[image: Text

Description automatically generated]

  
   
           [image: A picture containing text

Description automatically generated]



	Student Name:
	Cristian Rotari

	Student ID:
	1909888

	Module code:
	BMSW5102_LON

	Module Name:
	Developing Relationships and Workplace Achievement 

	Lecture Name:
	Nandish Patel








Table of Contents
Introduction.	3
1. Purpose of Career Planning.	4
2 Individual Employee’s Current, Knowledge, Skills, Competencies.	5
Table 1.0	7
3. Working Today for a great career tomorrow.	7
3.1 Employees career plan.	8
3.2 Assessment Plan	9
4 Conclusion	9
REFERENCES	10




























[bookmark: _Toc71320302]Introduction. 
The construction industry employs approximately three million people in the United Kingdom, making it one of the largest employers in the country. Construction is a multibillion-dollar industry that is also expanding. Over the next five years, the sector is expected to need an extra 179,000 workers. In the United Kingdom, 320,000 women serve in manufacturing. Women account for about 14% of building professionals, including 12% of all Civil Engineers and 18% of all Architects. Architects, civil engineers, and quantity surveyors account for 92 percent of all females in the building industry. In the building industry, emphasise that there is a space for all (CIOB, 2020).

GHR services strive to be versatile, provide feedback, and adapt to the needs of the customer. This method, combined with the openness to different approaches, yields repeatable work from our key clients.  working closely with clients is one of the fundamental business principles at GHR. The advantage of having a competent, expert in-staffed in-house project workforce includes being able to accomplish tasks on schedule, within budget, and with a high standard of work. Diverse array of skills helps the Minor Works team to excel with do-it-yourself and build-it projects. (GHR, 2020)

Education is offered to Project Managers, Site Managers, and Quantity Surveyors, all as well as employees, and it's also given to operators. Many of their managers have been there for many years and have worked their way up to become true leaders.  In capital city of London, as well as in the South East of England, GHR has career development opportunities for people who are inspired and committed (GHR, 2020).


In relation with University guideline this report comes to help and identify specific vehicles, in realisation of individual development needs, specific projects will be analysed in this report also in cooperation with explicit HR theories and tools like ‘The people capability model” and “The matching model of HRM” also theories responding to poor performance, “Causal Attribution Theory” and Fundamental attribution Error” related in class activities. 

This report will be mainly based on coaching analysis and how HR could be improved in this specific construction organisation, nowadays construction is everywhere, people are born to build a house and rebuild every time when it is necessary. In the last one-year humanity are in a continuing war with an unstoppable disease, some people did not leaved their houses for a long time. Socialisation is a tool for individuals to perform in different kind of ways - some positive or negatively. Pandemic situation stole opportunity to be close to each other so that turns in more stressful workplaces. HR could be a catalyser in this situation and could help organisation and specific employees go through this difficult path. 

[bookmark: _Toc71320303]1. Purpose of Career Planning. 
Career advancement in the building industry. 
According to (CITB, 2016), a survey of individuals, most industry employees (66 percent) first considered joining the industry either in primary or secondary school. The key reasons for choosing to work in the industry were having relatives or friends who work in the industry (31%), the promise of decent earnings (20%), and the suitability of the work (21 percent ). Most entrants (58%) saw construction as a career option, compared to 34% who saw it only as a profession. The majority of employees (36 percent) began as craft/semi-skilled workers or as unskilled workers (39 percent).  In objective words, 32 percent of respondents have stuck at the same general occupational level since joining the sector, 4 percent have regressed to a lower level, and 64 percent have advanced to a higher level. Subjectively, improvement is also higher – 77 percent of respondents felt they had advanced. The majority of respondents, 88 percent, were very (56 percent ) or somewhat (32 percent ) satisfied with their job advancement, and 71 percent were very (23 percent ) or somewhat (48 percent ) satisfied with their present earnings. Interest in the job itself (91 percent ), flexibility in what work is taken on and how it is completed (86 percent ), and getting family-friendly working hours were also essential considerations to business staff (81 percent ). 

The majority of industry employees consider prior industry experience, formal schooling, and credentials – in that order – to be essential for getting employment and doing well in their current job. Overall, majorities of more than 80% of employees in all major occupational classes in the sector are happy with their employment. Over a third of employees (36%) consistently wish to progress in the sector, and more than six out of ten of these people recognise that more experience and skills would be needed to do so. Two-thirds of respondents (63%) believe the market is a ‘very nice' (35%) or ‘quite good' (28%) atmosphere for advancement, compared to 15% who believe it is bad, (CITB, 2016).  

On top of this are presented percentages of people who are already involved in this sector, mainly people who decide to join in this industry does not regret at all and they are happy. Career planning and developing sometimes is hard, mainly in construction, because it is a tough job and vast responsibilities for people’s life and for the life of project. That’s ‘why construction require a friendly climate so that individuals could develop in different ways: from general labourer to carpenter, and so on… construction industry also necessitate involvement from all parts: from managers to CEO and vice versa until simple site worker can develop. 

