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Task 1
Theories examples from organization 



This assignment presents a review of the academic research on applying theories to organizations based on the case study “Developing a motivated workforce” , Performance Management as development vehicles in the organisation and development needs of an individual.
With those challenges in mind the researcher carried out resonates with own experience, analyzing case study and reading through theories, which can be considered the best available evidence on the subjects discussed.

Referring to the case study “” The Nuclear Decommissioning Authority (NDA) is a non -departmental public body set up by the Government to clear and decontaminate nuclear sites. Its mission is to “deliver safe, sustainable and publicly acceptable solutions to the challenge of nuclear clean-up and waste management.”
NDA implemented Douglas McGregor’s THEORY Y , which highlights the motivating role of a job satisfaction which includes - recruiting talented, skilled and high qualified people ,who care about the organisation not just about money, also encourages workers to approach tasks without direct supervision, and the employees take on additional duties without being forced to .[Theory & Manager  (4.Feb.2016).
NDA holds “Investors in People” which involves:
· recruiting and retaining talented and skilled staff;
· re-skilling staff through specialised training courses - this is because decommissioning nuclear waste has to be safely dealt with and people must realise that the safety regulation met the higher standards. ”always acting safely and responsibly”.
· Moreover, Human Resource Management  strategies implemented in NDA organisation involves a continuous process of training development with opportunity to promotions
· Encourage more students to enrol to the Energy Foresight program 
· Sponsoring students studying relevant courses
· Reward for attitude not just for skills
· Give opportunity to build a career not motivate employees only  with money 
· Pay well and offer safety and clean work environment 
· Share feedback
· Recognise achievement and reward
· Communication 

The Organisation’s mission is vital, employing only the right skilled and talented people. Reciprocally both the organization and employees will receive excellent benefits: “helping us leaving a safer environment “
NDA motivates its employees offering pay and conditions aligned with similar sectors which permit the organisation to attract talented and highly qualified staff.(Whitter 2019,pg.97)
Applying THEORY Y management style which assume that employees are self-motivated, love their work, make decisions and take responsibilities  meets NDA organisation requirements.

Overall, as mentioned in my previous report, Douglas McGregor theory applied in NDA suggested that the “emphasis should be shifted from appraisal to analyses and the focus should be on the future not on the past “in order to achieve targets and seek realistic way of accomplish them.


Task 2. Development Vehicles In The Organisation Using Theories Example 

· MOTIVATION THEORY EFFECT

Management theory is well known theory in the running of Tesco’s organisation.
Tesco has been closely examined by leading retailers across the world. The organisation has continuously learned and developed new competitive capabilities across the generations of the corporation’s.
Tesco implemented Abraham Maslow theory of hierarchy of needs to ensure that employees are satisfied in the workplace. Maslow pyramids demonstrated that humans are motivated by needs and suggested that achieving one level motivates people to achieve the next.
 By satisfying employee’s hierarchy of needs, Tesco offers employees a place to work, regular monthly pay, and essential such a restaurant in order to meet the bottom of the pyramid of basic /psychical needs. The victory of an organiser depends upon preserving a happy atmosphere for the labour force”( Grout & Fisher 2011,p.148)
Moving up on the level of needs, Tesco provides employment contract, pension and sickness schemes, ensuring health and safety in the workplace. To meet the social needs, Tesco promotes and enables teams working together at various levels.
Tesco values self respect for others and reward the hard work and provides 360 degree feedback for appraisal system to recognise employee’s contributions, and celebrate achievements in order to meet the Self-Esteem level of hierarchy.
By reaching the top of the pyramid of needs, Tesco offers opportunity for promotion and career development which provides a route for capable staff to reach the higher level of needs.
Maslow theory proved to work well in Tesco organisation in the way that employees encompass all requirements needs.” (Maslow, A. (2019). 



