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Introduction

In modern organisations, the way individuals and teams are managed can have a major impact on overall performance and success. Businesses today are not just focused on profits, but also on how effectively their employees work together, adapt to change, and develop over time. Because of this, managing people has become more complex and important than ever before. Human resource (HR) practices are used to support employees, improve their skills, and make sure they are working towards the same goals as the organisation.

There are several factors that can influence how well individuals and teams perform at work. Some of these are directly related to how employees feel, such as their level of motivation, while others are more practical, like the skills they have or how well they communicate with others. If these factors are not managed properly, it can lead to poor performance, low morale, and even high staff turnover.

This report will focus on three key factors that affect individuals and teams: employee motivation, skills development, and workplace communication. These were chosen because they are common issues in most organisations and have a strong influence on performance. The report will also look at modern HR practices that organisations use to deal with these factors, including their advantages and possible drawbacks. Finally, it will explore the role of departmental managers and how they can ensure these practices are actually put into action effectively and without delay.


Key Factors Affecting Individuals and Teams

Employee Motivation

Employee motivation is one of the most important factors when it comes to performance. In simple terms, motivation is what encourages employees to put effort into their work and stay committed to their roles. When employees feel motivated, they are more likely to work harder, be more productive, and contribute positively to the organisation. On the other hand, when motivation is low, performance usually drops, and employees may start to feel disconnected from their work.

There are different theories that help explain motivation. For example, Maslow’s Hierarchy of Needs suggests that people are motivated by different levels of needs, starting from basic needs such as salary and job security, and moving up to higher needs like personal growth and self-fulfilment. This means that if basic needs are not met, employees are unlikely to focus on higher-level goals.

Another theory, Herzberg’s Two-Factor Theory, explains that certain factors can increase job satisfaction, such as recognition, achievement, and responsibility. At the same time, there are other factors, like poor working conditions or low pay, that can lead to dissatisfaction if they are not managed properly.

In a team environment, motivation becomes even more important. If one or more team members are not motivated, it can affect the whole group. For example, it may lead to delays, lack of cooperation, or even conflict between team members. This shows that motivation is not just an individual issue but something that can influence overall team performance.


 Skills Development and Training Needs

Another key factor that affects performance is whether employees have the right skills to do their jobs effectively. In today’s fast-changing work environment, employees are expected to keep learning and adapting, especially with the introduction of new technologies and ways of working.

If employees do not have the necessary skills, they may struggle to complete tasks, which can reduce productivity and increase mistakes. This can also affect their confidence and make them feel less capable in their role. Over time, this may lead to frustration or even disengagement from work.

On the other hand, when employees are given opportunities to develop their skills, they are more likely to feel confident and motivated. Training and development can help employees improve their performance and prepare for future roles within the organisation.

In team settings, differences in skill levels can sometimes create challenges. For example, if some team members are much more skilled than others, they may end up doing more work, which can lead to imbalance and tension within the team. This is why it is important for organisations to regularly assess training needs and ensure that all employees are given equal opportunities to develop.



 Workplace Communication

Workplace communication is another factor that has a strong impact on both individuals and teams. Communication is not just about sharing information, but also about making sure that everyone understands their roles, responsibilities, and expectations.

Good communication can improve teamwork, reduce misunderstandings, and help employees feel more connected to the organisation. It also allows employees to share ideas, give feedback, and solve problems more effectively.

Tuckman’s model of team development highlights the importance of communication, especially during the early stages of team formation. For example, during the “storming” stage, conflicts may arise, and strong communication is needed to resolve these issues and move the team forward.

Poor communication, on the other hand, can lead to confusion, mistakes, and frustration. Employees may feel left out or unsure about what they are supposed to do. In some cases, this can even lead to conflict between team members.

Overall, communication is something that needs to be managed carefully, as it affects both individual performance and team dynamics.


Contemporary HR Practices

 HR Practices for Employee Motivation

To improve employee motivation, organisations use a range of HR practices. One of the most common approaches is performance management. This usually involves setting clear goals, monitoring progress, and providing regular feedback. When done properly, it can help employees understand what is expected of them and how they can improve.

