	


[image: Description: :::::::Desktop:In progress desktop:TRINITY SAINT DAVID:logo:TSD_logo2010.jpg]
Skills for the Workplace
Module Assignment Submission 

	Student Name:
	Vanya Petrova 

	Student Number:
	1817743

	Module No:
	BMSW5102_LON

	Module Title:
	DEVELOPING RELATIONSHIPS AND WORKPLACE ACHIEVEMENT

	Lecturer:
	Mushfiqur Rahman



Statement of Confirmation of Authenticity
By the act of making this submission, the student declares that this is the work of the student named above. The work has not, in whole or in part, been knowingly presented elsewhere for assessment, or where assessment has been built on a previous assessment, this has been identified. Where materials have been used from other sources it has been properly acknowledged. If this statement is untrue, the student acknowledges that an assessment offence has been committed.
Attention is drawn to the plagiarism and unfair practice policies of the University.





Table of Content 

Introduction …………………………………………………………………………………………. 3
1.  Nature and characteristics of the human needs ………………………………. 3
1.1	Maslow’s theory ………………………………………………………………………… 4
1.2	Murray’s theory …………………………………………………………………………. 4
1.3	McClelland’s theory ……………………………………………………………………. 5
2.  Analysis and assessment of career development needs……..…………….. 8
3. Evaluating the development vehicles in Just Helpers LTD………..…………. 9
4. Recommendation for improvement……………………………………………………. 10
Conclusion ……………………………………………………………………………………………………  11
References …………………………………………………………………………………………………… 12













Introduction
This report will be focused on evaluating the development vehicles available in the organization I work for and create a plan to meet the determined development needs and expectations of the individual.
In Chapter one I will identify the models and methods which I will use to determine the individual needs in the organization. 
Chapter 2 will be focused on the techniques to analyze and assess the carrier development needs of the employees.
The report will continue with evaluation of the current development vehicles in my organization and identifying the gaps in the current framework.
In Chapter 4 I will focus the gained knowledge from the identified models and methods to create an improved plan for meting the development needs and expectations.  


1. Nature and characteristics of the human needs. 


It is exceedingly difficult to give a definition of the concept of need, as the needs are many and varied. Some of them are related to the physiological survival of people, others are related to the development of personality, others are related to the need to demonstrate social status, etc. Let us not forget the needs for raw materials, materials, technological equipment, without the satisfaction of which the other listed needs cannot be satisfied. Therefore, there are different definitions of needs in the economic literature.

According to F. Kotler (2009) , "Human need is a state of conscious lack of any basic satisfaction”.

 1.1 Maslow’s theory

In 1943, the American psychologist Abraham Maslow published his “Theory of Human Motivation”, in which he described the basic needs of people in five levels: physiological needs, existential needs, social needs, the need for respect, the need for self-improvement.

Maslow believes that the needs of the lower levels are stronger than those of the higher ones, and that any need of a lower level must be relatively well met before moving on to meeting a need of a higher level. 
For example, a person whose physiological needs and security needs are met will be motivated to satisfy his social needs, while the hungry homeless person will be completely obsessed with the idea of ​​finding food and shelter.

The top of the pyramid is difficult to study because, according to the psychologist, only 2 percent of humanity has reached that point. There he ranked himself next to celebrities such as Einstein, Mother Teresa, Gandhi, Beethoven, Lincoln and Roosevelt.
Later, new theories of motivation emerged, which were either based on Maslow's pyramid or completely denied it.

 1.2 Murray’s theory 
In 1938 Murray published his most famous work, “Explorations in Personality”, which became a classic in the genre of psychology literature. The book, based on empirical research, sets out the basics of a model of human needs.
The main thesis of Murray's theory of human needs is that only the variety of needs can motivate human behavior for a certain period. Needs change because of people's experience and knowledge.

Henry Murray divides needs into two main groups:
Primary needs - the most basic needs based on human biological needs, such as the needs for oxygen, water, food and more.
Secondary needs - these are the psychological needs that are the subject of this article. These needs are not critical to immediate physical survival but are extremely important to human well-being.
Murray's theory of human needs does not predict that people's needs are arranged in a hierarchical form, as Maslow's theory of the hierarchy of needs argues.
According to Murray, every need has two aspects: what is its direction and what is its strength.
The direction of the need is the object, the subject, the person, the event to which the need is oriented.
The power of the need is its meaning, value, significance, which each person in his own way invests moisture in the respective need.

Henry Murray notes that only those needs that are specific and especially important to the individual could reinforce a person's energy imbalance (increase the deficit) and generate the need.
This can be used in many situations. We need to find out what the current needs of a certain person are and help him satisfy them, and in return we get from him what we want.

1.3 [bookmark: _Hlk47998035]McClelland’s theory 

In management theory, David McClelland is known as the author of the Theory of the Three Needs, also known as the Theory of Acquired (Learned) Needs.
This theory is related to the motivation of people in the workplace and the work of managers.
According to McClelland, people have three important higher needs. These are the needs of: Achievements, Affiliation, Power
The main thesis of McClelland's needs theory is that people's motivation at work is based on these three needs and on one of these three needs. Everyone strives to satisfy one of these three needs - achievement, belonging or power.

McClelland's three needs are not inherited. They are acquired and learned, and this happens when people see opportunities in the environment to satisfy them.
McClelland's three needs develop in people through the culture around them and through the life experiences they gain.
McClelland came to his conclusions partly based on research by another scientist - Henry Murray, as well as based on a special thematic assessment test. Using this test, different people were shown different drawings for a minute, and then asked to tell what they saw in the drawing.
David McClelland was not only convinced of the possibilities of such an assessment test, but during his research he received indisputable evidence that the needs for achievement, belonging and power can be determined on the basis of a number of stories after reviewing the test drawings.

