


Contents

Part 1 - Development Vehicles Available to An Organisation for The Development Needs of The Individual.	2
Motivation	2
Engagement	3
Performance Management	4
Training	5
Part 2 - Potential Benefits to the Organisation and the Individual of Personally Developing Individuals in the Workplace.	7
Motivation	7
Engagement	8
Performance Management	9
Training	10
Part 3 – A Plan to Identify the Development Needs and Expectations of an Individual.	11
Personal Development Plan	12
REFERENCES	14



[bookmark: _Toc532023416]Part 1 - Development Vehicles Available to An Organisation for The Development Needs of The Individual.

Development vehicles are crucial for all organisations and therefore it is essential to comprehend what is available to develop the needs of the individual. As development vehicle theories have been developed wisely to process development either by motivation, engagement, performance management, learning organisation, appraisal, feedback, reflection or training. This essay will focus on motivation, engagement, performance management and training.


[bookmark: _Toc532023417]Motivation

Armstrong and Taylor (2017, p.192) stated “motivation is the strength and direction of behaviour and the factors that influence people to behave in certain ways.” He also mentioned that individuals are motivated when there is accomplishment goal and valuable reward. There are two type of theory for motivation which are content and process theory. The content theory concentrates on the motivation needs. Maslow’s hierarchy of needs, Alderfer’s ERG theory, McClelland’s achievement motivation, Herzberg’s two-factor model, Deci and Ryan’s self-determination theory are produced to recognize the needs or the content of motivation. Armstrong and Taylor (2017) stated the process theory gives priority on mental developments and the impact which changes the motivation and essential needs. Vroom’s expectancy theory, Thorndike’s reinforcement theory, Latham and Locke’s goal theory, Adam’s equity theory, Bandura’s social learning theory, Deci and Ryan’s cognitive evaluation theory are the process theories which gives priority to work performance of the individual’s decision making.

The most popular motivation theory used by the organisations are the Maslow’s hierarchy of needs and the Herzberg’s two-factor theory. According Stoyanov (2017), the Maslow’s theory of human motivation was important for development for psychology and organisational management. Maslow’s human needs are divided into five groups which are physiological, safety, social, esteem and self-actualisation needs (Suyono and Mudjanarko, 2017). Herzberg’s two-factor model analyses between the two group which are motivational and maintenance. The difference between these theories are that “Maslow’s theory is human needs and their satisfaction” and “the Herzberg’s theory relies on reward and recognition” (iEduNote, 2017). Herzberg’s two-factor theory of research method was criticized as there was no effort made to measure the relationship between satisfaction and performance. After all the criticism, this theory is still being used by organisation as it is easy to understand, and it is based on real life than academic concepts (Armstrong and Taylor, 2017).

These two theories have been used in the large organisations such as Tesco and still is being used in modern organisations. According to Business studies case (2018, p.1) of Tesco, “to support its growth, Tesco needs staff that are motivated, flexible and well-trained and who recognise customer needs.” Tesco mentioned that by using these theories they “aim to motivate its employees both by paying attention to hygiene factors and by enabling satisfiers” (Business case studies (a), 2018, p.5). Also mentioned by Nuclear Decommissioning Authority (NDA), they have used the Maslow’s theory which helped them to recognise the needs of individuals. They have also used the Herzberg theory, but they could not use it for motivation, they stated that “hygiene factors would prevent dissatisfaction but would not provide motivation” for their organisation (Business case studies (b), 2018).  
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According to Borg (2014) “an ‘engaged’ workforce delivers innovation, productivity and performance.” He also stated that employer and employee should have a good engagement connection as it is a two-way bonding. He also mentioned it is crucial that the organisations engage with employees who has interest, commitment, ideas and giving their time to achieve the goals if they want their employees to be involved with the organisation and work. According to many surveys done for employee engagement they have found that few of the common components are in the social, intellectual and emotional categories. Social engagement is the individual always seeking opportunities to discuss about work related issues. Intellectual engagement is the individual thinks about job and how it could be accomplished. Emotional engagement is the individual having positive feelings about the job and being valued (Cheung-Judge and Holbeche, 2015). 

