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Introduction: 

The developmental process enhances individual’s knowledge, understanding, and skills and practices that succor them to work at workplace and nurture their social, economic, environmental and cognitive abilities and education (Samuels, 2013). It assists not only the current generations but also equips the future generations with its benefits. The focus of this module is the developing relationships and workplace achievements and to develop strategies for performance management and the personal Career development of individuals in the workplace.

Whilst working at Greenburg restaurant as a volunteer. The Greenburg restaurant is a small local business that is facing a staffing problem and they want to expand their staff. They assess effective staff development and deployment issues (Samuels, 2013). In this report will cover that how GR audit their present staffing structures. This report also throws light that how GR assess and appraise their employee’s current performance and the personal and career development of individuals in the workplace. In this report I will also develop an employee development plan for their restaurant in order to improve the performance and working of their business (Silber & Foshay, 2009).
The Aim of this module enhances Student’s learning and inspire them to implement a development endeavor.  It will enhance their learning and experience and they effectually involve with actual glitches pertinent for sustainable development (Mullins, 2013).

· Strategies for performance management and the personal and career
Development of individuals in the workplace:

Today, due to globalization and competition organizations are facing many challenges. Due to which organizations require fully trained, skilled and knowledgeable employees. Now, workplace performance management and the personal and career development of individuals is very essential tool for its growth, productivity and its maintenance. Effective employers always devote for personal and career development and they attain objectives by offering enduring pledge for personal growth and professional development for individuals at workplace (Mullins, & Christy, 2013).

Unemployment is one of the major issues faced by today’s organizations. Employers had trouble in finding out skillful staff for right jobs. Later, due to the Great Recession, unemployment rates continued to rise; however, employers tried hard to address the talent issues quickly and effectively (E McGaughey, 2018). To expand and sustained in industry employers started to develop strategies for performance management and the personal and career development of individuals in the workplace (E McGaughey, 2018). Now, business leader’s highlights and emphasis on the significance of employee development, personal and career development and for performance management programs for the grooming of employees and for this reason they actively involved in developing and growing their efforts for this purpose (Mullins, & Christy, 2013).

Prosperous firms always try to incorporate employee development planning programs and the general strategy upon which these programs are based confirms that all these developmental endeavors fulfill the objectives of organization and also help the managers and employees to achieve their respective goals.  Striving individuals always speed up their professional development by enduring learning (Castells-Quintana, 2012). The Continuing educational programs, professional meetings, seminars, training programs, research, appraisal system, updated skills and increased rule and responsibilities are the examples that help the organizations to sustain for continued growth (Mullins, 2013).

· Performance management: 
Before going toward the main topic of the report firstly, I would like to explain the meaning and significance of performance management, personal and career development in workplace context performance management is the procedure developing working environment where individuals are able to do work by using their abilities and talent at their best (Armstrong, 2012).

This process brings growth, prosperity and success for the organization. Through this process individuals have the opportunity to show their talent and abilities and incorporate for the shared goal of organization. A proper and effective performance management helps to line up staff, structuring capabilities, refining employee development, and motivating healthier business outcomes (Gerrish, 2015).

· Personal and career development:

Personal and career development plays very significant role for individual’s career growth. The individual’s that are only skilled in their own field however also has the knowledge of other fields have the chance s of more rewards and incentives. Personal development assist the individual’s to set their own goals and expectations for them (What Are Personal Development Objectives, 2017). A person with unclear vision are fail to bring progress for the workplace. Career development refers to manage and maintain one’s career while working in organization. Career can be developed through training, promotions, high performance, or job changing can also bring sound changes in one’s career (Career Development, 2010).
· Training
‘I hear and I forget. I see and I remember. I do and I understand.’ – Confucius
[bookmark: _GoBack]People learn through physical interaction and experience’s especially when a practical skill is involved. Training involves experimental learning. This can often prove beneficial in enhancing productivity within the workforce. Training involves developing rapport amongst workers and a non-directive as well as a directive approach which can improve efficiency and quality of performance. Further training promotes self-reflection. Being more aware of personal performance provides a platform for progression (Renton, 2009).

TASK 1:
· Critically evaluative three development vehicles available to an organization appropriate to the development needs of the individual. 

