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Introduction

Employees are businesses “most valuable assets” employers need to invest in how to motivate employees generating productive high-quality work performance for the business to flourish. 

Workplace relationship is interpersonal relationships with colleagues within an organisation, in which the relationship exist and develops. (Collins,2009, p.40).

Collectively working together is essential to create strong workplace relationship between employer and employee to set a co-ordination to both reaching the aim of the business. No work-relationship would significantly jeopardise business success and employee role.

There are various development vehicles which are methods that businesses use to increase staff motivation and work performance effectively.

HRM was defined by Byars & Rue (2004) as “activities designed to provide for and coordinate the human resources of an organization.” (Osibanjo,2012, p.5)

Human resource team plays a crucial role, its responsible to effectively recruiting, maintain, and aid with training and policies. Through a development process pursuing along with managers in maximise developing its employees, to successfully achieve exceptional focused workforce that have correct skills, knowledge to meet company aims and growth.

Development vehicles are strategies for business to achieve success through employees.

This report will entail.
1) evaluating three development vehicles that businesses use to develop their staff needs.
2) assessing the benefits of the vehicles for staff and business, based using my workplace. Interview conducted with my manager Denise Coope Office Manager from Lime Tree Nursery. 
3) after analysing interview suggestions were made for Shapali Khanam working as an Administrator in Nursery to enhance her skills. A personal development plan drawn up to meet needs that will benefit both recipients.


[bookmark: _Hlk44447073]Development Vehicles

If business desires a maximum return on investment, they need to ensure they assist employees to progress.
Commitment

According to (Armstrong, 2007) explains that employee engagement runs as a cycle.

“Commitment + Motivation = Engaged staff”

Commitment is the start of the cycle it’s a vital element consisting of enthusiasm responsibility to role. 

“Commitment is defined as a drive that directs a course of action in the direction of one or more aims” (Chelliah, 2015).

Fisher (2018) discovered Folkman’s 2010 study of “100,000 employees which revealed they commit to their jobs due to dedication of business management towards them”. I beleive in this due to personal experiences but study amount is low further research needed.

Commitment from both employee and business is key in establishing firm faith that all efforts are positive to role and business. Lack of commitment generates low team spirit, low sales, and increased employee turnover, absenteeism which uses up profits. 

Meyer and Allen 1997 developed ‘The Three Component Model of Commitment’.
Affective, Continuance, Normative Commitment. Affective is employee feels loyalty towards business and believes in the aims and values because been treated fairly, appreciated, want to stay with the business rather than others a need to. 

[bookmark: _Hlk44156149]Institute of Employment studies (2010) review of current research revealed that Affective commitment had the significant effect on job satisfaction for businesses.
Businesses assigns interesting challenging tasks allowing employees to use new skills.
By valuing employees work businesses boost employee performance, growth with skilled dedicated workforce and this is the best type.

According to (Agnew 2009) psychology view, commitment is essential by relationship researchers, firstly a motivational variable bringing powerful influence.

Commitment without motivation is a route to failure, businesses are aware of this and flourish motivation behaviour back by providing targets, rewards and listening to staff.

Investing support through employment strategies, businesses create group of Affective Committed employees and not be tightly controlled by management producing intrinsically motivated workforce.

Motivation

For commitment to have the desirable effect, employers keep motivation strong.

According to Abbah (2014,p2) Motivation signifies forces within a person that effect their direction, amount, and dedication of voluntary behaviour within an activity.

Extrinsic motivators are derived externally by business providing incentives like wage increases, promotion, bonuses who perform well.
Intrinsic motivators factors come internally from employee, enjoy job providing business a competitive advantage as they are self-committed to achieve business aims.

Managers quickly identify employees that underachieve by supervising work frequently and getting employee to acquire new skills through training to ensure job is carried out efficiently. Driving a motivational need for change in employee to transform.

However, if employers do not be proactive, productivity suffers. If employer not providing a safe working environment or job not exciting then this demotivates employees putting strain on other employees causing conflict. 

Motivation in workplace is important businesses provide opportunities encouraging employees to commit, motivate behaviour to raise employee engagement.