The organisations can develop employee engagement by the four drivers as suggested by Mathews and Holbeche (2012) which are connection (employees require the feeling of recognition and pride for working in the organisation, there must be a regular goal and shared qualities), voice (managers require to keep employees aware of the organisation’s progression and of hierarchical change, and listen to employees ideas so they feel part of the organisation), support (employees should be considered as individuals and empowered to carry out their work; they should feel they are respected and get a reasonable arrangement from their manager, and trust their employer is worried about their well-being) and scope (work must be determined and offer employees with the chance for development and achievement; it must give freedom and be supported by mutual trust). 

The Macleod report of 2009 has discovered that engaging managers and engaging leadership are crucial to developing framework beneficial to engagement. The report also has discovered powerful evidence of an engagement shortfall between several UK senior managers. It was also discovered few managers and leaders maybe unaware of the usefulness of employee engagement or have no knowledge and experience to implement engagement approach. Due to this, several barriers will occur with employees and their trust will be weakened. Disengagement with employees will risk of losing employees who are engaged and willing to give their best for the organisation (Cheung-Judge and Holbeche, 2015). 

The case study of CIPD research which was done by Alfes et al. in 2010 stated that Campbell’s Soup, Unilever, HSBC, Marriott Hotels and AstraZenec have used employee engagement which had a positive influence on their business outcome (Cheung-Judge and Holbeche, 2015). Also used by other large organisation for example Marks and Spencer, they stated that they used the commitment approach to engage with their (Engage for Success (b), 2018) and the HM Land Registry which is a Government organisation with large number of employees uses the communication approach to engage with their employees (Engage for Success (a), 2018). 
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Performance management is a progress which allows companies to develop their business to a higher position (Rees and French, 2016). According to Armstrong and Taylor (2017, p.392) “performance is defined as behaviour that accomplishes results.” He also stated that Latham and Locke’s goal theory, Bandura’s social cognitive theory and control theory strengthens performance management of targets and goals. According to Ashdown (2014), a survey was done by CIPD in 2009 discovered that the main task of the performance management were performance appraisals, goal setting, regular feedback, regular reviews and appreciation of development needs.

To develop an individual the organisation uses a performance management cycle. “A traditional performance management system is a formal performance review” which is also called a performance appraisal (Armstrong, 2018, p.33).  The performance management system is a cycle which is a continuous and self-renewing. The three tasks of the cycle which are crucial to develop an individual are planning, monitoring and reviewing. The planning is done by the performance and development agreement by defining the role, setting performance objectives and by agreeing to the development plan. The monitoring is done by managing performance throughout the year by monitoring the performance, by providing continuous feedback, providing coaching and by dealing with underperformers. Reviewing is done by joint analysis of performance by reviewing and assessing the performance (Armstrong, 2018).  

According to Armstrong (2018), many organisations have criticised the usage of formal annual reviews. Therefore, many organisations have discarded the use of formal annual reviews. They believe in being less formal and having regular performance and development communications throughout the whole year. Also, the performance management process was criticised for being completed as an inflexible top to bottom actions instead of as an adaptable continuous process that continually evolves (Ashdown, 2014).
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Training is essential for employee’s development and progress which will motivate them to work for the company and not just work for the money (Juneja (b), 2018). To develop an individual the systematic training model are being used which contains four-stages. The process of the systematic training is to identify the learning needs, plan training programmes for the individual, implement the training and evaluate the training to the individual needs (Armstrong, 2017). The training and development methods are done by “internal or external provision of learning; team or individual arrangements; formal or informal techniques; digital or face-to-face; learning directly at the place of work or away from the workplace” (CIPD, 2017).