Employees are considered as heart for an organization. Today’s organization is very much busy in developing their employees from every angle. For this reason, organization used many types of methods to develop the need of the individual’s at workplace (What Are Personal Development Objectives, 2017). Employees need these developmental methods to enhance their personal and career development and to update their performance. Development of individual’s is a long-standing initiative; however, it provides temporary benefits for individual for example involvement, loyalty and better enactment. I have given three methods of development at are available to GR appropriate to the developments needs of the individuals are as follows. 

Organization used bulk of development vehicles appropriate to the needs poof the individuals. It includes professional individuals, developing soft-skills, and Coaching & Mentoring (Harrison, 2009).

· Professional Training: 

Organizations use training for developing the skills of their employees. It helps to increase the capabilities, talent and propensity of employees that helps not only the employees but also constructive for the growth, progress and prosperity of the organization (Murphy-Latta, 2013). Dexterous employees help in growing the economic condition of the organization. Mostly the employees have flaws in their workplace skill level and training allows them to improve their skills. Developmental programs advance the skill level of the employees. Offering necessary training to the employees allow them to work individually without any reliance to other workers and without any supervision (Aguinis, 2009).

Here I want to draw attention to one important factor that professional training is supportive for employees but on the other hand employees training and developmental programs are very expensive for the organizations. It requires masses of time and money to train employees in different professional skills. Sometime employees attending professional training session and developmental programs fails to complete their projects in required deadlines. They devote their most of the time in attending sessions that is problematic for not only for employees but also for the company. It creates loss of time and money for the them that create misperception for the employers (Aguinis, 2009).

· Develop Soft-skills:
Organizations favor hard skills as well as soft skills to train employees. Both are equally significant for employees at workplace. Soft skills contain skills like critical thinking, communication, social skills, and interpersonal skills. Both skills have their own specialties hard skills can be learned over time and easy to understand and develop. On the other hands soft skills are hard to learn and they are harder to develop. They have another disadvantage that that they are hard to compute and evaluate and measure. Hard skills can be learned and enhanced over time, though soft skills are often harder to develop and can be difficult to evaluate and measure. So, it is very important that managers know the level of soft skills about their employees while seeing soft skills when determining merit-based income and promotions rises (Heckman and Kautz, 2012).

· Coaching & Mentoring

Organizations also organize coaching and mentoring session for the inept employees. Coaching & mentoring are used for development of the employee that increases output of the organization as well as employee enhance their personalities and gain knowledge (Renton, 2009).
Today, coaching and mentoring become essential for the organizations and many companies have taken benefit to increase these practices. But these sessions are informative, knowledgeable and needed for the employees but also very expensive and high for the organizations (Renton, 2009).

Sometimes it is difficult for employers to offer expensive coaching & mentoring sessions for all the employees that create hindrance in the growth process of the company. 
It also creates frustration for employees when employees are unable to follow their directions and show indolence and slowness (Owen, 2011). They are unable to follow their guideline that is very irritating for employers. It is also time consuming that is the reason employees are not able to provide proper time to their work and hence work’s quality suffers. It will create disturbing situation not only for employees abut also it hurts the growth, progress and prosperity of the organization (Owen, 2011).

· Manage an individual’s expectations in respect of personal development:

Personal development is an ongoing procedure of developing own skills. It is the process through which people assess their own abilities and talents, and ponder their life aims and set their goals to improve their talent. Personal development is very significant for improving individuals’ talent, abilities and aptitude (Mullins & Christy, 2013).

At workplace individuals or employees have a lot of expectations from management in respect of their personal development. Individuals expect because they want to fulfill their desires in return of their efforts to organization. Employees want to work at the place where organization provides them all types of advancements, technology, and other amenities. Many organizations take a lot of concern regarding employee expectations for their personal development and try to improve productivity. In modern organization employees desire to have a respectable environment. They want trust by the other people and also a secure environment where they have freedom of expression. They also want opportunities for using their skills, talent and abilities and wants job satisfaction (Mullins & Christy, 2013).

