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Introduction
This assignment is to demonstrate the potential benefits to the organisation of developing individuals in the workplace. It is an individual report on the development of a plan by meeting the identified personal development needs and expectations of individual employees in a chosen organisation, by managing an individual’s expectations in respect of personal development.
Performance management efforts, which typically entail performance appraisal and talent development, are widely considered to be among the key roles of human resource management. Unfortunately, these efforts suffer flaws in many organisations, with managers and employees regularly bemoaning ineffective implementation of development strategies (Pulakos, Elaine D.2004, p.1). Planning for professional development and growth is often undertaken in response to specific problems, such as changes in a company’s bottom line. The lack of a strategic and structured approach to workforce development results in firms taking an ‘ad hoc’ means in the provision of the resources needed for the development (Healy et al, 2002). To this end, this report will explore the development vehicles that have been put in place in my workplace and how HR department has been implementing them the report will culminate with a professional development plan with clear objectives to meet the employees’ development needs and expectations.













Organisation Profile
Holder Inc. Is a construction company that works on a sub-contract basis for individuals and firms. The organisation is responsible for the day-to-day oversight of construction sites, communication of information with all the involved parties, and management of vendors throughout a project. There are various teams of employees involved in the execution of this project, including architects, civil engineers, electricians, painters, labourers, and plumbers. The company’s size has grown and contracted in line with the country’s economic performance. Presently, there are 32 staff members in the firm, with a large percentage of the employees being long-term site workers. The firm’s core business can be defined based on its functions, including as a general contractor, developer, and housebuilder for one-off house over a specific size. I, Lucien Honore Yao working for Holder inc as HR officer, the company is currently working on a 5-bedroom Duplex, two-story house, which will be the primary project of reference throughout this report.
The organisation’s HR department is responsible for ensuring that all these workers have the necessary skills, accreditation, license, and use the necessary equipment in different construction processes. Based on my experience in the company, the HR department has a standard set of practices that it follows to attract, maintain, reward, and develop skilled workers to ensure a low turnover rate and give the firm a competitive advantage over competitors. However, as Kossek et al. (2014) argue, the use of standard practices and policies is characterized by limitations such as lack of flexibility, low creativity and response time, loss of responsiveness, and lack of uniqueness. Besides, as it is the case with other organisations within the industry, the firm has struggled to address the severe labour shortage, which is occurring at a time when the demand for the new building, including public housing and residential homes, has significantly increased scholars such as Hearns (2019) have attributed the shortage in labour to the lack of interest among the younger generation to work in the construction industry in favour of the white-collar careers. This is evident in schools around the country which often focus on the persuasion of college degrees over skilled trades and vocational programs. The figure below outlines some of the key strategies that are being implemented by companies in the sector to attract and retain key talents.
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Figure 1. Methods for retaining key talent in the construction industry
                                                    Source: Smith (2016).
Employee Retention and Development Strategies
Detailed below is an analysis of the various development strategies that have been implemented by the firm with the aim of attracting as many talents as possible and possible and retaining them in the longest time possible.
On-boarding and orientation
Upon recruiting new employees, the HR team formally introduces them to its culture, mission, and values. Organisations carry out the onboarding process during the first days at the organisation with the aim of helping the new hires acclimate the work environment (Armstrong and Taylor 2020, p. 347). However, based on the organisation’s HR policy, one of the key objectives of the onboarding activities is to ensure the employees' compliance with the legal rules and regulations that apply to them in their new job roles. Some of the key items covered during the process include forms of taxation and benefits that the employees are entitled to.





Mentorship programs
Employees, particularly the hires, are often paired with mentors to extend the onboarding process and on-site learning. During the construction of the 5-bedroom Duplex, two-tory house, the inexperienced employees have been paired with the experienced workers to learn lopes from them, while in return offering fresh viewpoints to the mentors. However, the mentorship programs take an informal, unstructured approach with the aim of enhancing flexibility in the issues covered. However, as Chao (2014) illustrated, an unstructured mentoring program often lacks vision, accountability, and a mechanism to track the progress made by the mentees. 

Development vehicles
Development vehicles, which include a wide array of performance tools and techniques, facilitate the evaluation of an employee’s skills, strengths, and gaps that need to be fulfilled to achieve their professional objectives and contribute to the organisation’s success. A wide range of scholars, including Armstrong (2009), have shown that performance appraisal techniques can help organisations in:
                . Enhancing employee performance and productivity
                . Providing real-time feedback to employees for enhanced improvement
                . Offering insight into counter-productive tasks and activities
                . Spotting training and development needs
                . Aligning individual performance with organisational goals
Through various development vehicles, a project manager can identify and address problems more swiftly and keeps the workers on schedule, motivated, and engaged, which in turn improves productivity and profitability. The key development vehicles implemented by the organisation to facilitate the identification and satisfaction of development needs among the individual employees and attainment, or the company’s vision are discussed below:











360-degree feedback

The company is currently using 360-degree feedback for performance appraisal and development based on the obtained findings from the assessment. The assessment aims to obtain insight from an employee's supervisor, peers, and customers on their performance and work competencies (Armstrong 2009, p. 112).  Feedback forms are distributed to the people who work around particular employees, including the project manager, and these individuals are requested to fill out the survey questions anonymously. However, the company does not use the 360-degree feedback process for non-managerial employees, and therefore these workers miss out on the opportunity to gain critical insight into how others perceive them and the need to adjust their behaviour and develop their skills.
The use of the 360-degree feedback process as a performance appraisal tool by the company’s HR team is often characterized by flaws. For instance, I have noted that there is a high tendency to focus on isolated pieces of feedback in the performance evaluation as opposed to broad themes. Focusing on one-off comments, such as those regarding the relationship with another worker, makes the process appear persecutory. There is a tendency among those involved in the 360-feedback process to discount strengths and focus completely on weaknesses. In other words, the embraced 360-degree feedback process mainly focuses on behaviours and personal aspects rather than basic skills, performance objectives, and job requirements, which makes it an inappropriate performance appraisal tool.
 














Management by objectives (MBO) 
The company’s HR team also uses management by objectives (MBO) to appraise performance and identify the employees’ skills and knowledge gaps. Before the kick-off of the construction of the two-story house, the project manager and the workers together identified, planned, organised, and communicated objectives that everyone needed to meet. The workers’ goals are designed to support the goals of their supervisors and those of the project manager. To this end, the entire organisation is linked together in the pursuit of the objectives, which include completing various project milestones on schedule and within the stipulated budget. 
The figure below summarizes the process followed in using the management by objectives (MBO) technique.
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Figure2: Management by objectives (MBO)

The use of MBO has so far proved to be effective as the various teams have been able to meet the various objectives in the last project milestones. This could be explained by the fact that the MBO approach allows the workers to participate in setting goals instead of having them dumped on them (Amstrong 2009, p. 16). This engagement helps meet many of their higher-level needs, including those stipulated by Maslow’s theory, for accomplishment, recognition, self-worth, and achievement. During the last project milestone, the workers who meet the outlined objectives were rewarded with a bonus, while the few workers who failed to meet the objectives were dealt with transfer and mentorship sessions. However, I noted that the assessment process laid more stress on tangible goals such as the quality of accomplished work. While intangible aspects such as commitment, interpersonal skills, and teamwork were brushed under the rug.
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Figure3: Maslow’s theory of motivation
Need Satisfaction
· Social
Provide communal facilities; Allow informal communications.
· Esteem  
Recognition of achievements; Appropriate rewards.
· Self-realisation 
[bookmark: _Int_WRGkHkPk]Training-people want to learn more; Responsibility.
Individual pay related performance (IPRP)
The construction company has used individual PRP for a long as a merit payment over the annual pay award. Additional compensation is paid out to workers that have performed beyond and above their job requirements. This strategy aims at motivating the employees to improve their work for increased pay as money arguably increases performance. The individual performance-related pay is typically related to the HR team’s evaluation of performance, which focuses on pay progression based on job grades and levels. The employees are typically ranked on a scale ranging from “unsatisfactory” to “superior" based on the quality and quantity of their workout put. For instance, an employee who has worked for many hours is considered superior and is more likely to qualify for the additional pay. Under the PRP arrangement, the pay review also helps identify training needs among the employees and implement various strategies to improve their skills and knowledge.





Identified skills gaps

The performance appraisal tools employed in the organisations have helped highlight significant skill and knowledge gaps among the employees. For instance, the 360-degree feedback has shown that as the company continues to integrate new technologies and techniques to enhance efficiency, many workers are encountering challenges in using these new technologies. For instance, the workers are struggling with the newly embraced twin-wall technology, which is a system that combines the qualities of precast concrete and erection speed with the structural integrity of in situ concrete. The performance assessments have also highlighted a significant communication gap, particularly among new hires. The new employees are not aware of the different types of communication at the organisation, including the technical language that is often used at sites. The communication style embraced when communicating with project team members should be significantly different from the style used when engaging other stakeholders such as clients and suppliers.
Time management has also emerged as one of the key challenges facing workers at the organisation, as illustrated by the delays in completing various milestones on time. Although the workers are often given reasonable goals, workable timeframes, and the necessary resources to complete their work in a timely manner, most of them complete their work behind schedule, leading to delays in the delivery of project milestones. For instance, there was a delay in the delivery of the design drawings for the 5-bedroom duplex, and this had significant effect on the schedule of other tasks, including the approval of the project proposal, engineering reports, and allocation of resources. If this trend continues, there is a high chance that there will be a delay in the completion of the entire project.