· PERFORMANCE MANAGEMENT


This report presents a review of the academic research on the core aspect of performance management using Theories to practice and Performance Management as development vehicles in the organisation.
Performance management is the key process through which work gets done :” The organisation sets work goals, determine performance standards, assign and evaluate work ,provide performance feedback , determine feedback, training and development needs and distribute rewards “.(Briscoe  and Claus,2008).
Each organisation and its operating environment are unique. Performance management covers a lot of theory as “Common goals, employee segments, a huge range of employee expectations and needs across different organisations. 
The concept of Performance Management is mainly applied to employee’s development, but there is no guarantee that improved employee performance will lead to bottom-line improvements in organisational results.
CIPD viewpoint is that Performance Management is critical for organisation success. Employee must understand what is expected from them, keep them motivated and manage them well, providing regular and effective feedback on the process towards objectives. (CIPD(29 Sept.2018)
Performance Management begins with purposes and objectives which are covered by the concept of communication, setting goals and managing the performance of an organisation. Performance information is only valuable if it is used to achieve the purpose of the organisation; as being just interesting does not count. If you want teamwork, you have got to recognise the team”.(Edward Lawler, Influential Management Theorist )
The objectives overall is about  getting balance in what is to be delivered and how it should be delivered efficiently and effectively for the business and individuals because Performance Management is not something done to people but it is for the people.
Applying SMART GOALS are used to measure employee’s performance towards goals which are in conjunction with evaluations and reviews leading to a success and stress free goal. (Mindtools.2019).
Lacke and Latham theory found that 90% of studies conducted SMART GOALS leaded to higher performance then easy set goals “do your best” which is difficult to set in action.
We can never tell if our judgement is appropriate to establish what is ‘real’ and measurable, however we check, consciously or unconsciously, our perceptions with others and then confirm our measure to their performance.



Performance Management faces a major paradox!

The research sown that some organisations express their performance management programs as “our performance management program is FINE (pg.2310.”, but this statement is proved to be:
 Fear -why to change now?
Imagination –we seem unable to imagine something better 
Not My Problem –it is not our fault the managers are not good in talking to its people
Everyone else does it this way –we are not going to be “bleeding edge “here.
 Looking at the statement above, clearly points out that there is a loss sight of the organisation people and the intention for investing in Performance Management.
The manager’s hide behind performance management process, which is a bureaucratic process that separates employees from managers and therefore performance management does not improve. Employees often don’t perform well on tasks, and often judge themselves by their input more than their outcomes. As an instance in a sales company bonuses paid on sales would work if employee control how much they sell throughout their effort not focusing on the number of customers which will result the performance reward less affective. There is no doubt in my mind that what is broken here is the system not the people who are stack in it.

“If you do not change direction, you may end up where you are heading “(Lao Tzu.)

The purposes of Performance Management is to help make decisions in pay increase , identify individuals who are ready for improvements as promotions, hold poor performers for improving, identify training and development needs, enhance communication and relationships between employee and managers and not at last increase engagement in greater ownership of their performance goal.
If the Performance Management process is not used correctly will result in lack of communication and poor investment in development .In addition to the cost in staff hours, the system required to monitor the staff performance will cost thousands a year. However, change does not need to be costly for a positive impact. The Performance management procedure used in the organisation does not serve the purpose of helping performance, the targets are not met and it should not be part of the performance management approach.
In an accountancy organisation is been debated the need to include a formal self assessment in its process, but a new member of staff was questioning whether this would lead to a better performance. After implemented in the organisation has been proved being time consuming leading to conflicts between employees and managers and did not help to improve better performance. Therefore, the organisation eliminated formal self assessment procedures and focused on Feedback as a specific performance requirement. 
The aim is to maintain and improve employee performance in line with the organisation’s objectives and making sure employees contribute positively to the achievements of the objectives.

The argument of Performance Management is less about the process of setting goals and it is more about positive conversations built on relationships. An analysis focused on the link between feedback and performance shown  that “a third of the time  feedback increased performance, a third of the time decreased performance and a third of the time has no impact “.
The use of professional judgement within organisation is Key ; which remain critical capabilities for organisation because the success of the organisation depends upon its people implementing plans and carrying out activities designed to achieve its objectives.
The researcher is focusing on Performance Management system based on Armstrong and Baron Model, monitoring the performance of the organisation and employee’s progress and feedback.
Based on these models, managing performance through coaching is to help individuals maximize their full contribution and potential, using formal review sessions when required; Analysing performance, coaching and feedback from line manager and colleagues, will improve communication between manager and individual concerning performance and then acting on this leading to performance recognition. 
Several theories examine the gaps between theory and practice and provide a basis on looking at performance management from performer’s perspective.
Using Armstrong model of Performance Management can help managers overcome what might go wrong. Rethinking and rebooting performance management can lead to better developed people and sustained organisational performance.
If followed correctly will help organisations build solutions that match their strategy, culture and needs and build on the collective capabilities of at team of people.




