· Individual’s expectations in respect of personal development:
· Salary: Individual’s expect a good salary from organization in the respect of their personal development. If companies pay a good salary the turnover of the company remain high but if the companies do not pay them good salary their morale goes down and the turnover are of the company also falls.  Good salary gives satisfies Individual at workplace and in return they work hard and bring progress for organization (Bob, 2016).
· Culture: An organization culture, personality has a wide impact on the Individual’s expectations in respect of personal development. Modern employees always give more importance to the culture of the organization (Compare: Flamholtz, (2011). They expect more from the culture because it is associated with the company’s mission, vision, and other objectives. It also give identity to employees where they work, learn and spend most of their time (Bob, 2016).

· Growth opportunities: Employees want to work at the place where they have growth opportunities. Individual’s expectations in respect of personal development enhances at the workplace where they get more opportunities for growth else they move to somewhere else for a new opportunity (Monitoring Employee Productivity, 2018).

· Independence: Individual’s expectations in respect of personal development also include independence. They want freedom of expression. A place where they have freedom to use their skills abilities and talent without any irritation and hesitation. In other words employees want control on their work and want trust from company. They desire to have the environment which is not micromanaged that indicate the management has lack of trust on their employees in this type of place employees don’t progress and hence they change their place of work (Monitoring Employee Productivity, 2018).

· Self-motivation: Due to globalization the world, place of work, and its ways of doing business are changing. Now, employees want dynamic environment with a better understanding of work, technological developments and growth opportunities. They want more focused work, self-motivation and impartiality. If individuals’ expectations surpass there are more chances of development for the organization (Monitoring Employee Productivity,2018).


TASK 2:


· organizational examples critically assess the potential benefits to the organization and to the individual of using these development vehicles in the workplace:

· Organizational Examples of using these development vehicles in the workplace:


1. Potential benefits to the organization of Professional Training:

Example: The Greenburg Restaurant is a small owned company with over 300 employees. Companies are always conscious for the development of their employees and they conducted a professional training session for their employees. All fulltime and part time workers are allowed to attend this professional training session. The first development vehicle that I have used in this report is professional training (Hutchinson & CIPD., 2013).
It was very beneficial for the organization. In this professional training session Greenburg restaurant focuses more on technical skills. Employees participated and organization was successful in conducting this session for their employees. But on the other Hans Company invested huge amount of money on this session that loses a lot of wastage of time and money, company suffered a lot a company was not so strong and have lack of resources aided with this session. But conversely, The Greenburg management style emphasizes technical skills. Employees have regular reviews for performance feedback and are eligible for salary increases every six months (Megginson, and Whitaker, 2007).
1. Potential benefits to the individual of Professional Training:

Example: The Greenburg Restaurant conducted a professional training session for their employee. In which they give more importance to the enhancement of technical skills. Thee session create more opportunities for employees for future employees and the current employees learn a lot from the session. Greenburg allows their employees to express their curiosity in diverse roles. However the employees attending this seeing were unable to concentrate on their wok and were not bale to meet the deadlines of the projects. Due to which they faced a great loss regarding money and time and company faced a lot of loss (Megginson, and Whitaker, 2007).

2. Potential benefits to the organization of Develop Soft-skills:

Example: The Greenburg restaurant is a small local business. They conducted a session to develop soft skills in their employees like leadership skills and communication etc. The session was successful and the organization was benefitted with this session of soft skills. However, company costs for conducting and offering development benefits to the employees were so high. The employees developed these skills very easily but company faced huge problems when these employees’ were giving income and merit based promotions because soft skills were hard to evaluate and measure (Heckman and Kautz, 2012).


3. Potential benefits to the individual of Develop Soft-skills:

Example: The Greenburg’s development session for soft skills helped a lot to improve the performance of employees. Employees showed a great enthusiasm and confidence. It also helped to increase innovation among employees. As company invested huge amount in developing these soft skills training for employees. It also helps in increasing company return on investment. But majority of employees faced unfairness at the time of promotion because soft skills are easy to understand but hard to measure and evaluate (Heckman and Kautz, 2012).