The training and development methods for workplace based are on the job training, in house development programmes; job rotation, secondment and shadowing; coaching and mentoring. The training and development methods away from the workplace are formal education and qualifications; action learning and learning projects; distance learning and digital learning; knowledge management; blended and bite-size learning (CIPD, 2017). By this way the individual could receive their training and develop their learning needs. Many large organisations such as Admiral Group Plc and Tesco uses training and development of on-the-job training and off-the-job training to develop their employees.  


[bookmark: _GoBack]It was discovered that there are different ways and development vehicles are being used by the organisations to develop the individuals needs either by motivation, engagement, performance management and training. It was identified that the most popular motivation theories are the Maslow’s hierarchy needs and the Herzberg’s hygiene two-factor which are still being used by the modern organisations. Organisations are using different ways of engagement to engage with their employees to have a positive outcome. By using the performance management cycle allows the organisation to understand the performance of the individual. It was also discovered that by using the systematic training model allows the organisation to identify the learning needs of the individual. However, whatever development vehicles the organisations uses to develop the individual will help them to make their organisation to go to a higher position.
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This section will evaluate what potential benefits to the organisation and the individual of personally developing individuals in the workplace. “Personal development is a lifelong process.” This is a method for individuals to assess their level of knowledge and abilities to think of their purpose in life and establish targets to understand and increase their potential (Skills You Need, 2018).
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The potential benefits the organisations will have by motivating their individuals are that the organisation will be more efficient, will have better reputation, will make profits and be more competitive. They also mentioned they will need to supervise less, will have less absenteeism, increase in productivity and the labour costs will be reduced which make them to gain more profit for their organisation (Business case studies (a), 2018 and Business case studies (b), 2018).

The individual who is personally developed in the workplace by motivation will work harder, have greater output in less time, will have better concentration, will make less mistakes or have any accidents and conflicts. Also, the benefits the individual will have are promotion, pay rise, self-esteem, more productive, they will be more motivated and will be happy in work (Business case studies (a), 2018 and Business case studies (b), 2018).

The organisations Tesco and NDA have found the two theories useful for their company and they have applied them. By using the Maslow’s hierarchy needs, Tesco have recognised it is required to fulfil the needs from bottom to top. They recognised it is necessary to fulfil the basic needs by pay, safety and security needs by having a good and secure job, social needs by being part of a team and self-esteem needs by being promoted. Also, by using the Herzberg’s theory, they recognized that it is required to create an atmosphere to motivate an individual, so they will feel satisfied in the workplace. Therefore, Tesco motivates and strengthens its individuals by communicating regularly, by consigning responsibilities and making the individuals involved in decision making. Tesco also holds meeting for the employees to be part of discussions about the pay rises so the individuals feel part of the organisation and its shows recognition of the individuals do and they get rewarded (Business case studies (a), 2018).  

NDA have recognised by using the Maslow’s theory that pension scheme will help an individual to meet the safety needs and self-actualisation needs would be achieved by training opportunities, for example management development programmes or by promotion. Also, by using the Herzberg’s theory, NDA recognised that financial reward is the main part of the contract between and individual and organisation (Business case studies (b), 2018).
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Engagement is crucial for the organisations as without engagement the organisation can run into loss. The potential benefits to the organisations are they will make profits, less absenteeism of employees, employees are less likely to leave the organisation, the employees will pass on good comments and recommend to others. The potential benefits to individuals are that their work is recognised and appreciated, they will be more productive, loyal, committed and happy in work. They will receive regular feedback of good work or how to improve their work (Kumar and Pansari, 2015).

The organisation like Marks and Spencer uses the commitment approach to engage with their employee. They do annual employee survey which allows the employees to give their feedback about the organisation, job and manager. They focus on behaviours and how the employees should work every day. They engage with employees to make their work enjoyable than seeing engagement as activity which needs to be done every day. They have stated that by using the commitment approach has made a big difference to their individuals which demonstrates that they are listening to the feedbacks and views which is crucial to the company. The organisation have seen an increase every year for last six years by using the engagement approach (Engage for Success (b), 2018). 

