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Introduction
Employees are the most influential factors in an organisation because they perform all the activities of the organisation. Their performance depends on various aspects such as the workplace environment, motivation, training etc. (Alsafadi and Altahat, 2021). Nowadays, the manager of large businesses gives much emphasis on the development of the workforce because it will benefit them in so many ways. The developed and experienced employees can withstand challenging situations and achieve success for the organisation (Valentine et al., 2020). There are so many techniques and methods available for developing the workforce. But all of these techniques and methods are not equally effective in all organisations. The effectiveness of the development techniques depends on the organisational strategies, needs and the employee’s expectations (Gorda and Adriati, 2022). Only focusing on the organisation’s needs can make the development procedure ineffective. So the organisation has also to consider the employee’s expectations. The fulfilment of the expectations functions as a motivational force. British American Tobacco Plc has been chosen for this report. It is a British multinational company established in 1902. The headquarter is in London. The company sells more than 200 tobacco brands in the international market. It has more than 55000 employees globally (IBM, 2022). This report will focus on a project which focuses to save the environment by developing a product that incurs zero carbon. The employees' development and the success of the company are related which makes the company stay among the 10 companies on the London stock exchange.

[bookmark: _Toc118541748]The Potential Benefits of Developing Employees in the Workplace
Employees are the most significant assets of an organisation. The proper use of these assets can have a huge impact on the organisation's success (Gorda and Adriati, 2022). Considering the importance of skilled and capable employees, most organisations are now putting great emphasis on the development of employees to fulfilling the needs of the organisation (Steen et al., 2019). The potential benefits of developing employees for the workplace are explained as follows: 
· Develop and Retain a Highly Talented Workforce: The development of the workforce is a continuous process which makes the employees of an organisation highly competitive in the rapidly changing world (Halimah et al., 2022). The fiercely competitive business environment requires that the organisation should have a capable and experienced workforce to compete with rival businesses. In this regard, the development process of the employees increases their skills and makes them confident in their position (Pawar, 2019). The organisation can have highly qualified employees through the development process. As the employees get opportunities to grow in their careers and increase their performance, they are more likely to stay in the organisation (Valentine et al., 2020). Thus the organisation can develop and retain the workforce.
· Improved Workforce Performance: The development process increases the understanding and knowledge about the tasks needed to be accomplished by the employees (Halimah et al., 2022).  If they have proper knowledge and proficiency in their respective areas, they feel confident and comfortable in their job. It also increases job satisfaction. Employees are continuously trained and provided with the necessary skills to perform better in challenging situations (Alsafadi and Altahat, 2021). The underperformed employees are given opportunities to improve in their job. The overall performance of the organisation gets better consequently.
· Improve Existing Skills and Learn New Skills: Personal and professional development of the employees help to improve the existing skills and attain new skills when the employees are given training, workshops, and opportunities for self-improvement (Steen et al., 2019). The organisations get benefited from their improved and new skills as they apply them in the business.
· Increase Employee Engagement and Leadership Skills: Keeping the employees engaged with the work and motivating them for the task seems to be the most challenging job for the management (Dollins and Stemmle, 2021). But the organisation can understand various methods of employee development to ensure that the employees are well-motivated and engaged with their tasks (Decker, 2008). It also creates leadership skills such as decision-making, managing tasks, leading the group to achieve the desired goals etc.
[bookmark: _Toc118541749]Managing Employees' Personal Development
According to Harvard HRM model, employees are given priority over the outcome of the organisation. It is also considered as soft HRM. The employees are the most crucial factor for the success of the business (Valentine et al., 2020). A happier workforce can positively influence the organisation while a dissatisfied workforce will cause the organisation negatively. Therefore, the organisation needs to keep the expectations of the employees fulfilled concerning personal development (Alsafadi and Altahat, 2021). To fulfil the expectations, the organisation has to conduct sets of activities which also require it to invest lots of resources. The effectiveness of the process should be ensured in that regard. British American Tobacco Plc has its long process of fulfilling the employee's expectations concerning personal development. The business assesses the training and development needs based on the evaluation of the process. After identifying the training and development needs, it sends the employees to the required training and development sessions (O’Brien and Jones, 2014). Some employees may not fit into the specified training methods. So, the organisation keeps it flexible for them. The employees can offer their training needs and expectations to the company and the company provides them with support to improve their careers. It is because the organisation assumes that the career development of the employees is closely related to the performance of the organisation (Gorda and Adriati, 2022). The employees get more support and appreciation from the team for their development activities. If they get recognition for their contribution to the organisation, they will be more motivated and interested to contribute to the organisation. The organisation has created effective communication channels to let the employees informed about the decisions and actions of the management. The personal development of the employees needs to be aligned with the organisation's needs for achieving the goals and objectives (Steen et al., 2019). So both expectations of the employees and the employer should be matched.
[bookmark: _Toc118541750]The Effectiveness of Existing Development Techniques in BAT Plc
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British American Tobacco Plc has PACE for its management processes. PACE states for performance appraisals and career enhancement. The management tool has been adopted by the company for increasing the performance of its workforce and enhancing their development (IBM, 2022). The PACE process works by reviewing the performance of the employees, review of their competence, creating a development plan, setting objectives for the upcoming year and the career preference of the employees. British American Tobacco has a new project for introducing a new product which will not emit any carbons. So, the implementation of the project requires to have a competent workforce in its process. The success of the organisation is highly dependent on the development of the employees. If the organisation's process is effective in developing competent employees, it will enjoy a competitive advantage over rival businesses. The competence of the employees is evaluated based on the technical and management. Management competency evaluates the person's leadership capabilities, communication, decision-making, management of resources etc (Dollins and Stemmle, 2021). Technical competency evaluates the skills to perform the organisation's activities. The development plan identifies the area for improvement. The new project is aimed to develop a completely new product which is not introduced by any competitors. Because the use of tobacco emits carbon that hampers the environment. But BAT aims to deliver such a unique product. The management of the company needs to focus on getting the most capable workforce for such innovation. An innovative workforce can also be developed from within the organisation if the proper development plan is implemented (Bernardin and Wiatrowski, 2013).