4. Potential benefits to the organization of Coaching & Mentoring

Example: The Greenburgs had conducted a training session of coaching and mentoring its employees regarding strategies of the companies. The session was very fruitful that increases output in the workplace. It also provides direction to less-privileged employees. It also helps the employee for growing professionally. Besides coaching mentoring was also offers great benefits for employees and gives lasting rewards however company costs were very high as they conducted coaching and mentoring for all employees (Renton, 2009).
5. Potential benefits to the individual of Coaching & Mentoring
Example: The Greenburg restaurant’s coaching and mentoring session for its employees regarding strategies of the companies was conducted. . On one side it creates positive effect but on the other hand it creates an atmosphere of frustration among coachers, mentors and employees as coaches and mentors feel that employees or mentee are not correctly getting their guidance and employees feels that coachers are not providing them a suitable knowledge which is required. As both are not ready to accept each other’s performance this situation abolishes the whole programs’ benefits (Renton, 2009).
Task 3: develop a plan using three examples to meet the identified development needs and expectations of individuals

	Employee development plan for Greenburg Restaurant and the management of performance


	Duration of plan 

	I year

	Introduction:
Greenburg is a small local business enterprise. They deal in restaurant and hotel business. In this task they have to develop their employee development plan. As in the start I have describe that company used three development vehicles appropriate to the development needs of the individual. Greenburg is a developing company and they have lack of advanced strategies and money. So, they have some limitations in their development vehicles. For this reasons their employees are not able to get quality development program. I am going to develop a new development plan for the employees of this company and also will include new strategies, so, that the able mentioned limitation can be acknowledged (Megginson, and Whitaker,  2007)


	Goals: Greenburg has defined clear goals for its new employee development plan. Company main aim to enhance the working capabilities of employees, for this reason there is need to offer them an outstanding training as good training not only boosts but also change the working mode of workers by providing them good knowledge, approach, and skills

	Human resource management/ supervisor: Human resource department is for staffing and training of employees. Their purpose is to increase learning based applications that maximizes organizational growth and its efficiency ( Armstrong, 2009)

	Research methods:  In this new development plan different research methods are also utilizes. I will use strategies, approaches and data collection methods. There are two approaches for reasoning: 
6. Inductive reasoning 
7. Deductive reasoning. 
The research methods that are used by this new development plan are related to previous theories related to training and development of employees. These theories are taken according to workplace perspective so, that issues in the developmental vehicles can be identifies which are used for the development need of employees at Greenburg (Leavy, 2015)

	Data Collection Method: I have used both primary data collection and secondary method techniques.
Primary data collection: I have sued survey method to take the vision of different people. For this reason I used questioner
Secondary data collection: for this I have sued data from internet and from previous author’s books and journals (Leavy, 2005).

	Data Analysis: Data is of two types. I have used quantitative data charts and table
· Qualitative data: It is represented in the number and statistical information so it is not right here. It is unstructured data. It is not represented in numerical form and also cannot be counted. It is not in well-ordered form. 
· Quantitative data: This data can be counted. It is represented in numerical form.it is structured data.  Its examples including charts, tables, percentage and averages (Xia & Gong, 2015).

	Example1: three development vehicles available to an organization appropriate to the development needs of the individual:
1: professional Training: 
· Greenburg fulfill each and every development need of its employee. Company will conduct workshops, seminars, personal development sessions, performance management programs, career development programs, and above all individual development programs, sessions.
· Company will arrange and prepare its budget before the starting of its development programs from its total earning. So, the training cost does not disturb the budget of the company
· Every trainee is given rewards on his/her performance without any unfairness. So that every employee gets its best. Company tries its best to provide the essential benefits to the employees. 
· In the new development plan company has fixed the training and development program timing. It will be given to employees after their working hours. So, those workers can utilize their best time in training and also the deadline of their projects also not interrupted. Company aim is to give support not only to its employees but also they want to secure company as well (Sadler, 2005)
· Management of the Greenburg gives stress on the fact that management training is given to the employees 2 times in a year, but occasionally employees can have normal training sessions that are necessary to attend for employees (Silber & Foshay,2009|)
· Rewards, appreciation letters and other benefits like bonuses etc. are also given to the employees to acknowledge their best work so, that their morale become high and they will work hard and bring prosperity for the company (Monitoring Employee Productivity, 20
8. Example 2: Develop Soft-skills:
9. In the new development plan strong emphasis is given on the benefits of soft skills for employees at workplace.
10.  In new development plan it is stresses that soft skills will be provided to the employees in their training sessions. Because these kills enhance the intellectual power of the employees. This skill contains self-awareness, communication, and emotional intelligence skills. These
11. These skills are intangible so, they are hard to measure and evaluate them for this reason company has introduced a method of assessing and evaluation employee performance without any injustice with the help of performance checklists and rubrics. It can assist the trainer and help to define their level of soft skills in the training without any unfairness. In this way employers can record their performance. (Heckman and Kautz,2012)
12. Example 3: Coaching & Mentoring:
13. In the new plan coaching & mentoring for employees is affordable and company maintain its funds for giving training to employees.
14. Coaches and mentors provide feedback on the results to improve employees’ performance in the new development plan.
15. Employee’s performance is reviewed regularly so, that their achievements can be recognized by trainers.
16. In new development plan coachers and employees build good relationship among them. They Gives respect, friendliness and credit to each other. Employees admit their supervision and mentors too gives them proper attention to employees it will enhance learners’ learning competences, abilities and aptitude (Renton, 2009)
17. Company develops its long-term strategy in its training programs so, that employees achieve organization long-term strategically goals.  
18. It will also include the employee's Personal Development that has learning log and other action plans, and appraisal system. It will help the employees to develop enduring capabilities (Renton, 2009)



