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HR management was defined by Boxall and Purcell as ‘all those activities associated with the management of employment relationships in the firm”. Human resource management is the new term used at present time whereas before it was known as personal management. HRM is about managing the process of people in various organizations. People are seen as human asset which is connected with all other assets such as financial, physical ones all together and use them all for a better result of the organization. In the past during the industrial revolution the focus on Human resource management has been hiring staff, and if they are not able to perform the job in a way needed then they were fired and someone else was hired. This is what would be called hiring and firing recruitment policy at that time. At the present time employees are regarded as “human capital”, who are essential to all organizations. Human resource management is a philosophy, a practice, a policy, practice and it’s a system which contributes to stimulates individuals who are working in a company.HR management are responsible for staffing, development, performance, training, health and safety, industrial relations and the payroll in the organization. The challenge for HRM is to manage people/employees in all departments to contribute in an effective way to produce results which benefits the organization. Organizations of all sizes and different types need human resources without them an organization cannot survive. Human resource planning is to ensure that the organization has sufficient amount and type of people, who are capable of completing the task and to be able to achieve organizational objectives. As humans are the main assets of the organization, they need effective directions and also the treatment of employees is also managed by HRM. Also, the HRM has to deal with hiring, protection, profit, communication, employee terminations and implementing company rules and regulations. This report will examine NatWest Bank. This report will look at development methods that is being used by the bank to guide and train their staff to standard that brings their full potential. Below is a diagram of what HRM is managing different processes in the organization:
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There seems to be an increase in job insecurity in the banking industry because of digitisation. The technology has become a must in progressing for the future, it aides in making online banking processes quicker for customers, more efficient, less time consuming and less people are using the branch for everyday banking. The technology has helped customers who are busy by giving them online service in which they are able to do a lot of things on the touch of a button like; checking account balance, transferring money, setting up direct debits or even standing orders, paying in cheque’s, if overdrawn they can transfer money from another account within seconds to get account to credit, apply for credit cards and they are also able to order statements online. This digital technology is having a major impact on the staffs/employees at the banks. Therefore, it has become a necessity for HRM to develop a variety of skills that can work alongside a fast-digital community that we are living at present. The change in the workplace is rapid and if you are not moving with technology then you will be left behind, due to not being ready with the skills and knowledge needed to stay with competitors and all others that are effected. This would have a negative impact for the organisation as the loss of customers will eventually mean closing down the businesses.







[bookmark: _Toc26529369]Employee Development:
The role of the Human Resource Management within organizations is being responsible of using human workforce and resources which is needed to help achieve the objectives of the business. The HRM is given the authority by the organization to develop, deliver support and various training packages according to the needs of individuals and also to be able to meet the goals/tasks set by the company. They must also develop every individual with the necessary skills they need to improve their performance within the workplace environment.
There are two philosophical approaches that the HRM may decide to take. This is known as Soft or Hard Approach to employees. They have a choice of which one to take either a soft approach where you are more concerned about the welfare of the employee is a priority, on the other hand they can take a hard approach where they are more concerned about the organizations performance and profits. The differences are shown in the diagram below.
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Above diagram Differences between Hard and Soft HR approaches
The researcher believes that NatWest Bank adopted the soft approach as it views their employees as an important asset rather as a cost. As a result to stay competitive with other banks they need to invest in modern technology for online banking, new systems and ways to providing employees with the right training and tools to help them to function to their full potential. NatWest Bank have other methods of monitoring and development of their employees so they may keep hold of qualified staff and this in turn can be advantageous when competing with other banks, also be able to enter new markets and different financial businesses worldwide.


[bookmark: _Toc26529370]Development through Performance Motivation Management
Performance management has a lot of different meanings, but it’s mainly about improving performance (Hutchinson, 2013). Management performance is an integrated process in the organization, in which managers are engaged with workers in setting up expectations, measures and to review results, agree ongoing improvement plans and reward performances (Den Hartog et al, 2004). This involves HRM to have activities such as induction, training and development, performance related pay (prp), appraisal performances with the aim of aiding the performance of individuals and the organization.