TASK 3.  DEVELOPMENT NEEDS OF AN INDIVIDUAL

· OBJECTIVES


“Once we believe in ourselves, we can risk curiosity, wonder spontaneous delight, or any experience that reveals the human spirit “. (L Babauta E.E Cummings)
The organisation objectives are measured by setting Key Performance Indicator (KPI) in order to enable decision s and direction of objectives: 



	 
	OBJECTIVES 
	MEASURES
	PRIORITY 
	SUPPORT &DEVELOPMENT 
	REVIEW DATES
	OTHER COMMENTS

	 
	
	 
	 
	Internal
	External 
	 
	 

	1
	IMPROVE EDUCATION 
	 Through courses
	LOW
	 
	 COLLEGE
	Yearly
	 Professional growth

	2
	INCREASE MOTIVATION
	 Through appraisal, organising webinars
	
HIGH 
	 IN THE ORGANISATION 
	 
	All the time
	Critical aspect to achieve goals

	3
	 DEVELOP CPD - 
	 Providing Training and Updating Knowledge
	
LOW
	 
	 Webinars
	6 Month 
	 Opportunities

	4
	IIMPROVE AWEARNES
HEALTH & SAFETY
	 Courses
	
HIGH 
	 
	 Training Centre
	 
	 Safety for employees


	5
	IMPROVE
COMMUNICATION 
	 TEAM WORK & PROJECTS
	
HIGH 
	 Within the organisation 
	 
	Permanently 
	Daily Basis

	6
	RETAINING & RE-SKILLING 
	 Improve Employees Performance
	
LOW
	 Within the workplace
	 
	Yearly
	 Keep staff







1) Improving Education :

Research shows with overwhelming support that education increase quality of life because an educated life is the key to success. (M.Deivam,2015)
A student main objective is to improve Education and achieve the goal of graduating with a degree. By achieving this goal I enrolled in University to Leadership and Management Skills in the Workplace course.(UWTSD)
The training is relevant to the work and individual responsibilities and it is delivered at Swansea University Saint Davis class learning course.
The review dates are quarterly assessed. Managers are encouraging this course to improve Education; this is what employees are hoping to accomplish by achieving in the next 12 months.
Offering educational opportunities has a wide variety of benefits for both employees and companies, but some companies cannot afford to help their employees, therefore in this case Education is not a   high priority for everybody as some employees are laid back and comfortable in their position .This can be an advantage because some companies opt to hire less educated employees at a lower salary.

2. Increase Motivation 

Motivation is the reason for people’s action and willingness to exert high levels of effort toward the organisations goals .As an objective for employees this ability is crucial to ensure the organisation’s success. (Amrita Dhaliwal 2016)
Employee need to see they are not just doing the job but also showing connection between the job and the result. Such measures make employees feel valuable and their effort is rewarded. 
An Employee Motivation is a high priority because allows management to meet the organisation’s goals and increase the level of productivity. It can be measured by performance and supported by the organisation with permanent review.
To keep employees motivated they need support, feedback, best working conditions and a fair pay. According to Abraham Maslow “people are always motivated to satisfy their needs”.



3. Develop Continuous Professional Development (CPD)
Continuing learning and developing throughout careers, it is very important in order to keep skills and knowledge up to date to be able to work safety, legally and effectively.
This objective can be improved through webinars and reviews every six months. 
This learning and development can be guidance to the use of professional requirements, which refers to the need to improve level of thinking within and for organisation.CPD is not a high priority for all employees because, it can be just an inspiration for some and a toll development for others.

4. Improve awareness of Health & Safety
As an objective for the employee it is vital the awareness of the importance of Health and Safety. Employers are provided with free workplace training courses, in order to help to prevent workplace accidents, ill health and sickness absence, as well as improving competence and confidence.
This Objective is a high priority because Under the Provision and Use of Work Equipment Regulation 1998 (PUWER) work equipment can only be used by people with adequate training on the correct use of the equipment and the risks that may arise from its use.

5. Improve Communication
This objective creates for an employee a range of benefits and it is an essential skill of a productive workplace allowing employees to work together. 
It is a high priority because communication boosts employee productivity, support business priorities, building teams and improve employees performance as well as the companies.
This objective can be improved within the workplace, through regular surveys to determine how effectively employees are communicating, and measure the progress of specific work projects.

6. RETAINING & RE-SKILLING
Retaining best talent is one of challenges faced by employees. This objective can be measured within the organisation.
Even though this objective is essential to retrain an employee for a new position is not considered a high priority because   training employees internally, it costs money because the employee have to be paid for training instead of doing productive work. 
Permanent reviews are necessary to take advantage of re-skilling employees which could be beneficial for both sides providing with career opportunities for employees also retain their top talent.
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