Employee Engagement

[bookmark: _Hlk44162568]Society of human resource management (2006) guidelines explains employee engagement as a positive attitude towards business and its values. 

Strong satisfied desire to stay and improve work performance contributing to taking pride with business applying additional effort.

Investing in reinforcing engaged staff highly depends on the strategies of HR in acquiring employees from the onset and monitoring through policies otherwise employees become stagnant.

(Tinypulse research 2019) engagement research revealed employee loyalty is declining 43% of workers would leave job for10% wage increase, and weak work cultures was the reason.

Businesses create a good working culture where core values are instilled in the work ethics that drive engagement. Setting out clearly what employer expects from them in job description, core values and aims so accomplish excellence.

Fostering free open communication through open-door policy harbours trust and confidence. 

Democratic leaders guide support amicably its employees to bring out the best in them. 
When employers treasure and respects their staff, employees feel cherished, steering them to engage upbeat behaviour in delivering brilliance in role. 

Non-engaging employees results in demotivated uncommitted employees that show in their low standard of work and waste time being costly to business.

If businesses expect their employees to perform exceptionally then providing a safe working environment increases commitment to work and following Maslow’s hierarchy of needs.

Developing long-term mission policies that are realistic and measurable boost actions from employees.

Promoting positive colleague relationships by team building exercises creates teamwork using their different strengths to conquer difficult tasks as a team.

Any changes to business whether its new manager, policies need to be done delicately as employees can be resistance to change and have negative consequences on engagement notifying with email to provide reassurance and clarity. 

Deloitte (2014) research shows UK companies need to move from retention to building passion and purpose in workforce. 
Businesses need to focus on reason employees leave to retain valuable staff, emphasising on rewarding performance. Allowing employees to fulfil professional growth leading to continued career platform within the business replacing the ageing employees. 

Businesses prioritise engagement as this variable habitually predicts company ability to achieve high results with productivity, profitability to those that boost the morale of employee to be emotionally engaged.

When employees are counterproductive and exhibiting negative behaviour, management act swiftly to avoid business failure by communicating importance of role.

SHRM (2006) report identified a definite link between employer Practices and Engagement. Job description, training, appraisals, and career development effect the amount of engagement and execution.

Training

Kulkarni (2013) explains training is planned process of teaching new skills providing knowledge, changing attitude, behaviour and transferring this to enhance smooth work quality of activity. 

Learning through training is still frequently interpreted as a vehicle for persuading employees to achieve company aims and work proficiently. 

The success of business is reliant on a quality workforce and training is a tool to develop workforce competency and provides competitive edge to grow business. Managers use various strategies such as SWOT analysis to ascertain individual needs for refinement.

HR have challenging task to identify employees that will grow with business as employees continually networking and considering better prospects elsewhere. Providing opportunities for growth through training establishes employee loyalty.

Disengaged employee work bare minimum dont introduce new ideas for business growth. Sales fall when productivity low, costing business so training avoids this.

In article Milhem (2014) Scenistic theory method is the most popular set of approaches that trainers use “focusing on practical, transformative learning, on performance issues, needs, deficiencies and actions for work role”. 

Team training is best for larger teams due to social participation however shadowing’ is best alternative for fewer individuals as its cost effective and learning on the job. 

If business are not performing well due to economy or high staff turnover then training is the first to be removed study found, which is a detriment to staff and business as quality employees are the engine and oil is the training for the car (business) to run properly. 

Investing in training programmes ensures staff weaknesses in job from appraisals are eliminated and strengths of staff is cultivated to smooth running of business.

According to Jain & Agrawal (2007) Quality of content, deliverance and evaluating that training impacted change, reducing frustration and anxiety to unfamiliar activities for staff in role. 

Literature identifies that most models of training evaluations use Kirkpatrick’s 1979 Model establishing four stage criteria Reaction, Learning, Behaviour and Results for training evaluation. How staff engaged in learning knowledge during training that changed the necessary behaviour to act positively to apply within job.

Criticism of this model is that some staff may not feel bothered in undergoing knowledge and behaviour changes may occur without training it depends on the intrinsic motivation of individual. 