Another important practice is reward and recognition. This can include financial rewards such as bonuses or salary increases, as well as non-financial rewards like praise, awards, or opportunities for promotion. Recognition can be very powerful, as it makes employees feel valued and appreciated.

Flexible working is also becoming more popular, especially after recent changes in how people work. Allowing employees to work from home or adjust their working hours can improve their work-life balance, which can lead to higher motivation and job satisfaction.

However, these practices are not always successful in every situation. For example, performance reviews can sometimes feel stressful or unfair if they are not handled properly. Similarly, not all employees are motivated by the same things, so a one-size-fits-all approach may not work. This means organisations need to understand their employees and adapt their strategies accordingly.
HR Practices for Skills Development

Organisations use different methods to improve employee skills and address training needs. Training programmes are one of the most common approaches. These can include workshops, online courses, or on-the-job training.

Coaching and mentoring are also widely used. These involve more experienced employees supporting others, which can help build confidence and improve performance over time. This approach is often more personalised and can be very effective.

Another important practice is continuous professional development (CPD). This encourages employees to keep learning throughout their careers, rather than only receiving training at certain times. CPD is especially important in industries where changes happen quickly.

Despite the benefits, there are also some challenges. Training can be expensive, and it may take time before the organisation sees results. In some cases, employees may not fully engage with training if they do not see its value. This is why it is important for organisations to plan training carefully and make sure it is relevant to both the employee and the business.


 HR Practices for Workplace Communication

To improve communication, organisations use a variety of HR practices. Regular team meetings are one of the simplest and most effective methods. They allow employees to share updates, discuss problems, and stay aligned with organisational goals.

Feedback systems are also important. These give employees the opportunity to express their opinions and raise concerns. This can help organisations identify problems early and improve communication.

Technology has also changed the way communication works. Tools such as emails, messaging apps, and video calls make it easier for employees to stay connected, especially when working remotely. These tools can improve efficiency and make communication faster.

However, there are also some downsides. Too much reliance on digital communication can reduce personal interaction, which is important for building trust and relationships. Miscommunication can also happen more easily through text-based communication. Because of this, organisations need to find a balance between using technology and maintaining face-to-face communication where possible.



Role of Departmental Managers (Critical Evaluation)

Departmental managers play a very important role in making sure that HR practices are actually put into action. While HR departments may design policies and strategies, it is the managers who are responsible for applying them in everyday work situations.

One of the main responsibilities of managers is to lead by example. If managers show commitment to HR practices, employees are more likely to take them seriously. For example, if a manager actively supports training and development, employees will be more encouraged to participate.

Managers are also responsible for monitoring performance and giving feedback. This is essential for keeping employees motivated and ensuring that performance management systems are working effectively. However, this can sometimes be difficult due to time pressure and other responsibilities.

Communication is another key area where managers play a role. They need to make sure that information is shared clearly and that employees understand what is expected of them. If communication is poor, even well-designed HR practices may fail.

Another challenge managers face is dealing with resistance to change. Employees may not always be open to new ways of working, especially if they are used to doing things differently. Managers need to use their leadership skills to support employees and help them adapt.

At the same time, managers themselves may face limitations, such as lack of training or resources. This means that organisations also need to support managers by providing the tools and training they need to succeed.

Conclusion and Recommendations

In conclusion, managing individuals and teams effectively is essential for organisational success. Factors such as motivation, skills development, and communication all play a major role in how employees perform. If these factors are not managed properly, it can lead to poor performance and other problems within the organisation.

Modern HR practices provide useful ways to address these issues, but they are not always perfect and need to be applied carefully. Departmental managers play a key role in making sure these practices are implemented successfully.

Recommendations:
• Organisations should invest in regular and relevant training programmes
• Managers should provide consistent and constructive feedback
• Flexible working options should be considered to improve motivation
• Communication should be clear, open, and regular
• Managers should receive training to improve their leadership and management skills
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