosophy is true with work culture; “To create the happiest, most productive workplace in the world.” (Marc 2014)
At the recent researched about the employee’s motivation in Google, has identified the potential benefit of the employees and Organisation.

Google encourage their employees to practice their own ideas, this mindset lead implement to 80/20 rule which drives and allowing 20 percent of their work time they can use for their own project and innovation. 
The result of the 80/20 project innovated by Gmail, Google News, AdSense. 

Benefits of Google motivating Employees: 
Google has turned up the 80/20 rule in favour of specific department for innovation company- wide.
Over a billion daily search queries on Google, benefitted from world’s brightest engineers being given 20% of their time at work to improve processes and efficiencies of employees and in return greater achievement in innovation and financial aspect.
(20%: Google's Innovative Approach to Staff Productivity, 2019) 
20%: Google's Innovative Approach to Staff Productivity. (2019). [Blog] Hiring software and tools. Available at: https://recruiterbox.com/blog/20-googles-innovative-approach-to-staff-productivity [Accessed 2 Apr. 2019]. 
Employees benefit:
Google’s 80/20 rule correctly target intrinsic motivation of employees. Google focuses on finding their employees achieve intrinsic rewards such as belonging, Self-actualization and power that follows Maslow’s Hierachy and McClelland’s Learned Needs. Extrinsic benefits such as no-cost health and dental benefits, insurance, 401K plans, flex spending accounts, vacation packages and tuition reimbursements. At the same time other thoughtful extrinsic rewards like on-site car wash, free food, financial support for adopting a child are also provided.
(Google Company, 2019)




Performance management at Google
Google’s HR practices performance management to maximize HR capabilities, uses appropriate needs analysis to design training programs aims to support an innovative workforce. Google drives an excellent performance management practices, inclusive of performance planning align with the corporate objectives for HRM, Google’s human resource management uses information about performance problems as basis for improving performance management practices along with employee training programs.


Many organisations adopted the strategies specially performance is aligning individual’s objective to the organisational objective, ensure that individuals uphold the corporates core value. The aim to develop the capacity of people meet and exceed expectation and to achieve their full potentiality to benefit them self and organisation.
(Armstrong, 2006) 

Performance management and Benefits of Google 
According to Laszlo Bock, Google’s innovative senior vice-president for human resources, the teams working under the best managers perform better, are happier, and stay longer with the company.
Google manages to increase credibility and keep employee engagement on track, retaining talented employees by keeping them fulfilled and enabling their growth which contribute to Google’s success.
Performance management at Google is its transparency. Google keeps performance data of everyone accessible – including the CEOs Page and Brin. This way, Google manages to increase credibility and keep employee engagement on track.




Performance management on Employees aspect at Google:
Measurements of ethical conduct and contributions of Ideas to flourish, smart creatives and become the next big thing at Google. Performance cover the development of knowledge, skills, abilities and other attributes of employees.
 Employees gain ability to support in activities, emphasis on diversity supports diverse ideas, which lead to innovation. Innovation is part of Google’s corporate objectives. Abilities to solve -problem in developing Google’s organisational resilience.
(Lombardo, 2017)

Training at Google:
Google’s uses different types of needs analysis to maximize the benefits achieved through training programs. HR foster employee participation in creative and innovative processes. The results-oriented approach focuses on training outcomes.
Google’s delivers training programs in various ways, such as discussions, simulations and on-the-job training, maintain rich communications involving employees and training programs also benefit through maximum feedback from the trainees. The company uses simulations to facilitate creative responses, empower Google’s employees to understand the details of work tasks, projects, and products. HRM uses on-the-job training to maximize the transfer of knowledge to new hires or interns. 
Google evaluating training programs, purpose is to determine the effectiveness of the program in developing human resources. The descriptive purpose of evaluation is to understand the effects of the training on employees. Google’s human resource management uses evaluation variables like trainees’ learning and reactions, and the results of training programs in terms of changes in human resource knowledge, skills, and abilities.