Providing frequent questions and prompts to individuals whilst in training helps gage clarity and understanding. Short tests covering training points assesses capability to avoid future errors when implemented. 

Support after training via email, face to face and checking staff work via reports or visually is crucial to avoid errors and poor practices that reduces profits.

Khan (2012) study identified training and motivation effects key role of increasing employee performance significantly.
Training needs to be clear, interesting, fun, and relevant to the framework of job and not too long as staff get information overload and disengage.

The training is successful when staff utilise, practice the learning back to their roles. However, if staff have not understood parts, mistakes will be inevitable therefore monitoring needs to be made. Assessing that training has worked can be monitored by tests during training and periodic checks from supervisor observation after training, to avoid time and costs. This can be discussed evaluated further during staff appraisals.

Performance Appraisal

Core UK (2010) explains Performance management is a goal-oriented process ensuring that business processes are in place to expand the productivity of staff. Achieving company strategy by identification, measuring, and improving the value of the workforce.
Businesses use performance appraisal a formal review and evaluation of staff performance coming under the umbrella of performance management. 

Initiating signed plan including goals objectives for employee development are issued and communicated clearly and understood in supervision meeting so employee can receive reward if successfully finished ensuring jobs completed with high execution in appraisal meetings. This follows the Vrooms expectancy theory process.

World Health Organisation (2020) research showed that recognition and appreciation at work is a fundamental human need factors that increase motivation and job satisfaction and wellbeing. 

Conducting appraisals communicates this after feedback and employee feels respected and engaged to succeed.

Support from business is paramount as it drives employee’s behaviour positively. Nurturing this takes time and effort and businesses are so busy meeting targets, I do not think they provide the resources that it deserves.  

Sole (2009) explained that internal factors influence performance management systems.

Businesses ensure that their internal management are committed in carrying appraisal meetings positively and performance-oriented culture is drilled into employees, and resources available to encourage employee to work to the best of their ability.

Appraisals assess what employees possess so performance is managed, strategic advantage be achieved. But employees may not want to excel so targets are still instigated to maintain wage, so employer is pushing them forward to engage further. 

However, some employees feel that such appraisal targets force them to work harder having more pressure to create results and therefore not perform well as targets not realistic and not achieve rewards producing negative engagement. 

(Maylett, 2009) 360 Degree feedback technique comprises evaluations made from various managers, customers about employee performance. This strategy omits a behavioural change by self-awareness and promotes positive change to complete goals effectively.

Managers provide feedback constructively and positively as its fair and overall participation in job increased whereas negative feedback may adversely influence. Managers may be biased in providing higher rating scores to those employees they appreciate and get on with. This reduces fairness and self-efficacy and ability to enhance

Chartered Institute of Personnel and Development (2016) report discovered performance appraisals aides in deciding whether employee is granted increase in salary, promotion and select contracts for termination, redundancy which are factors that boost engagement as in line with employee expectation.

Aims objectives are set using SMART technique and Swot analysis so that they are realistic and achievable but also hone in on employee developing weaknesses in job and add challenging goals to remain driven. 

Equity theory states that employees compare themselves with each other in terms of input and outcomes. High achievers see poor performers obtain low appraisal scores and consequently receive low rewards might feel that an equitable balance is being established and be motivated to continue high-quality work.

.

Not caring for employee about their development is detrimental in getting the most out of them.

Development vehicles benefits

Lime Tree Nursey is based in Handsworth owned by Birmingham Council offering childcare services, information, for families with children under five years old. Denise Cooper is Office Manager and has been working there for 20 years.
Shapali conducted interview with Denise her manager about methods and benefits. (Appendix 1)

Employee Engagement

Organisation

The research report by (Society of human resource management research, 2016) showed Job satisfaction is critical to maintaining an engaged work force. 
Increased parents using nursery as Ofsted rating is Outstanding from the commitment of staff.

Decreased employee turnover as business strive in working as a team, with monthly meetings. However, weekly would be appropriate as changes may occur effecting staff if on leave.

Decreased intention to leave as they offer incentives, promotion, great salaries, and support from management.

