
Developing Relationships and Workplace Achievement
Azmah Qurban 1711197



Table of Contents
Critically evaluative three development vehicles available to an organisation appropriate to the development needs of the individual.	2
Introduction	2
E-learning	3
Leadership and management Development	5
Performance Management	6
Professional Development Review	6
Continued Professional Development	6
Using organisational examples critically assess the potential benefits to the organisation and to the individual of using these development vehicles in the workplace.	7
Benefits of E-learning for employees and employers	7
Benefits of Leadership and management development for employees and employers	9
Benefits of Performance management for employees and employers	10
Develop a plan using three examples to meet the identified development needs and expectations of an individual	11
CONCLUSION	15
Reference	16










[bookmark: _Toc16232921]Critically evaluative three development vehicles available to an organisation appropriate to the development needs of the individual.

[bookmark: _Toc16232922]Introduction

This assignment will look at three development vehicles used within organisations to develop employees and how they benefit the employee and employer. The development vehicles selected are E-learning, leadership / management development and performance management. 
The world today is much more complicated than it once was, and It is fair to say that with the constant growing and changing economy it is imperative to keep up with the changes within any industry or organisation. Although organisations are not entities solely designed to develop and support employees, they exist to produce a product or deliver a service for a profit or to fulfil a social need. Employee development activities are designed to meet the organisation needs and the market (Grugulis, 2006). 
Great talent is difficult to find but retaining talented staff is challenging. Continually reinvesting in developing staff through training and development is essential. Most employers recognise the importance of training staff and understand it is crucial for team success. But many others do not understand the need to take time out and understand the team and their individual needs. This is a key feature in evaluating staff potential and sees that people have the right knowledge and skills to perform their role and meet overall objectives.  
Robson, Lee and Mavin, (2010) explain the basic reason to offer training and development is to make sure that the organisations employees can carry out their roles efficiently. Although some training may be compulsory or occupation specific, some employers do appreciate the value that training adds to skills and knowledge of its employees. Organisations that want to improve efficiency, productivity and profit will look at providing training beyond the mandatory level. 