A closer look at the three needs of McClelland's theory of motivation:

1. Need for achievements
The need for achievement is the need of the individual to bring the things he has undertaken to a successful end.
People with a strong need for achievement:
They feel a strong need to set and achieve challenging goals. They take measured risks to achieve their goals. They like to receive regular feedback on their progress and achievements. They often like to work alone. People with a strong need for achievement avoid both goals that are too easy and that are too difficult to achieve.

2. Need for belonging
The need for belonging and commitment is the need to establish and maintain favorable relationships and aid, as well as empathy for a certain group of people.
People with a strong need for belonging:
They want to belong to a group. They want to be liked and often choose to agree with the opinion or suggestions of others in the group. They prefer cooperation in common work to competition. They do not like high risks or uncertainty.


3. Need for power
The need for power is the need to influence other people to achieve a certain result.
People with a strong need for power:
They want to have control and influence over others. They like to win disputes. They like the competition and strive for victory. They strive to achieve a certain status and recognition from others.
People with a high need for power can be divided into two groups - people who want to gain personal power and people who want to gain institutional power.
People in need of personal power want to control others, while people in need of institutional power seek to organize the efforts of others (such as a team) to achieve company goals.

It is not surprising, therefore, that people with a highly developed need for institutional power are usually preferred in a team to people with needs for personal power.
[bookmark: _Hlk47998080]2.Analysis and assessment of career development needs


The activities for training and development of human resources in the organization have several goals. They are aimed at improving the performance of official duties and the characteristics of organizational life:
• Acquisition of new knowledge and skills and development of existing ones.
• Development of the potential of the employees depending on the requirements of the work and the goals of the organization.
• Preparing staff to deal with changes and unforeseen circumstances.
• Providing an opportunity for competition in the company.
• Improving the performance of official duties.
• Improving the work of the teams in the company.
• Increasing satisfaction and personal motivation.
• Ability to delegate more complex tasks to employees.
• Introduction of innovations and development of innovative thinking, etc.
Determining the training needs for career development
The determination of the training needs is carried out after the preparation of an Analysis of training needs .It is a process of collecting and analyzing information, aimed at identifying and comparing the current with the desired level of implementation of work in the organization. The performance of the work can be interpreted in the context of the knowledge, skills and attitudes needed by the staff to carry out their work effectively.

The main methods for Training Needs Analysis are:
 analysis of strategic goals and business plans; analysis of the work and evaluation of the implementation (attestation); proposals of the direct supervisors; requests from the employees.

3. [bookmark: _Hlk47998179]Evaluating the development vehicles in Just Helpers LTD

Just Helpers LTD is a Management cleaning agency, operating in London. I have been working in this organization for the past 3 years as a Team Manager. 
Every 6 months the CEO of the company organize an individual face to face meeting with every Manager as part of the appraisal system.  Prior to this meeting everyone should complete the pre appraisal form based on two modules.

Module 1 :  
This module consists 8 open question about the performance of the employee for the last 6 months. The questions are as follows:
State what you consider to be your main duties and responsibilities that you have focused on in the last year.
List your Achievements in the last year.
What are you proud of?
Has the last year been Good/Bad/Satisfactory or otherwise? Explain why
What would you like to improve or have done better in the last year?
Are there any factors that are affecting your working development?
What do you think are your most important priorities for the coming year?
Is there any help or training you need/want?

Module 2 :
Module 2 of the pre appraisal form is a feedback form for every colleague in the company. The feedback will be anonymous on the actual meeting.  It consists 3 personal question about the individual:
What ( name) should continue do?
What (name) should stop doing?
What (name) should start doing?

The actual appraisal form is made by the CEO on the meeting day with the employee. It is comprising 5 main feedback categories:

· Achievement against objectives
· General performance in the last year- Areas of excellence and Opportunity Areas
· Looking Forward- Priorities, New Objectives 
· Training and Personal Development Plan 
· Additional Comments. 

Overall the appraisal process is very good structured and is focused on finding the knowledge and behavior gaps in the individual, however as a participant in at least three appraisals I found out that there is a lack of  execution of the personal development plan. 
For instance: My last appraisal contained some specific courses I had to attend on the previous year but were still not done and have been transferred to next year’s personal development plan. 
Another gap in the appraisal process is the lack of psychological test to determine the specific needs and behavior of the employees. 

4. [bookmark: _Hlk47998261]Recommendation for improvement. 

According to the learned techniques and models in Chapter 1 and 2 I would like to suggest the following improved plan:

Step 1 - Review of the requirements for the position now: what knowledge, skills and attitudes required by the position and what are the career opportunities of this one position.
Step 2 - Creating a profile of the employee, in terms of requirements, for example through formal certification.
Step 3 - Comparing the employee's profile with the requirements and identifying the needs from training necessary for its development.
Step 4- Creating and action plan with suggested courses and training sessions for the next year.
Step 5- Monitoring the execution of the action plan through the year . 


Conclusion
The professional development of the individual's workforce is a continuous process, which is expressed in the changes in the quality of the individual's workforce. Professional development, therefore, applies to both the workforce and the individual. What these two categories have in common is that they are interconnected and conditioned. There can be no workforce without a person. The connection is the opposite - of all the variety of abilities, talents and qualities of man, his ability to work takes priority.
This report identified one of the most popular definitions of human needs such as Maslow’s, Murray’s, McClelland’s. Using their theories and methods, combined with analysis and assessment of the career development needs I have evaluated the framework in my organization- Just Helpers ltd and identified the gaps. The report concluded with a suggestion for improvements on the current appraisal plan. 
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