Absenteeism is exceptionally low as Denise observed that staff are compliant attending work and do not want to burden others. The culture is incredibly supportive family orientated atmosphere. 

Inductions by business help to relay what is expected from staff and resources provided to complete role, keeping committed and minimising resignation. 

Identifying engaged employee from early recruitment stages by business proves economical and profitable for business as they invest via channels of training, career prospects these factors are a selling feature for employees to continue longer in position and perform remarkably.

The business empowers employees giving employees the authority, skills, and self-control to perform their tasks eliciting trust and gaining great job attitudes. There punctual at work, put effort in role by completing tasks and more, meeting targets, and communicating worthy ideas for growth.

Limetree are wholly committed, motivated to developing their staff and business. Providing aims and values creating engagement from team. When performance is low, they still support teammates and want to see business succeed. 

Regular team meetings offer employees to voice innovation enthusiastically to fulfil the business goals showing their potential. Managers consistently communicate guide staff increasing employee productivity.

By providing learning opportunities, training, that support their overall development. Such gestures have helped retain staff.

Limetree leadership always praises success with employees encouraging them to do better Without engaged employees the business can fail.

Regular monitoring discussion with staff leads to better participation and is visible through their actions and work ethic being self-motivated attentive, productive, responsible, and energetic about work.

Manager relationship with employees is concrete, she takes the time to know employees’ strengths weaknesses and develops them well forging a bond that strengthens engagement. Problems are resolved quickly and fairly raising morale and loyalty.

Individual 

Employees are engaged in job as they initially applied for job that interested them and the business shows professionalism through long term benefits that aids skills set, career path through recruitment procedure. 

Birmingham Council is well-established and yearning to belong with business endeavouring to fulfil the purposes of the role. 

Motivation is what starts desire drive on work path and commitment is determination dedication that sees staff through to the end which equates to staff increase in self-efficacy esteem and personal growth.

Limetree has a policy in identifying poorly performing staff eliminating them quickly, but I feel more support needs to be provided e.g. more training for staff to understand better as everyone is not on same learning wavelength but this is costly as budgets have been tightened.

Committed employee take interest in success of business they help in achieving good performance and customer service as they are focused but some may not.
Employees realise business wants to develop them impacted high satisfaction and in turn longevity and profitability. If employees are less motivated, they commit themselves back up as don’t want to disappoint themselves and team as company supported them readily.

If they want to highlight their skills, they use them effectively to demonstrate to management they are hardworking creative productive employees and offered a higher position within company.

Motivation encourages employees to develop new skills, adjust operations to advance business can awaken new levels of motivation. 

Training

Organisation 

LinkedIn's (2019) Workforce Learning Report showed 94% employees would remain in job if employer invested in them to learn through training. Clearly showing companies the importance of this tool for staff to inspire them to work harder, nurturing skills, knowledge providing competitive advantage.

Training has enriched staff behaviour, attitude and raised their morale to job as they are confident.

Increase in employee talent due to implementing new knowledge and become innovative stakeholders and adapt to changes.

Well trained employees exhibit positive work effectiveness, teamwork and trust increasing nursery profitability as less problems arises.

Truitt (2011) study showed employees that are trained, have positive motivated engaged attitude that benefits their skills set and significantly increases job proficiency completing work exceptionally whilst satisfying career growth.

Failure to provide training creates low skilled workforce, conflict, and Limetree are aware to strictly adhering to employment guidelines e.g. health safety rules to avoid legal action. 

Limetree ensure training atmosphere comfortable content reinforced positively to apply the content by trainer being supportive to prevent transfer failure. Employees learn at different levels and may feel lack of support and feedback from managers creates work pressure on staff and feel no interest in striving to learn. 

Providing rewards encourage staff to transfer knowledge into work.

Progressing younger employees is beneficial as replacing the aging senior staff as it saves business the costly task of recruiting for role.

Individual

Increasing knowledge skills experience expertise through training has developed careers for staff.However, some staff may not be enthusiastic and not want company to grow. Retaining staff after training is a problem taking skills knowledge with them. 

Training engages staff being involved with greater goals of the company as invested in them finally driving business success.