[bookmark: _Toc118541752]Performance Management Cycle
The organisation implements a performance management cycle model for the appraisal technique. The model is used for evaluating the performance result in short term. It has the stages of planning, monitoring, reviewing, and rewarding (Ashdown, 2018). At first, the management plan for the employee's development of the necessary skills and performance. The planning reflects the SMART framework for increasing effectiveness. The employees are provided with some specific goals which are also aligned with the organisational goals. The planning stage ensures that the business can receive more employee engagement. The management monitors the improvement of the employees through some key resource areas (KRYs). The yearly goal-setting and the number of goals for each employee might decrease motivation and it could be intimidating for them to achieve in the specified period (Yusriadi, 2021). The management has the scope to solve the issue through continuous communication with the employees regarding their goals and progress (Bergeron, 2017). The third stage is reviewing in which BAT review the performance of the employee comparing it with the previous years. Finally, the company reward those employees who have achieved their goals and performed well (Eisele et al., 2013). The implementation of this model for employee development is somewhat effective. But there are some areas where the company needs to focus on getting talented and capable employees.
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Figure 1 Performance Management Cycle
Source: (Yusriadi, 2021)
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The performance of the employees in various projects is measured by Management By Objective Matrix. This matrix converts the organisational goals into various smaller objectives. These objectives are very crucial in achieving organisational goals (IBM, 2022). Employees are then given tasks to accomplish these objectives. The performance is evaluated based on the accomplishments of such objectives. The matrix is useful in measuring how the workforce is doing within the organisation and provides the scope for improvements (Bernardin and Wiatrowski, 2013). The new project of British American Tobacco Plc presents some important employee development needs which must be fulfilled for achieving organisational and individual success. The needs assessment can be conducted in so many ways such as questionnaires, interviews, direct conversations, and reviews of other organisations (Steen et al., 2019). Since BAT Plc is a multinational company, the responsibilities of its employees are immense. To perform the responsibilities effectively, they are required to be supported by the organisation. Some important development needs for the employees are explained below:
· Interactive Training: The first need of the employees for the development process is interactive training. The general training may seem boring at a point, but the interactive training brings all employees to a single platform using relevant software (Pawar, 2019). Particularly, such training effectively reduces the cost for the organisation, and it also increases the performance of the workforce.
· Collaboration: There are mixtures of talent in the organisation. Each team is invested with different responsibilities. These teams are required to work together by collaborating with other teams. The talents and experiences can be shared in this way which might be beneficial in the development process (Yusriadi, 2021).
· Recognition and Reward: Based on Maslow's hierarchy need theory, employees are more motivated when they are recognised for the contribution they have made to the organisation. It is a form of intrinsic motivation. The reward for good performance is a form of recognition which indicates that the company values its employee's contribution (Decker, 2008). British American Tobacco Plc has implemented a reward system in the performance management system. But the type of reward must be consistent with the needs of the employees. Some employees may get motivation for developing their skills if they are provided with an increased salary or others may get the same level of motivation if they are only provided with simple recognition (Eisele et al., 2013). The development needs require setting the reward system more specifically.
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A professional development plan is a document which describes the organisational goals, the required skills to achieve the goals, competency development, and objectives set by the employees to grow in their professional lives (Eisele et al., 2013). The management can apply the transformational leadership model for transforming the employees into leaders. The professional development plan will be helpful to attain such skills for BAT employees. It has five steps and these five steps are explained below:
Step 1: At first the organisation needs to get a self-assessment from the employees. It would help to construct the plan because self-assessment will provide important insights into the employees’ skills and performance. They will clearly state in which area they need to improvements or what type of opportunities they are seeking from the organisation (O’Brien and Jones, 2014). The questions in the self-assessment will aim to disclose the appropriate needs of the employees.
Step 2: The manager needs to assess the employee's skill level. Based on the observation, understanding of the employees and self-assessment report the manager has to give his/her assessment of each of the employees. This assessment will determine the type of skills needed by the employees: Technical and other skills (Pawar, 2019).
Step 3: Assessment of the workplace need: The line manager should assess the needs of the workplace to accomplish a new project. The organisation may set some objectives to fulfilling the needs. The following five objectives have been set for BAT in this stage.
1. Leadership 
2. Time Management
3. Technical Skills
4. Satisfied employees
5. Hard skills and soft skills
Step 4: The management has to apply various development techniques such as training, mentorship, education etc (Yusriadi, 2021). The effectiveness of the development techniques will depend on the proper application of these techniques.
Step 5: Finally, the management needs to analyse and evaluate the development of the employees and whether the planning is appropriately implemented (O’Brien and Jones, 2014).
The professional development plan must conform to the SMART framework which is the acronym for Specific, measurable, attainable, relevant, and time-based (Valentine et al., 2020). Therefore, the plan is illustrated in the following table based on the framework:
	Development objectives 
	Priority 
	Activities to be undertaken
	Resources 
	Target start date
	Target end date
	Evaluation 