This is the process of when new recruited employee starts to work in the bank. It is the responsibility of the HR management to create an environment that helps to motivate individuals. The bank uses performance related pay to reward workers who have performed well at work. The way that the bank asses performance by using formal reviews on a periodic basis regularly. HRM will have to keep communications with department managers to get information about any reviews or updates on individual’s performances. The department managers are the ones who are in daily contact with employees. There are other ways to evaluate employee’s performance which could be done through subordinates, groups and supervisors. HRM should give positive feedback to employees to keep them motivated. This process will increase self-confidence, willingness to try harder to achieve their goals, understanding of feedback and also this will give employee job satisfaction. The setup of programmes which are result oriented and is achievable. The programme should deal with any gaps in skill and knowledge can be identified and informal feedback with employee to increase moral. For the interaction with employees there is a need to have monetary reward attached, which would help in increasing engagement of employee. The diagram of figure 2 shows a structure which most organization use to follow and monitor performance in the workplace. The process of performance review/targets can be done is shown below:
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 Figure 2 Diagram of Performance Evaluation


[image: ]Figure 3 Vroom Expectancy Theory
The vroom expectancy theory is used by most organization to evaluate employee performance. This theory separates employee effort, performance and the outcomes, whereas Maslow and Herzberg focus on the relationship between internal needs and the resulting efforts in fulfilling them. The theory is based on the employee’s performance from taking into consideration of their personality, skills, knowledge, abilities and experience. An individual’s motivation is interlinked by their efforts and performance. He uses the variables expectancy, instrumentality and valance to account for this. Expectancy is if you put a lot of effort in your work then this will increase your performance. Instrumentality is if your performance is excellent then you will achieve the desired outcome. Valance is the amount of value the employee puts on the outcome; this means a person will need to decide on either preferring to be attaining the outcome or not willing to attaining it. This theory may or may not work with all individuals in the organization in motivating due to this not being associated about self interest in rewards but more about what individuals associate towards expected outcomes, the contribution that they feel they can contribute towards the outcomes.
[bookmark: _Toc26529371]Development through Training
Training helps to increase skills, abilities and knowledge of employees to advance in their roles in the organization. Through training employees learn more about teamwork and integrity. Also training contributes towards development of employee performance along with other factors. The training enhances employee skills by improving and learning new skills, and also to prepare them for the future opportunities that may rise. In this rapidly ever-changing world, the achievement of employee’s performance is becoming more challenging and multi-tasking for organizations. There are continuous efforts and strategies being drawn by many organizations to accomplish their objectives to gain competitive edge. The employee is expected to be creative, innovative, competent, flexible and be trained enough to handle information effectively. In organizations changes can happen in the structure, these needs arise and to have a positive impact the staffs will need to have training and development.
The HRM managements responsibility is to find ways to help to improve their staff. Training is provided in various ways such as health and safety, this is done to prevent accidents and to work safely, technical and professional education to help enhance knowledge, development skills and supervising training by making staffs understand responsibilities within their work roles. As a result, from these training employees will be able to use modern methods and techniques that they learn to achieve organisational goals.
[bookmark: _Toc26529372]Diversity Training:
 Diversity training is done to create positive working environment by helping staffs to appreciate, recognise and also be tolerant to other workers/ colleagues. This helps in having various workers from different backgrounds to connect as a group and to promote effective teamworking. This gives the organization an opportunity to educate staffs about overcoming barriers like ethnic, social, cultural, religious or political diversity and the importance of it in a working environment. Having a diversity in the workplace enables more creativity and productivity. The only negative to this diversity training is that, it won’t totally alter personal beliefs in individuals but will create more awareness, impart knowledge that is needed and to train individuals to be able to accept differences of opinion when working in a team environment.
[bookmark: _Toc26529373]Induction and in-House Training:
 HRM also can give in house training (on the job) for new employees, which is performed by either a manager or supervisor of the department. This also known as an induction program for new recruits. Training concentrates on the current employment and developments through checking on weather a staff lacks more knowledge or skills in their role from getting feedback from manager, sometimes it could be that the employee has been working for a long time but hasn’t received updated training and the HRM will need to keep record of training and development given to staffs. This is also that they can update to new skills to adapt to news of how the organization operates, in the new technology age for the business to succeed in going forward. The NatWest banks training of employee is an investment for the future and betterment of its employees and is also a long-term investment for growth of the human resources.
There are various companies that do onsite training. NatWest Bank has invested into an academy to train it staff on how to understand data. This is done to stay in direct contact with emerging new technology. A number of banks are now cutting down on staff at branches to hire staff who have i.t. knowledge and skills to cope with digital expansion. This is making it difficult to hire i.t. skilled staff because they are either asking for a big salary or the environment isn’t like office culture. So, training staff internally may be a lot easier and cost effective for the organization. Having more staff who are trained in tech, will help NatWest bank to build and introduce new services for their customers. By helping its staff to enhance new tech skills will help the bank to adopt digitally. The training also is cheaper than sending staff over to courses. Travel cost is saved because staff do not need travel more than within their own building offices. The training is more specific to the requirement that is needed to improve staff. Training can also be customised to what the organization wants i.e. to discuss current and real examples for staff. Employee can fit around the times that they are not busy and make it flexible. When there are different people from different departments can encourage team building, teamwork and understand of each other’s work.