Performance Appraisal

Organisation 

Appraisal meetings helps Performance, Feedback, Training, Career Development and Promotion Decisions, creating good reputation.

Aggarwal (2013) article states according to Dessler (2011) Graphic Rating Scale lists traits and range of performance for each.  Limetree uses this to rate aims by identifying score that best describes staff level of performance. 

Lazy individuals don’t want to excel will not exert effort and not derive rewards. Finding alternative appraisal methods would be necessary to make change but time, effort, costs for Limetree is limited.

Investing in employees is the ingredient to success of Limetree being proactive saved money, understandably time means money so many businesses lose out in this aspect.

Individual 

Providing regular praise encouraging opportunities to learn, grow resonates loyalty and pride with employees to achieve maximum capability. 

Regular monitoring, evaluating in one-to-one meeting allows for effective communication maintaining behaviour to support, trust and sustain consistency.

Receiving constructive criticism including specific recommendations for further improvement and development gains employee fulfilment. 

Performance appraisal are completed twice a year, I think this should be four times to ensure employee is on track.

Personal Development Plan

To develop skills for Shapali working as Administrator for 8 years at Lime Tree Nursery, Denise her manager highlighted areas that require development from a SWOT analysis during telephone interview on 27th May 2020. 

Shapali aim is to progress her career to Office Manager within business, a role that will be available in 2022.

To meet needs a Personal Development plan of action that sets SMART goals with measurable realistic timeline for achieving goals increasing the likelihood for a return-on-investment. Creating an employee to carry out role effectively and seeking her aim on the career ladder. 
Six examples to meet her aims.

Communication skills

There is an opportunity of career progression with promotion this will provide the Motivation for developing quality written and verbal communication. Actively taking part in meetings and completing workload efficiently developing new admin system will show employer that investing in employee will excel business efficiency. 
Shapali has enrolled herself in University studying Management where she will learn new skills and stead better chance from competition when applying for post.

Performance Development Record 
 
One of the targets in appraisal is to create a monitoring system for customer satisfaction. This will be assessed and documented at every quarter in PDR meeting where constructive feedback on progress and areas of improvements made. Last meeting for the year will determine the rating whether employee is successful in receiving reward of pay increment. 

Access Training

Train in Minute Taking/Shorthand Typing as it’s employee’s responsibility to produce accurate minutes for all meetings and be reliable in distributing to staff within 2 days so they can quickly action work. (Appendix 2) 

Conduct Training to staff

Children Centre Manager Database (CCM)/ PDR highlighted target to train staff to operate system. 
Using systematic training model. 

The knowledge and experience of using system for 3 years, business can utilise employee and save money to train at Limetree rather than paying external organisation. 
Plan contents of training on the steps of using CCM producing step by step instructions for staff. 
Deliver training verbally using PowerPoint presentation and all staff using laptops to follow. Provide tests at end to check knowledge, skills, competence covering all points of using system. 
Shapali to assist and check tests before implementation. Provide ongoing support online, phone to staff with issues. Staff feedback of training delivery from evaluations will be forwarded to Office manager to assess success and if reward will be given.  

Develop Team working skills 

Organise with management Team Away Days create fun team building exercises to motivate employees centred around safeguarding children. Motivating to produce interesting game for staff.

Accounting skills 

Learn parent’s nursery fee collection process. Cash handling, receipt and accurate data inputting on customer account ledger. Shadowing finance officer will enable to quickly learn process saving cost to establishment.
[bookmark: _Hlk41816451]
SHORT TERM GOALS 
	MY AIM
	
OBJECTIVES

	
RESOURCES

	
EVIDENCE OF ACHEIVEMENT

	TARGET
DATE

	Effective Minute Taking and shorthand  
	Attend training course 


	Locate course on Council training portal

	Completion of certificate training 

Complete minute taking at all meetings 
Distribute in 2 days
	Oct20

	Monitoring customer satisfaction
	Create comments box – parents views on staff 

Evaluation sheet for parents 

Create Survey/Questionnaire 
	3 C’s comment compliment complaint Box for parent views

	Personal Development Record Target met 

Supervisions Meeting
	Dec20

	Communicate in Meetings
	Attend and communicate ideas/concerns in Admin Team
& Supervision Meetings