	Leadership 
	A
	The project should be accomplished by giving each some role to play.
	Valentine, S.R. et al. (2020) Human Resource Management. Boston, MA: Cengage Learning. 
	November, 2023
	October, 2023
	Improvement in performance 

	Time Management 
	B
	All tasks are to be allocated within a specific timeline 
	Steen, S.L. et al. (2019) HRM. Toronto: McGraw-Hill Education.
	January,2023
	February,2023
	Task completion rate within due time 

	Technical Skills
	C
	Complete training 
	Within the organisation 
	March, 2023
	April, 2023
	Completion of the activities 

	Satisfied Employees 
	D
	Intrinsic and extrinsic motivation is to be given
	Financial assistance 
	May, 2023
	July, 2023
	Employee retention rate 

	Hard skills, and Soft skills
	E
	Training should be provided 
	· Webinar
· Technology
	April, 2023
	June, 2023
	Skilled workforce 





[bookmark: _Toc118541755]Conclusion 
The continuous development of the workforce is an essential part of business activities. Without developing a skilled and qualified workforce, no business can become competitive in this fiercely competitive business environment. If employees have all the necessary skills and experience, the organisation gets benefits from it when the business gets improved performance and higher profitability. The development of employees occurs in two aspects: personal development and professional development. Both of these developments are very crucial for the business. A new project which is undertaken by British American Tobacco Plc requires a qualified and skilled workforce. So the management has to assess the employee’s expectations and the organisation’s needs before constructing a professional development plan. The professional development plan will be effective in increasing the performance of the employees and the project completion will be made possible. So the organisational goals will be achieved.
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