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[bookmark: _Toc28961653]Introduction
In Tower Hamlet there is a weight management programme called ‘My Weigh’. It is run by Social Action For Health (SAFH) with the Bromley By Bow Centre (BBBC). These are 2 charitable organisation that have various of projects to help the community and people and My Weigh has partnership with them. There is one project that I have been part of, and it’s called ‘My Weigh’ through Bromley By Bow Centre. 
My weigh is a free weight management programme for overweight adults that live within or registered with GP in Tower Hamlets borough. Where we work closely with GP surgeries and with pharmacy. We give leaflet out to the pharmacy for them to display on their leaflet section. While customers waiting for their prescription, they might have a read through the leaflets and this weight management programme might attract them if they are looking to lose weight or want to know bit more about health and diet.  Patients suffering from post-pregnancy weight or finding difficult to lose weight and have less knowledge of what healthy diets is, this company helps them by guiding them and those that want to lose weight then they will be put through on 16-week programme. Before they join, we take their BMI (Body Mass Index). This is done by taking their height and weight to calculate if their weight is over the healthy weight margin.
My Weigh aim:
· Build confident
· Motivational Support
· Positive lifestyle changes
· Build knowledge on nutrition and diet
· Participants fun doing physical activities
· Improve your health
Social Action For Health
Social action for health is run by a dedicated team of staff, session worker, associates and volunteers who are in part of sharing a passion to build a better fairer society. Social and health inequalities and inequities can be identified across London and they are there to take action and to resolve them.
The social action team work across the London to provide support to the local people to lead their neighbourhood and participate in their mother tongue. They are currently working in Hackney, Newham, Tower Hamlets, Waltham Forest, Islington and Redbridge. Wherever there are health inequalities their aim is to help and collaborate with the local people in taking control of their health and well-being.
The Mission and Vision 
Social Action for Health has a vision and mission they want to accomplish. Their vision is a world where there are no longer health inequalities and everyone can be healthier, live longer and fulfil more in life. 
Their mission is to work closely with communities and empower people to live a healthier life and to have healthier lifestyle.
There have 3 charitable objection and 4 aims, these are:
Charitable objectives
1. To preserve and protect the good of public health in London and within England.
2. Reducing unemployment in ways that are considered fit for the benefit of the public, including assisting the people to find employment 
3.  Creating the capacity and skills for the disadvantage communities’ members of socially and economically to recognise their needs better and to be able to fully participate in the society 
Aims
1. Engage with the people in the communities that are mostly affected by the health disadvantage, helping and encouraging people to recognise their strength and build on them.
2. Empowering individuals and groups to be more effective in maintaining their own health and well-being, then they will be able to share and pass it on to their families and communities.
3. Facilitate societies to be active influencing the climate of health and social care as well as with the wider health determinants.
4.  Using community health development, leadership of participants and peer support approaches to develop an understanding of how social action will enhance peoples and communities’ groups health and well-being.
Bromley By Bow Centre (BBBC)
The Bromley By Bow Centre is an innovative charity which incorporates a large neighbourhood network with a medical practice and a community research project. They offer wide range of services to help and support adults, young pupils and families to learn new abilities, to make improvement in their health, build there confident and help with employment. There are 3 health centre they are associated with. We have strategic partnership with a wide range of organisation and funders, and together we develop and execute highly efficient services that change people’s lives.
Our Vision and Mission
BBBC vision is to improve the community quality of life by providing continuous health care. Our team in practices are welcoming and build a creative environment. We want to be known widely for the work we put in, our value driven model through maintaining constant high patient and staff satisfaction.  The mission is by 2023 Bromley by bow centre will bring instrumental changes in people lives through implantation plan for the lives of 10,000 Londoners. We now know how to evolve communities where people feel disconnected from others. We called this phase Bromley By Bow model; this is focused on offering support that empowers the society by discussing their health and realising they have a wider community that is in need.  This will help to build stronger communities where people will care for each other and will rejoice the diversity of others. 
(Lalvani, A. (2019).