Training programs are designed to motivate workers to continually improve their output, and to not settle for mediocre results. In this regard, Google’s corporate culture promotes smartness in the workforce, and pushes employees to strive for excellent work.
(Smithson, 2018)
Benefits of training
Employees and Google from well planned and effectively conducted training programmes meet the needs.
Employees benefit in many ways, in relate to their current position such as intrinsic and extrinsic job satisfaction. They gain to do their performance well through the intrinsic satisfaction. Extrinsic job satisfaction drives on improved job performance, extra earning career and promotion prospect within and outside the organisation.
Benefits for the organisation include improved employee work performance, productivity, sorter learning time which refers to less cost training, discipline, less absenteeism and greater client and customer satisfaction. The points are reinforced by Sloman (2003)
(Buckley and Caple, 2009)
Conclusion:
Google provides an environment where people want to come and work, have fun and get a reward for the work and innovation. Employees feel valued and in return they give their ultimate best of ability. HR strategies such as motivation, transparent performance management and the unique training strategies drives the key success of Google.
Employees feel more proud of their company and thus they would want to pay back their company by working more harder.
Google treats their employees equally in every position of the workplace. This philosophy fits the equity theory. McWilliams (2010) maintains that “equity theory says that people will be motivate at work when they perceive that they are being treated fairly” 
(All about Google, 2018)

Personal development planning (PDP)
Personal development plan is a set of techniques to help to manage the learning process. A way of recording achievement, successes, weaknesses and a method of reflecting on progress and setting clear achievable learning goal.

An example of Personal Development Plan (PDP) for the first line Manager in the Organisation

                                                                   Support and Developments
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The above example of a systematic PDP has been created for the first line supervisor or a manager, explained about the needs of development within the organisation through the systematic learning process. There are six objectivities has been identified such as Motivation, Performance management, Food and Hygiene, Induction training, IT training and Health and safety which are successfully handled by a systematic personal development planning for the future improvement and development of the organisation.
Benefits of systematic approach to PDP are
· Gaining greater understanding of learning
· Develop a clear view of learning
· Improve the skills
· Improves on the ability of reflection and act on those reflection
· Create positive ‘can do’ attitude
· Increase self-awareness on strengths and weaknesses.
· Gaining skills and setting appropriate goals.

(Horn, 2009)

Conclusion:
“A goal without a plan is just a wish.”
― Antoine de Saint-Exupéry
Personal development plan (PDP) in many organisations develop the strategies of an organisation, implement the tactics for the individuals and employees and display the necessary planning for a prosperous future.
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Objective Measures Priority Internal External Review Dates Other Comments

Motivation

Use of surveys 

and 

questionnaires, 

directed to the 

employee 

High

Intrinsic  

motivation such 

as  Training, 

Mentoring

Extrinsic 

motivation such 

as rewards, 

Holiday  pay 

cheque

Every three 

months

Employees will gain the 

ability to perform their 

best.   

Performance 

Management

Performance 

appraisal/ 

Feedback

High

Training through 

Line manager

Sales review 

and  clients 

feedback 

analysis

Every three 

months

Sales and growth of 

productivity and increase 

Employees ability to 

perform well.

Food and Hygiene

Hazzard for food 

hygiene Screen 

description / 

training

Medium

Influence 

awareness's 

and display 

hazards sign

Organise  

training in the 

institute

Monthly

Healthy environment and  

Healthy employees.

Induction Training HR experts or Manager Low

Line manager/ 

Supervisor

Experts from 

the Institute

Monthly

Employees will have a 

clear  knowledge about 

their task.

IT training Line manager Low

Fellow 

employees and 

supervisor

IT institute and  

hire an IT 

expert 

Every six months

Improve IT knowledge 

and  more productivity at 

work

Health and Safety

HR and 

Departmental 

Supervisor

Medium

Display hazards 

and awareness

Institute and  

Governmental 

Organisation

Every six months

Secure workplace and 

happy employees.
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