A profession is described as a series of jobs that comprise what a person does for a living. Career preparation is the method of determining one's career aspirations and the road to achieving those goals. It entails making a simple choice between career aspirations and career paths. Individuals who prepare their careers are encouraged to explore and collect knowledge, which allows them to synthesise, develop competencies, make choices, set priorities, and take action. It is a critical stage of human resource planning that assists workers in developing a work-life balance approach. The overarching aim of career planning is to predetermine an employee's ideal career choices in order to accomplish career objectives. It gives an employee's life sense, consistency, and order.

[bookmark: _Toc71320304]2 Individual Employee’s Current, Knowledge, Skills, Competencies. 
Theoretical interpretation of a topic is referred to as knowledge. That is what you have experienced as a result of your schooling or job experience. In architecture and design, for example, you will need to understand the materials, techniques, and equipment used in the construction or renovation of homes, factories, or other infrastructure such as highways and roads. 

The term "ability" is synonymous with "capability," "potential," or "power." It decides whether you have the ability to do anything. Stamina, for example, is the capacity to exercise oneself physically for extended periods of time without being winded or out of breath. It's a necessary skill for jobs like personal coaches, firefighters, and waiters/waitresses. 

There are two types of skills in the workplace: technological skills and soft skills. Technical skills are the ability to do complex activities such as cooking, computer programming, or teaching. They are related to a specific profession. You may have acquired technological knowledge from previous work experience, schooling, or training. These abilities are sometimes included in job descriptions to explain the duties of a career, operating with tools and build a garden shed. 















Those described also called ASK Model it comes after the gap model. Between the expected and actual, each company have a gap, sometimes could be small or bigger. This Gap is called ASK, and it helps companies realise why the expected is not done, and how to manage employees by their skills, attitudes and knowledge. 

Many leaders have found A-S-K (the growth of Attitudes, Skills, and Knowledge) to be a valuable set of listening leadership guidelines. Outstanding listeners should be reminded on a regular basis that helping others as a leader starts and concludes by improving their listening habits, understanding, and abilities. Developing and improving the fundamental underpinnings of communication skills and habits requires developing and refining constructive and effective listening attitudes as well as continuously evolving understanding about listening and leadership. 
The A-S-K Model emphasises three fundamental components that are essential in all successful listening development programmes. Every human or corporate initiative to enhance listening and leadership must understand and prioritise the meaning and significance of each component (Boommelje, n.d.).

The company has a background of 50 direct employees each of them are divided in 5 teams with a total of 10 workers. Also, one of them is a team leader who is elected by the members. A total of 5 team leaders which is a carpenter by their occupation. 
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	Leader 
	Current Knowledge, skills and attitudes 
	Training Process 
	Excepted 

	Team leader 1 
	After the gap model was introduced, company realised that team leader 1 currently straggly with communication skills which is quite problematic in a group work. 
	-Avoid Jargon 
-writing clearly 
-drawing clearly (RENTZ, 2029).  
	- To communicate everything employees wants to hear. 


	Team leader 2 
	· Leadership problems. 
· Absence of Verbal involvement. 
· Bad understanding of other members in professional ways, which I carpentry. 
	· Follow and enforce safety protocols. ... 
· Communicate about equipment. ... 
· Make decisions and move things. 

	· Be the trust person 
· Make people engaged dividing them by ask model. 


	Team leader 3 
	· Absence of being motivated. 
· Culture issues 
	· Multicultural trainings. 
· Providing a career plan. 
	· Gain motivation. 
· Providing a great sense of cultural understanding. 
· 

	Team leader 4 
	· Fear of being mistaken. 
· Problem with self-confidence. 
	· Speak loud in front of other people, when its possible. 
	- Gain confidence. 
- Understand that mistake isn’t decisive. 

	Team leader 5 
	· Delivering bad news. 
· Bad digital skills. 
	· Train digital skills, by offering for this at least 2 hours a day. 
· Informing correctly from trust sources. 
	· Good understanding of reliable sources. 
· Good navigation through Word, Excel, PP. 
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Everyone should learn something even if they sleep, this is the key for a good life and informative one, but sometimes it gets harder   - ‘because you know too much, and it is attracting fears. Learning needs analysis enables consultation about the development of a learning plan. The traditional approach is to determine clear aims (why the learning events is taking place- because of the current knowledge, attitudes and skills table 1.0 ). Aims are expressions of general intent, On the other hand objectives is specifying attitudinal, behavioural or performance outcomes.  Objectives are more precise and give measurable outcomes (Mick Marchington, Adrian Wilkinson, Rory Donnelly, Anastasia kynighou , 2021). 
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As were written, 50 employees would be divided in 5 teams with one team leader, all groups are professional carpenters. GHR construction Limited wants to increase their number of talented people and knowledgeable workers, through communication which is a tool for a better understanding and trainings. Each skilled worker in Construction possesses their NWQ diploma which is a performance allow them to work with a better salary than others general labourers. GHR understand that nowadays knowledgeable workers and talented people want to gain freedom in company, work life balance and career path.  Each of this described, the company are going to introduce and manage through different ways, which are trainings, payable holidays and the most important friendly and healthy workplace. 5 team leaders are going to have annually trainings depending on what kinds of problems occur during the observation by senior manager. Trainings are present for implementation and improving skills to become supervisors or managers in the future in GHR. Each couple of years GHR is selecting 5 or 8 professionals and to reprofiling them into something new. Nowadays GHR construction company management staff where selected couple of years ago as team leaders, now they have professionals in all across the construction site across London and surroundings. 