The disadvantage of having in house training is there will be extra administration work due to making room availability, having equipment, parking arrangement for the trainer and also making sure all the staff are attending the program. Employees will also face the difficulty of knowing that if they are needed then their training will be interrupted, and they will be behind in their training compared to others. Some employees might not take the training seriously because they might feel like having a break from work and also there won’t be any networking because there won’t be other employees from different companies to speak with.
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Motivation is another method which can be used to develop in the workplace. This can increase staff’s performance and organizational success. Motivation is more than just about completing a task or working. Individuals can find motivation through different variety of sources. Motivation can come from the desire to complete a task, to achieve certain goals, earn more money or getting promoted, to channel one’s energy to achieve specific aims and goals. It can also come from by completing a task and gaining satisfaction, or a having a problem solved and successful outcome. The reason of individuals behaviour is determined by what is motivating them.
There are two types of motivation.
Intrinsic Motivation; is internal to individual and is driven by personal (internal) rewards, their personal values and the feeling good in achieving a positive reaction.
Extrinsic Motivation: this is more about reward, incentives behaviour. Unlike intrinsic motivation, this is external to individuals which drive this form of motivation. When individual go to work, they have a motivation which is that they get paid for it. This example shows you are motivated by affording your expenses or bills.
Extrinsic motivation may be effective for some individuals than it is fore other individuals. Because certain situation may be suited for this form of motivation, some individuals may be content with having external rewards and they may keep working continually. The other problem with extrinsic is if it used too much then it is likely to decrease. This is referred as the over justification effect. The over justification effect is that when you rewarded so often that you tend to lose interest. There is a possibility that some individuals may even become dependant on the reward when it is gone.
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A development plan is very important for individuals. When employees use a development plan, it is used to reflect on their knowledge and skills. It also requires employees to follow through their plans by achieving knowledge. The plan will need to have smart objectives, so they can work through a timeline to complete the objectives
Having done the development programme, you can think about advancement in career. There may be opportunities for you to progress further up the ladder. To be able to achieve this you must turn your attention to developing goals that will unable success. Goals should be SMART- specific, measurable, agreed upon, realistic and time based.
Human Resource Planning and Development:
Human resource planning is important in an organization, because there is a need to control the influx of people in the workplace. To maintain organizations goals HRM will need to have plans in place, correct number of people and with correct skilled employee. The HR planning has an influence on productivity and over all turnover.HR planning also deals with looking at present resources of the organization, then it has to forecast the demand of human resources that will be needed to maintain the business. The methods that is in the organization for Human Resource planning and development are:
Judgemental Method:
This method compromises of having use of information’s from professional experts who forecast the future. This is dealing with future judgements or estimations. Judgemental method includes following techniques:
Delphi technique is a systematic forecasting which is dependant on a group of professional experts and the idea is that panel judgements are more accurate than an individual.
Survey technique is used to collect data about future needs from various individuals. It’s a process used to gather a large amount of information from a numerous number of respondents. A representative sample questions are selected by the organization and then the answers and behaviour of respondents is forecasted from the responses and answers. In most organization you can either have internal or external surveys processed if needed.
Mathematical Method:
This method uses estimates and calculations. This method uses following techniques:
Time series analysis which past events of employee or staffs are calculated for the future. Time series includes ups and downs, long term and past cycles and this is done using normal sequential ordering.
Productivity ratio: this is about the ratio of staff needed to manage the different levels of workloads. So, to maintain the correct ratio it is important to change number of staff levels according to the amount of workload changes. If the workload decreases so the number of staff also decreases accordingly.
Regression analysis: this done by comparing stats of the relationship of different factors and this can be done by quantify relationship of two variable groups which will give an understanding relationship between dependant and independent variables.
Personal ratio: this is used to understand the relationship between a number of employees working on one job. This method is used to allocate people in between jobs.

[bookmark: _Toc26529376]Conclusion
This report has provided information of different development plans for employees to increase their skills and knowledge. I believe that learning new or improving the skills you have is a never-ending process because if are working there will always be a need for upskills due to modern ever-changing environments. To be able to perform to our best abilities its vital that we take the opportunities of bettering ourselves to stay ahead in our jobs competitively.
Development training are available to organization to use to help their staffs to increase production and profits. When you have workers, who feel there is opportunity for growth, a good environment, positive motivation will make work effectively. All organizations need to keep to updated with the advancement of technology, otherwise they will have to play catch up and this could have drastic consequences. Organizations will have to be adaptable to new working conditions and to give regular feedback, giving rewards and making the job interesting for the employees. This would give a high sense of self-esteem to employees. The computers are used in most workplaces, but you will still need human’s presence. It is important for all personal in organizations to interact and have communications with each other and find solutions in the workplace.
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