[bookmark: _Toc16232923]E-learning

With the growing competition between organisations to strive in the global economy training is given a significant importance. According to an industry report by the American Society for Training and Development, organisations in the US spend around $126 billion annually on training and development for employees (Paradise, 2007). All Occupations need generic and specialised knowledge and training and how this training is delivered is dependent upon the organisation.   
One of the training tools used in organisations is e-learning. There are many advantages of e-learning and online training. It is a commonly used platform to train staff within an organisation. E-learning offers a unique opportunity to create new knowledge and promote its use through the ease of communication. The process is an explicit difference between the learning made possible with new technologies instead of old methods (Holmes and Gardiner, 2006). Digital technologies have enabled a new approach to delivering education through online training and some of the certificates provided through this training are highly valued by some organisations. E-learning encompasses several different types of technology assisted training such as distance learning, computer-based learning (CBT) and Web based learning (WBT). Distance learning is a method that allows the trainer to broadcast a lecture to trainees in different remote locations. It’s a cost-effective way to deliver training as there are no travel costs involved and many trainees can be trained at the same time in separate locations. 
The similarities between computer-based training and web-based training are that both platforms are delivered through a screen in the method of; text, audios, videos, interactive assessments and chatrooms. One difference between the two types of trainings is that computer-based training can be saved in the form of a hard drive or CD-ROM and is quite dated as updates are not very easy. These formats of training can be hard to access and the use of this type of training is limited. While computer-based training is not used much, web-based training has a higher usage rate. This can be because these trainings are easily accessible either through a company’s website or the World Wide Web. Khan (2001) depicts WBT as an easy training to distribute and mentions that it is cost effective. Using web-based training allows employees to access trainings quickly and efficiently. Trainings through WBT can be internet-based and will work with diverse platforms, operating systems and browsers (Khan, 2001). The contents can be simply updated and changed along with changing policies/guidelines. An example of an update on the web-based training would involve an error being found in the training and an update would automatically be performed on the server housing the training programme; this will be updated for everyone that has access to it rather than just the person using it or the hard drive/CD-ROM it is connected to at the time (as this would be the case for computer-based training) WBT technical issues can be easily fixed (Khan, 2001
[bookmark: _GoBack]Khan (2001) portrays the use of E-learning as a lack of communication between instructors and learners. She further states that face-to-face interactions when being trained or training allows the learner to ask questions and explore an area of information in more depth to gain a wider knowledge-base and enables instructors to accumulate the level of understanding their employee has towards a specific topic or subject area within the work place. Online trainings can be demotivating and boring for employees as there is no support network for example colleagues and can in most cases become very repetitive (Khan, 2001). Thus, employees can complete training and forget about it the next day as they had no interest when completing it.  
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Visionary companies know that long term success requires a pipeline of emerging executives who help to build and secure a competitive edge (Charran, Drotter and Noel, 2011). Organisations are increasingly recognising that to be competitive they must invest in leadership and management development. Over the last decade there have been major changes for organisations and their leaders, with the rapid growth of technological changes and increased globalisation the organisational structure and career dynamics are influenced dramatically. Organisations that develop employees to take on leadership roles within the organisation benefit from their knowledge and expertise. Employees who can reach their full potential and grow within the organisation are more engaged and motivated to perform better. Great leadership skills help the organisation to achieve their goals and keep the workforce engaged and happy. Employers who see potential in certain employees and invest in them to become leaders or managers develop a positive culture within the organisation. This encourages other employees to perform better knowing their efforts are not going unnoticed (Johnson 2019). 
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A good performance management system aids the overall improvement of the organisations performance by managing individual and team performances. It ensures the overall goals of the organisation are achieved. Performance management is the key in HR processes as it covers all the functions of the organisation. This process may be ineffective if proper management systems are not put in place for these processes to work. Organisations should ensure their employees understand the importance of these systems and how their contribution affects the overall objectives. Kevin et al (2008) describes performance management as an important factor within the organisation that certainly requires feedback from the employer to the employee to state what they should be doing to better themselves in the workplace which overall will impact the organisation in the future. Employees should understand what is expected of them and what skills they should possess to fulfil the requirements of the workplace. This then aligns the objectives and facilitates effective communication throughout the organisation. Organizations use the following two tools for performance management. 
[bookmark: _Toc16232926]Professional Development Review
Professional development reviews are a review with your line manger to reflect on the past year and plan for the next year to come. PDR is important as it aligns the work of individuals to the broader goals of the organisation as well as with the individuals own CPD aspirations. The objectives of a PDR are to improve communication and motivate staff as well as link work to performance and identify training needs. PDR’s provide a two-way feedback and help individuals understand what is expected of them with in their role.   
[bookmark: _Toc16232927]Continued Professional Development 
Continued professional development is a process to track and document the skills, knowledge and experiences that are gained through work formally and informally. It is a term generally used for a portfolio of your professional developments and documents. CPD is designed to give individuals control of their learning by engaging them in an ongoing process of reflection and acting upon this to improve (Megginson and Whitaker 2007). This process provides individuals with an overview of their career progress and allows them to plan. 
[bookmark: _Toc16232928]Using organisational examples critically assess the potential benefits to the organisation and to the individual of using these development vehicles in the workplace.
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E-learning allows the employees to access the courses available at any time and access the training when they have time and their energy levels and focus are maximised and information can be retained. It provides different learning styles to help everyone learn in their own way. One of the benefits of e-learning is that you have a wide range of content in different formats available at your fingertips. E-learning provides learning through videos, games, note, infographics and other content types as well as assessing ability through quizzes, case studies and more. This allows employees more freedom and choice to complete training in a way that best suits them.  Training through E-learning is a contemporary way to develop declarative and practical knowledge. Through frequent presentation of facts, it develops declarative knowledge using a variety of formats and presentation styles. E-learning allows trainees to practice applying the information gathered to various situations simulated by the software and aids them in developing their procedural knowledge. Everyone’s level of knowledge, skills and experience is different. The beauty of this method of learning is that it can be done at each individual employee’s own pace. Not everyone needs the same level of training some employees may have been in the job for many years and will be familiar with certain parts of the training whereas other new employees will need the training. Some training is mandatory and needs to be completed by all employees from time to time. 
Online training is quick and easy and allows the employer to pull the data needed to measure compliance and effectiveness. Reports are easily generated to gather information such as course compliance rates and assessment grades from the learning management system. 
It is a cost-effective way to train employees and can be done in house or employees can do this in their time in a place convenient to them. There is no cost of hiring trainers to come in and deliver training nor the need to find cover and send staff away for it. With the constant changing environment online training can be re-used and updated without much expense and save time. 
Modality Partnership use Bluestream training for staff training. Bluestream is the Uk’s leading provider of online training for healthcare professionals. All their learning modules are accredited by RCGP and are in line with the CQC requirements. Modality ensures employees are kept up to date with their training needs and this is monitored by the practice managers in the surgeries. The managers have access to reports which outline training outstanding for individual employees, and they are then prompted to complete the outstanding modules. Although this may just become a tick box exercise to show compliance. All departments have mandatory modules for their specific roles for example health care professionals like general practitioners, nurses and health care assistants must complete modules relating to their roles and admin and management staff have modules specific to their roles.  
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Creating leadership roles helps the employees by allowing them to grow within the organisation. Knowing the company dynamics helps them to work more efficiently and keeps them engaged. Hoang & Sindell (2001) state leadership development allows employees to enhance their skillset in a 'leadership perspective' as it encourages them to pinpoint their professional aims and accumulate ways in which they will be able to achieve these. Through leadership and management development a link is created between the employee and the organisation; an investment is being put into the employees which increases their marketability which in turn creates happy employees (Hoang & Sindell, 2001). Managers that provide opportunities for their employees for their development create positive outcomes for the organisation overall as through doing this, employees feel engaged with their workload thus, can make appropriate decisions that will have an impact on the whole organisation as well as themselves. These opportunities for development in employees benefit the organisation in many ways. By creating a learning culture within the organisation employers benefit from more engaged employees as jobs are not repetitive and employees are given the opportunity to expand their knowledge and skills. This allows employers to retain staff and reduce the cost of staff turnover.   
The Modality Partnership talent management programme in partnership with Health Education England’s East and West Midlands leadership Academy is designed to recognise and develop the potential of employees. It ensures talented employees can reach their potential. The programme allows nominated individuals to work from inside out, helping them understand themselves and how they work with others. While building their personal toolkit to innovate and lead change. Modality give these employees the opportunity to work on real, small projects to put their learning into practice. 
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Performance management allows individuals and their employers to work together and get a better understanding of what is required from the role and how this can be improved. It gives individuals the opportunity to share their ideas and allows them to express their expectations and reflect on their progress. For employees the performance management process clarifies expectations, job accountabilities and contributes to their improved performance. It clearly defines career paths and improves job satisfaction (Lloyd, 2009). For employers it is a great tool to identify training needs and review performance for individuals. This then allows them to mutually develop new targets. Feedback is a key aspect of performance management as it gives insight from a different perspective and this is a valuable indicator to identify a person’s strengths and weaknesses. This feedback can then be used to define objectives and identify training requirements.    
The Professional development review at Modality partnership is an annual process and is also reviewed at six months. It helps to create an effective management culture across the Partnership and aligns what everyone does in three key areas: 
· Contribution to the improvement of the service – Modality feel everyone is part of the team and no matter what role you hold within the organisation any contribution to improving the services is very important. Staff are encouraged to develop new and innovative ways to improve the quality of services.
· Effective communication and teamwork – Modality demonstrate a high understanding of effective communication and teamwork as these factors build a solid base in delivering high quality of services.
· Developing own knowledge and practice – Modality encourage all their employees to develop their knowledge and skillset and provide opportunities in the form of training and career progression.