	Now 
	Qualification 
	Future providing by the company 
	Salary 
	Work Life balance. 

	1 General labourer. 
	NWQ diploma level 1 
	Career path carpenter or higher 
	10-14£ per hour
	· Payable holydays
· 8 hours maximum per day 

	2 Carpenter.
	NWQ diploma Level 2 
	Becoming a team leader or supervisor 
	15-22 £ per hour 
	· Payable holydays 
· 8 hours maximum 

	3 Team Leader.
	NWQ diploma LEVEL 2, preferred certificate of skills in the workplace. 
	Well trained and could become a supervisor 
	-22£ per hour 
	· Payable holydays 
· 8 hours maximum

	4 Supervisor. 
	CSCS level 3. Certificate of skills in the workplace
	Carer path, opportunity for trainings. 
	22—25£ per hour 
	· Payable holydays 
· 8 hours maximum

	5 Hr manager. 
	Qualification from CIPD. 
Preferred construction Background  
	Next Trainings, become more specialised in Construction 
	25-30 per hour 
	· Payable holydays 
· 8 hours maximum



In this way company objectives would be gained also employees one. When companies are satisfied with their deadlines, works and all this were done by their stuff definitely here is upcoming happiness as well for employees who will going to receive the same amount of wellness. 
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Developing a career plan for employees engaged in a project mainly help both parties and should been done before the actual career planning. Successful performance assessment mechanism establishes a solid basis for dialogue and progress plans, while also providing workers with positive input and resources for growth. 
A successful performance assessment should aim to achieve the following objectives: Explicating career duties, recognising and identifying improvements, reviewing company priorities by comparing an employee's accomplishments to last year's goals and identifying business goals for the coming year. 
Evaluating preparation and growth by finding deficiencies in existing position expertise and experience and developing a strategy to learn this knowledge, as well as exploring the employee's potential and preparing what's next on their career journey. Consider how the employer can assist in preparing them to take on larger positions as the organisation expands.



[bookmark: _Toc71320309]4 Conclusion 
The construction industry is vast, and the resources are many. With too much building work to be completed and so few qualified workers to do it, the industry is left with a skills vacuum to fill.  To inspire more people to join the building industry, Construction companies outlined the various career opportunities available to aspiring professionals. This profession's career progression is not necessarily predetermined, as there are several opportunities to consider, as were explained above. In this report were analysed how career path could be done in construction mainly in GHR company. Nowadays Construction mainly for majority is a taboo system and quite dirty to join in, but once people joined in this industry, they understand that construction is more than manage workers and fixing a door. Through the gap model and Ask were defined how skills could be realised and find out the handicap, between the normal and less normal. Mainly the report was based on Goldstein Training in organisation, from assessment stage to training and end with evaluation. 







REFERENCES 
Boommelje, D. R., n.d. How to Lead , s.l.: s.n.

CIOB, 2020. The chartered institute of building , Bracknell: s.n.

CITB, 2016. CITB.UK. [Online] 
Available at: https://www.citb.co.uk/documents/research/career_progression_in_the_construction_industry_2016.pdf
[Accessed 01 05 2021].

Construction, G., 2021. GHR. [Online] 
Available at: https://ghr.construction/contact/

GHR, 2020. [Online] 
Available at: https://ghr.construction/contact/
[Accessed 20 03 2021].

Mick Marchington, Adrian Wilkinson, Rory Donnelly, Anastasia kynighou , 2021. The training cycle. In: Human Resource Management at Work . Great Britain : Kogan Page Limited , pp. 293-324.

RENTZ, B., 2029. Bigrentz. [Online] 
Available at: https://www.bigrentz.com/blog/communication-in-construction
[Accessed 03 05 2021].


The Gap Model 

Series 1	
doors to be fixed	doors fixed	50	25	Series 2	
doors to be fixed	doors fixed	0	0	





1

image1.jpg
Prifysgol Cymru

Y Drindod Dewi Sant
University of Wales
Trinity Saint David





image2.jpg
GHR
r CONSTRUCTION
B LIMITED