Also, the organisation of civil service the HM Land Registry uses the communication approach to engage with their employees. Senior managers and their employees uses two-way communication platform through intranet and face-to-face to engage with each other for any big issues (Engage for Success (a), 2018). These two company have used different type of engagement approach to engage with their employees to make the organisation run properly and they have succeeded.
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A powerful performance management framework can assume an exceptionally vital part in dealing with the performance in the organisation. The performance management potential benefits to the organisation are that there will be improved performance of the organisation, better employee maintenance and dedication towards the organisation, improved production, reduction to communication barriers, understandable responsibility and price benefits. The individual potential benefits will be that they will be recognised, rewarded, will receive regular feedback, will have opportunities to learn and develop their needs by training, leadership development programmes etc., and they will have option to maximize their opportunities for career progression (Juneja (a), 2018).

Some the organisation have altered the performance management cycle and introduced some new technique to increase productivity and to get the best out of their employees. The organisation such as Adobe mentioned that they began using the continuous performance management in 2012 as they have stopped using the annual appraisal to review annually. They began using the regular check-ins which is giving regular feedback to employees when needed. Their departments of the organisation chooses how they would use the check-in communication, depending on the work cycles. By using the performance management process Adobe had an increase in employee engagement. The other organisation such as Cargill which is the US food producer and distributer has changed the traditional performance management cycle to everyday performance management as they believe in giving regular feedback (Hearns, 2016). The performance management cycle is being used but most organisations have altered it to their needs and reviewing regular and giving their feedback, so the employees can improve, and the organisation could meet their target. As the cycle stated annual review which many organisations does not agree to it, they prefer to review it regularly.   
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The potential benefits the organisation will have by improving the employee’s knowledge, skills and job satisfaction is that the organisation will have continuous growth which will increase their profits. The potential benefits to an individual in a workplace are that the individual feels part of the organisation. The individual become more organised, productive, flexible and are in better position to meet the needs of internal and external customers. Also, by gaining new skills they become more effective (Business case studies (c), 2018).

Tesco has stated that they offers individuals on-the-job training by shadowing, coaching, mentoring, job rotation or secondment. They also offer off-the-job training for individual to gain new specific skills or to develop the individual in areas such as team-building, communications, making presentations or organisations and planning. It is normally done by attending external course which is run by professional training organisations or qualified Tesco training staff. There are disadvantage and advantages of on-the-job training and off-the-job training. It was stated by the organisation Tesco that on-the-job training is cheaper, quicker and convenient than the off-the-job training. They also mentioned the individual will not be afraid of making mistakes as they will have a manager around and the individuals learning is put in practice (Business case studies (c), 2018). Admiral Group Plc (2018) offers training and development which is very important for them as they require their employees to be well trained, so they can do their job perfectly. The company offers every employee to be trained and supported by chosen trainers and managers to learn new skills. They also offer employees to study ILM course to get the nationally recognised qualification.


It was identified that the potential benefits to the organisation and individual by motivation, engagement, performance management and training have the similar outcome. Therefore. it means whatever way the individual is personally developed the organisation and the individual will benefit.
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To identify the development needs of an individual it is required to use the performance management and appraisals system. By following the technique, it will allow them to identify what development needs are required. Appraisal process allows the organisation to identify the mistakes made in the past and by identifying it allows the individual to develop the mistake. The performance management system allows the organisation to identify how the individual is doing and what the individual’s learning and development needs are. Many organisations have put into practice the use of personal development plan (PDP) to encourage the employee’s learning and development (Beausaert, Segers, Fouarge and Gijselaers, 2013). A PDP allows to set the performance of an individual recommended plan for learning and development. The individual takes responsibility for developing and applying the plan with the support of their manager (Armstrong and Taylor, 2017).  