This process allows the Partnership to analyse performance at individual, staff group, practice, division and national level more effectively. Modality believe this supports the successful planning, training and development agendas and provides useful data to plan. 
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Every employee joins the organisation with some needs and expectation. The expectation of the organisation from the employees are often discussed, but the needs and expectation of the employees from the organisation is rarely discussed (Tarabay et al., 2016). So, organisations who have a positive attitude towards their employees and are concerned about their needs and expectations will ultimately gain higher employee’s satisfaction. Successful companies like Modality Partnership largely belief in gaining success, thereby achieving the employee's satisfaction. Modality Partnership has highly committed involved and competent employees and due to this the company has been able to offer patients with quality and excellent service.  Modality partnership is successful in achieving great employee satisfaction thereby identifying what their needs and expectation are from the Modality partnership and fulfilling them as far as possible. When employees are satisfied with their job, the turnover rate of the company automatically goes down. So, to retain competent employees and improve their involvement, the organisation must understand their needs and expectations.   
Modality Partnership practices different theories of motivation. Through the theories of motivation, the company identifies the need and want of the employees and fulfils them to achieve motivated employees. One motivational theory is Maslow’s Hierarchy of needs. This theory states that individual needs and expectation should be identified and met to make them motivated. He states that there is five levels of need and expectation of employee which must be fulfilled to derive employee’s satisfaction(Elwyn & Hocking, 2000). Needs can be physiological, safety, love, esteem and self-actualisation. 
When the needs and expectation of the employees have been identified, the organisation should develop an appropriate development plan (Sartori et al., 2018). A well-perceived development plan to achieve the needs and expectation of employees ultimately helps to increase job satisfaction among the employees, enhances the capability to use new strategies and techniques to achieve employee’s needs and expectation, minimise employee turnover and manage risk.
The outline for the plan to meet the needs and expectations of the employee are listed below;
1. Analysis of expectation and needs of employee: The initial step of the plan is to identify and analyse the expectations of the employees. Employees are an important asset of the organisation and understanding their needs are very important in the development of the organisation. When employees are satisfied within their workplace they feel comfortable and perform better (Grant, 2002). 
2. Development of strategies to meet the expectations: After the analysis of expectation and needs, the organisation will develop many plans to meet the expectation of the employee. The strategies will be developed through research of different frameworks regarding the needs, monitoring other organisations, and through brainstorming.
3. Evaluation of strategies: Different strategies that have been developed are evaluated. Evaluating the strategies will helps us in identifying the most effective ones, which are essential for achieving development needs (Xiong & King, 2019). 
4. Selection of effective strategy: After the evaluation of strategies, the most effective one will be selected.
5. Implementation of a strategy: After the selection of strategy, its implementation is done in the organisation.
6. Regular monitoring: The implementation of the strategy for achieving development needs is regularly monitored. Regular monitoring will help in making sure that the process is running effectively. 