 (Monitoring Employee Productivity, 2015)

	Questionnaire 

	Questions 
	Options 

	
1. Supervisor's endeavors to judge the performance of employees
	Satisfactory
	Sometime satisfactory 
	Unsatisfactory

	
	
	 
	

	2. The quality of training content is 
	
	
	

	3. Feedback for employers 	
	
	
	

	4. Employee evaluations

	
	
	

	5. Employee rewards and bonuses
	
	
	

	6. Current performance appraisal procedure
	
	
	

	7. Management  support 
	
	
	

	8. Latest technological tools are in use
	
	
	

	9. Coaching & mentoring received from seniors 
	
	
	

	10. Benefits of training and development plan are getting 
	
	
	


(Bee and 2003)

	1. Supervisor's endeavors to judge the performance of employees
	satisfactory
	unsatisfactory
	dissatisfactory

	

	12
	10
	15





	2. The quality of training content is

	Satisfactory 
	Sometime satisfactory 
	Unsatisfactory 

	
	10
	8
	7





	3. The quality of training content is

	Satisfactory 
	Sometime satisfactory 
	Unsatisfactory 

	
	5
	10
	 6






	4. employee evaluation


	Satisfactory 
	Sometime satisfactory 
	Unsatisfactory 

	
	5
	6
	 10







	5. Employee rewards and bonuses 
	Satisfactory 
	Sometime satisfactory 
	Unsatisfactory 

	
	5
	10
	 6







	6. Current performance appraisal procedure 
	Satisfactory 
	Sometime satisfactory 
	Unsatisfactory 

	
	5
	10
	 6






	7. Management  support
	Satisfactory 
	Sometime satisfactory 
	Unsatisfactory 

	
	4
	5
	10











	8. Latest technological tools are in use
	Satisfactory 
	Sometime satisfactory 
	Unsatisfactory 

	
	5
	10
	 6







	9. Coaching & mentoring received from seniors
	Satisfactory 
	Sometime satisfactory 
	Unsatisfactory 

	
	8
	7
	 6







	10. Benefits of training and development plan are getting
	Satisfactory 
	Sometime satisfactory 
	Unsatisfactory 

	
	5
	8
	10





(Harrison, 2009)
Conclusion:
This report is about Greenburg restaurant that is facing a staffing problem and they want to enlarge their functioning. They measure the effective employee development issues. In this report have covered that how GR review their current employee problems. This report also covered that GR assess and appraise their employee’s present performance and the personal and career development of individuals in the workplace. In this report I have also developed an employee development plan for their restaurant in order to improve the performance and working of their business. I have showed its finding with the help of survey and questionnaire representing with charts and tables. I concluded in the end that company is very successful in sorting out and developing the new development plan of Greenburg. It is due to the consistency and deep understanding of the management of the company into the employee’s issues. It showed that company is very much concerned about the company ‘and its issues concerning its employees (Harrison, 2009).
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