An example of PDP usage in healthcare, Beausaert, Sergers, Fourage and Gijselaers (2013) stated that in practice PDPs are utilised to guide employee's ability to improvement. By using the PDP as a reflection tool, the employee should embrace learning exercises and enhance their abilities. They also mentioned that a latest review of fifty-four studies on “effectiveness of PDP assessment in organisations” demonstrated that various studies prompted different results which was repeatedly disproving discoveries. Many researchers discovered that in the healthcare organisations PDPs enable learning exercises, allows to improve professional knowledge and skills, encourage to look back and enhance performance. But some revealed that it is hard for PDPs to motivate reflection and encourage at the workplace. It was also stated by Evans et al in 2002 that many healthcare services discovered that PDP has helped them to improve their professional and personal development successfully and to enhance their service to patients. Therefore, it means PDP is an ideal tool to plan and develop an individual in any organisations.
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	Objectives
	Measures
	Priority
	Support & Development

  Internal      External
	Review Dates
	Other Comments

	To improve time management
	Use technology like mobile apps.
Use a diary or planner.
	H
	Colleagues 
	Friends and family
	Four weeks
	Download app on mobile.

	To improve customer service
	Complete higher level of customer service courses.
	L
	
	Attend University course
	Eight months
	See university courses

	To achieve important business skills
	Complete training course provided by the organisation or attend university.
	M
	Mentoring by a senior manager
	Attend University course
	Six months
	Contact the senior manager

	To build confidence to be a leader
	Volunteer to be a leader to do a project or teamwork presentation.
	H
	Shadow a senior manager
	
	Eight weeks
	Complete a project.

	To learn to make decisions independently
	In the work environment use decision making to solve problems and to improve complicated decisions.
	M
	Shadow a senior colleague
	Training programme
	Six months
	Contact a training centre for prices. 

	To improve means of communication
	Learn more I.T. and hold more meetings.
	M
	Shadow a senior manager
	Go on I.T. course in college.
	Six months
	See Gower college for I.T. course



This PDP is for a trainee manager who needs to improve their skills to be a senior manager of the organisation. The PDP plan has the information of the areas the individual needs to develop and what learning skills they need. All the objectives are extremely important for all managers to run their business properly.

The first objectives on the plan is stated is to improve the time management by using technology like mobile apps. Nowadays many app are available on smartphones for organising the time and days which easily could be maintained, also there is a system to set the alarm for reminder or they can maintain their time and day by using a diary or planner. The priority is given high as it is extremely important to maintain the time. Plunkett and Daubnet (2014) has stated manager is crucial to any organisation as they have duty for communicating, problem solving, motivating, delegating, mentoring, managing time and many other responsibilities. Therefore, it is crucial for managers to enhance their time management with the support of colleagues, friends and family which can be achievable.

The individual needs to improve their customer service skills by completing higher level of customer service course by attending a university. The priority is low as the individual already has customer service skills by working in the organisation. It should be reviewed after eight months after the individual completes the course. The individual also needs to achieve important business skills by completing training course within the organisation or by attending university. The support the individual will have is that they can be mentored by senior manager and it should be reviewed after six months. 

All individuals need to have confidence and they need to build confidence to be a leader by volunteering to be a project leader or by doing teamwork presentation. Building confidence is prioritised high and it should be reviewed after eight weeks. It is also necessary to make decisions independently, therefore it is required for the individual to learn to make decision by themselves by using decision making technique to solve problems in the work environment. It could be done by shadowing a senior colleague or by doing a training programmes of decision making, it should be reviewed after six months to see how the individual is coping with. The individual needs to improve the means of communication by learning more information technology (I.T.) and by holding more meetings. It can be implemented by shadowing a senior manager for meetings and the I.T. can be learned by doing I.T. course in college as many courses are available. It has been prioritised medium and it should be reviewed after six months.

A PDP plan is set by looking at the appraisals and the performance of an individual. It was identified PDP is crucial to plan and set objectives for the individual to complete and reach the target of the organisation goals by learning and developing. The PDP plan objectives is set by the employee and the employer to meet the developing needs which needs improving. All objectives have measures in place with priorities which needs to be completed first and the review dates are given. Also, the employer gives details how to improve by either internal or by external. 
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