Needs and expectation of the employees from the organisation differ according to the belief, value and attitude of the employees(He et al., 2019). However, in general, there are three common needs and expectation of the employees from the organisation that has been observed. They are:
1. Work-life balance
2. The expectation of providing regular feedback about their work.
3. Effective organisational culture

Based on these three examples of general needs and expectation of employees from the organisation, the developmental plan has been prepared below.


	S. No
	Needs and Expectation
	Developmental plan
	Examples

	1. 
	Work-life balance
	1. Flexible work schedule

2. The policy of paid time off


3. Minimise the work stress

4. Development of interpersonal relation
	Work-life balance is important for employee development needs (Orton, 2011). For instance, if an organisation doesn’t manage a work-life balance of the employee present in the organisation, then it will hurt the employee as they will be tired and cannot manage their personal life properly. That will affect the efficiency.so, the organisation who has been involved in the development and promoting the working environment, where there is a balance between the work-life and personal life can have a good impact on the organisations.

	2. 
	Expectation of providing regular feedback about their work.

	1. Giving feedback to enhance the commitment of the employee

2. Feedback to develop a sense of accountability


3. Feedback to assist employees in improving their performance.
	Another employee development needs in the organisation are feedback. Feedback is critical for employee development. In an organisation, feedback to the employee will help them to improve their skills (Sartori et al., 2018). For example, in an organisation, the good work of the employee should be addressed and should be given positive feedback to encourage and make them feel confident. In the case of need for improvement, if the organisation provide feedback to the employee about their need for improvement and support them to achieve it, it will have a positive impact on the organisations