	
	
	Dec20




MEDIUM TERM GOALS  
	Conduct CCM Training to all staff
	All relevant staff completed within 2 days

Staff Evaluation of my training

Provide support verbal and create instructions to use system
	Projector Laptop 

Invite by email


	Register of all staff completion

Staff Evaluations of my training

	Jan21

	Team working skills with Management for Team Away Days
	Create fun Safeguarding Quiz 
Create random groups to build teamwork
Test knowledge
	Prizes: Winners trophy 
Ascertain questions/answers from Policies
Notice Boards
	Atmosphere: lively active indication that staff are enjoying interacted.

Staff & Management Feedback sheet completed
	Feb21

	Accounting Skills
	Shadow with finance officer-1 hour per week
	Organise workload to cater for this

Notes of process
	Complete transaction of nursery parents’ payment and update finance ledger 

	Mar21

	Monitoring customer satisfaction Report
	Report showing findings of customer satisfaction
	Excel
Visual Research eg Pie Charts. 


	
	May21



LONG TERM GOALS 
	Complete Leadership Degree with Merit
	Create good Communication skills - written and verbal

Attend all lecturers and complete assignments  


	Online Library
Google Scholar
Course Literature
Grading Criteria
	Certificate Passed Degree attend graduation


	May22

	Accounting Skills Course
	Online course SAGE
	
	Completed course at home certificate
	Dec22



Conclusion

The business is only as good as its employees, so you reap what you sow.

In 2017 (Office of National Statistics) 26% of employees in the UK took part in work training to get higher pay and increase in managerial responsibilities within past 3 months. This shows that businesses view the positives that can be derived with regular training to develop commitment, motivation and well engaged staff that gives a competitive edge as performance is elevated.

The results from this report has identified the importance of businesses combining these three vehicles to sustain the role of a performance-oriented culture as factors contributing to enhanced development of staff and organisational performance, effectiveness and implementation of performance measurement and management systems in businesses is crucial.

Businesses need to support staff with providing outstanding work culture, work atmosphere, rewards, managerial and peer support. Resulting in employees acquiring self-efficacy, work motivation, desire to learn, motivation to transfer new skills and, focused are all key ingredients to sustaining a productive beneficial workforce. 

Recommendations

Business expectations must be clear to employee for recognition and understanding, then creating an emotional and behavioural reaction. Having clear understanding and two-way communication is favourable.

Surveying all employees yearly on work relationship and acting on the results will increase employee engagement as they are being heard and may be the least expensive path to company success when acted upon.
Appendix

Appendix 1 Interview conducted phone 27th May 2020 and email
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Appendix 2 Shapali Supervision Notes 
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Hi Shapali

Lovely to hear from you, I'm very well thank you and enjoying the COVID- lackdown this is providing me with a glimpse of my retirement next year. How calming lfe wil be 1!
We have had information that we may need to be back at work by July/ August so preparing o that

I'm so pleased you have decided to seek information from me and more than welcome to help you anytime.

Regards to your questions.
1) I'm Denise Cooper based at Lime Tree Childrens Centre Nursery as Office Manager been at this organisation for 20 years and currentl is the Line Manager for Shapali Khanam who is our
Administrator.

2) The business uses the following methods get the very best out of our staff that have all proven successful depending on the colleague requirements.
Assessing each colleague is paramount through meetings and engaging with the staffto ascertain commitment and developing skils that willin turn help them and meet our business needs.

a) Training - BCC courses ie. safeguarding etc
b) E- Learning - CCM database, CMIS, emails

) Feedback - customers feedback questionnaire and staff praise
d) Rewards - pay increments,

€) Appraisals - hit yearly targets

) Developing stafflearning- shadowing

3) I shall send you your supervision notes this may be useful

h
2)
3)
1)
5)
6)

Shorthand typing
Training staff

Communication

Maths Skills

Team working skills

Customer satisfaction monitoring

Ihope that helps Shapali
Best of luck and remember to enjoy it, you can do this!

See you soon.

Take care
Dee

Lime Tree CC Nursery
Office Manager

o 2 09:14
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