Effectiveness of the development programs

The various development programs implemented by the company have proved to be partially effective, particularly when it comes to employee retention. For instance, the turnover rate in 2018 was 10% but has since then reduced to 6% however, the lack of a structure in the implementation of the various development vehicles has significantly reduced their effectiveness. For instance, the company does not use the 360-degree feedback process for non-managerial employees, and therefore these workers miss out on the opportunity to gain critical insight into how others perceive them and the need to adjust their behaviour and develop their skills. Similarly, development vehicles and processes implemented in the organisation tend to lay more stress on tangible goals such as the quality of accomplished work, while intangible aspects such as commitment, interpersonal skills, and teamwork were brushed under the rug.
The ongoing Covid-19 pandemic has further rendered the implemented development programs ineffective. This is because the health crisis has not only changed the way in which people work but has also altered the patterns of movement and human relations to one another (Pamidimukkala and Kermanshachi 2021, p. 1). for instance, the company has allowed some employees to work from home, and this has resulted in significant challenges, including lack of communication, poor time management, and reduced coordination. Besides, there is a need for the employees to improve their flexibility and adaptability skills to enable them to adapt to the ever-changing work-related conditions. In the current environment, static employees will likely become overwhelmed and overstressed by work, resulting in poor performance and unplanned employment termination.
















Professional development plan

A professional development plan documents the skills required by employees, competency development initiatives, and goals that need to be completed in order to support continuous improvement and career development. This plan is often created by HR team working closely with employees to identify the necessary skills and resources to support the workers. As suggested by the reviewed performance indicators and effectiveness of the development programs, the workers at the organisation have a significant skills gap when it comes to time management, flexibility, use of emerging technologies, and communication. To this end, a professional development plan has been designed to bridge the knowledge gap among the employees, improve their productivity, and enable the organisation to reach its objective. In developing the plan, SMART goal approach has been used to ensure that the various elements included in the plan are specific, attainable, measurable, time-out, and relevant (Armstrong 2009, p.100). The proposed development plan is summarized in the table below.



















Table 1: Professional development plan

	Development
Objectives
	Priority
	Activities to be 
undertaken
	Resources
	Target
Start
Date
	
	Target
End
Date
	Criteria for 
Success

	To advance problem-solving skills
	High 
	. Simulation of scenarios and use of role-play
. Observe how others solve problems
. Take tests aimed at improving cognitive abilities
	Assistance from the team leaders and senior members during tactic analysis
	December
10, 2021
	
	January 20, 2022
	. Changes in work delivery time and quality.
. Feedback from the supervisor

	Refine the 
Workers'
Communication skills
	Very 
High
	. Training 
Sessions on interpersonal relations skills
. Engaging in communication
workshop

	. Real life courses and workshops
. Online courses
	December 20, 2021
	
	February
25, 2022
	. Positive 
360 degrees
Feedback on working
Collaboratively
. Improvement

	Enhance time 
management
	Very high
	. Using Smart goals
. Task
Delegation
. Avoiding
multitasking
	. Incentives such as rewards and punishments. Close monitoring and supervision
	January 12, 2022
	
	March 
25, 2022
	. Delivery of work on time
. Change in productivity and efficiency


 







Conclusion
[bookmark: _Int_1Rav7r3g]Like most small and medium-sized enterprises (SMEs), Holder Inc. Construction firm has been developing its direct reports on the employees’ development on an ad hoc basis. This results in unstructured and irregular approaches in engaging the employees in coaching and training programs. Holder Inc. Operates in a complex industry that requires the engagement of unskilled and semi-skilled workers and professionals, skilled tradespersons, and management staff. This signifies the necessity for a variety of knowledge and skills proper development programs to amalgamate a strong work team. An in-depth analysis of Holder organisation’s development vehicles, including the onboarding processes, standard performance appraisal, training workshops, and mentorship programs, shows that these programs are not effective enough to meet the radically changing employees’ needs and expectations. To this end, a professional development plan targeting both the employees and their leaders has been designed using SMART objectives. The plan documents a wide range of goals, the required competency, and skills development to support continuous improvement among employees and the achievement of the firm’s goals.
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Appendix 
DRW    09.11.2021     Week 5
Home Exercise1 
Take a piece of paper chose any specific organisation and write down some of the circumstances and the reasons why we may need training.
My Answers:
The chosen organisation is UBER food delivery.
· Training how to drive to reduce the risk of accidents.
· Learn the national geographic to have an idea of how to find their route for delivery. 
· Learn the demographic and have an idea of a particular sector of population, where more deliveries are needed.
· Learn the quality of the product and how long the food may be kept before delivered. 

Home Exercise 2
Imagine you are the manager of a factory with 500 workers making Ice Cream for export to Europe.
What information and evidence do you need before you can say the employees need training?
Try to list 5 ideas.
My Answers:
1. To reduce food wastage
2. To learn about the quality and the product
3. Staff discipline at work
4. To learn how to minimise any accidents at work
5. Learn about the demographic data, the market needs and trends and product report.

Made by: Lucien Honore K Yao
BMSW5102 Task 1 Individual Report
23.12.2021
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