	3. 
	Effective organisational culture

	1. Maintaining transparency

2. Effective communication 
and collaboration

3. Provision of recognition and reward

4. Inspire the staff

	Another employee need is the need for an effective organisational culture. For example, in the case of accompanying, where the organisational culture and beliefs are excellent, where each employee is treated fairly and respected, then it will help in the organisational success because in such environment the employee will be able to effectively and efficiently.
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In a nutshell, organisations are driven towards development through different infrastructure. Modality Partnership, which is one of the largest GP partnerships of England, established to provide excellent health care service. Value, belief and attitude have a great role in this business for making it an award-winning company. Value of the Modality Partnership is commitment, accountability, respect and excellence.
Similarly, the modality partnership believes that employee’s productivity and commitment help the organisation to achieve its ultimate goal. So, it has believed in encouraging employees, supporting them and making the workplace safer for the employees. This belief of the Modality Partnership has greatly helped to move them towards better development. It is the positive attitude of the organisation towards training and development that enables them to invest in their employees and create a good working environment. Training is delivered through E-learning as well as in house training and progress is monitored regularly to identify the needs of the employees and align the roles with the organisations goals.   
Modality partnership always believes staff are an important asset. So, it has always tried to satisfy the staff development needs. Employees working in the organisation have different needs and expectation from the organisation according to their personal value, belief and attitude. So, the organisation identifies these needs and expectation of employees in general and tries to fulfil them through the appropriate developmental plans. Performance management is given high importance and reviews are carried out regularly. Modality believes in developing their employees into leaders as it encourages staff to do well and the expertise stay in house. Employees stay with the organisation longer if they know they can grow and opportunities are available to them.    
Hence, this report is the summation of developmental vehicle, their benefits to the organisation as well as to employees and the use of a developmental plan to meet the need and expectation of employees.





[bookmark: _Toc16232934]Reference

Charan, R, Drotter, S. and Noel, J. (2011) The Leadership Pipeline: How to Build the Leadership Powered Company: 2nd edition: Jossey-Bass: San Francisco. 
[bookmark: _Toc16203017]Elwyn, G. & Hocking, P. (2000) Organisational development in general practice: lessons from practice and professional development plans (PPDPs). BMC family practice, 1, p.2.
Grant, J. (2002) Learning needs assessment: assessing the need. BMJ (Clinical research ed.), 324 (7330), pp.156–9.
Grugulis, I. (2006) Skills, Training and Human Resource Development: A Critical Text. New York: Palgrave Mcmillan.
He, H., Chao, M.M. & Zhu, W. (2019) Cause-related marketing and employee engagement: The roles of admiration, implicit morality beliefs, and moral identity. Journal of Business Research, 95, pp.83–92.
Holmes, B. and Gardner, J. (2006) E-Learning: Concepts and Practice. London: Sage.
Johnson, W. (2019) Your Organisation needs a Learning Ecosystem. Harvard Business Review. Available at https://hbr.org/2019/07/your-organization-needs-a-learning-ecosystem: (accessed on: 3rd August 2019).
Khan, B. (2001). Web-based training. Englewood Cliffs, NJ: Educational Technology Publications.
Llloyd, K, (2009) Performance appraisals and phrases for dummies. Wiley publishers: Indiana.
Megginson, D. and Whitaker, V. (2007) Continuing Professional Development. 2nd ed. London: Chartered Institute of Personnel and Development.
Murphy, K.R., Cleveland, J.N., Hanscom, M.E. (2018) Performance Appraisal and Management. Sage publications: New York 
Orton, S. (2011) Exploring action methods for personal and professional development. Self & Society, 39 (1), pp.17–27.
Paradise, A. (2007) State of the Industry: ASTD’s Annual Review of Trends in Workplace Learning and Performance. Alexandria, VA:ASTD.
Robson. F, Lee, L. and Mavin, S. (2010). The evaluation of learning and development in the workplace: 
Sartori, R., Costantini, A., Ceschi, A. & Tommasi, F. (2018) How Do You Manage Change in Organizations? Training, Development, Innovation, and Their Relationships. Frontiers in psychology, 9, p.313.
Sindell, M. and Hoang, T. (2001). Leadership Development: Management Development. Santa Clara: ASTD Press.
Tarabay, R., El Rassi, R., Dakik, A., Harb, A., Ballout, R.A., Diab, B., Khamassi, S. & Akl, E.A. (2016) Knowledge, attitudes, beliefs, values, preferences, and feasibility in relation to the use of injection safety devices in healthcare settings: a systematic review. Health and Quality of Life Outcomes, 14 (1), p.102.
Xiong, L. & King, C. (2019) Aligning employees’ attitudes and behavior with hospitality brands: The role of employee brand internalization. Journal of Hospitality and Tourism Management, 40, pp.67–76.
1

image2.png




image1.png