[bookmark: _Toc28961654]Workplace Development in Relationship
Creating a positive relationship at workplace is significant for a successful business. Relationship at work may have a positive and negative impact on your job satisfaction, your ability to progress and gain recognition for your achievements. When you develop positive relationship, you feel more comfortable with your interaction with others and feel less threatened by them. When you spend a long period of your time working with particular people closely, you will notice that you feel a closer bond with them.
Relationship building for a lot of people, however, is not easy or normal for them. Majority of individuals will refuse to acknowledge this is a problem as it is a common sense concept that is basic. They can improve their skills if they identify it and understand that everyone can improve in a critical area.
What we do as a company, we try to build a positive relationship with the other employee by having a small lunch out or get everyone involve in a meeting where they can share any ideas or issues they might have. We work as team where we encourage each other to do better and help each other out to reach certain goals. For example, we try to get as many customers involve in the programme and hit our targets. This will help My Weigh to get funding to run the programme.
[bookmark: _Toc28961655]Human Resources Management (HRM)
Human resources management are used in companies to recruit, hire, organise and manage employees and maximise employee performance in endures of the employer’s strategic objectives. The HR departments are also responsible in other activities such as providing training and development, performance appraisal, and rewarding. 
Their main concern is how people are managed in the organisation, focusing on policies and system. HRM is also referred as human resources (HR). In the early 1900s, HR was first operated and was used more widely in 1960s. Over the last 30 years HR has progressed more. Companies have better understanding about HR role of external and internal fit.
(Boxall and Purcell, 2016).

The research has shown the HRM performance has grown and the role of an employee has become more vital. 
In our company the Human resources department is responsible in creating and putting into effect and staying in control of the workers. 











[bookmark: _Toc28961656]Figure 1 its shows HRM performance, well-being and employment relationship
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[bookmark: _Hlk28654599](Guest, D.E., 2017) 
[bookmark: _Toc28961657]Managing People
Key to an organization’s effectiveness involves around the people and their performance. People and their success are essential to the sustainability of an organisation. An evidence-based overviews of the relations between certain primary organisational factors and workers performance, well-being of the workers, health and safety. an experimental approach incorporates strategies and psychological approaches with the purpose of promoting possible organisational understanding, prediction and organisational change. 
People management defines all management elements that are meant to influence those working in the company directly. Incorporated with management of culture, communication practice, social activity motivation and leadership. This refers management practices such as recruiting, selection, induction, training, assessments, the design and implementation of the reward systems all aimed at maximising organisational performance by enhancing individual performance within the organisation.
[bookmark: _Hlk28719817]HRM also refers to the formal strategies developed by organisation for people management and aligned with broader organisational strategies. This includes workplace training, skills and incorporation with equal opportunities, skills retention, job security, labour relations and redundancies. (Michie, S. and West, M.A., 2004).
[bookmark: _Toc28961658]Figure 2 it shows the framework for understanding the relations between organisational context, people management, employee psychological effects, employee behaviour and organisational performance.
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(Michie, S. and West, M.A., 2004).
[bookmark: _Toc28961659]Career Development
Not every company provide career development training, but our organisation does provide training before they start the job. This helps them to understand more about their job role and what they are required to do on daily basis when at work. This is beneficial for the company as well, if the people don’t like the job, they will leave early then sign a contact and not able to do the job, this gives a chance to recruit a better candidate. 
Our company wants to help communities, they do offer voluntary job to those that want more experience in work environment. It will help them to identify the weakness, strength, their skills, discover those blinds spots and improve their skills. 
Here are 6 points that you can control your career development.
1. Understand what you are assessing on-
What does success mean to you, what are your goals are and speak to your manager or team leader about your goals. This help you to identify in which areas you need to improve and how you can do it.
2. Solve your blind spots-
Seek regular feedbacks from the managers or team leaders to help you to learn more and do adjustment where it is required. Those that take regular feedbacks are the one among top performers. You can also ask question or give your options after a meeting, for example, what you think went well in the meeting and if the manager has any suggestion that you can put to make it better or improve. Keeping it simple is the best, as most people can only handle one field at a time to improve. Pay attention to what your manager is telling you and thank them for the feedback.
3. Codify your knowledge in what you learnt-
Keep a journal where you can write down the feedbacks and what you are learning. Write a list of things that you need to improve on as an employee and evaluate each of them either by yourself or by someone that was in the same job position.
4. Increasing your visibility on the C-suite-
You might not be easily notice by senior members at work but to be noticeable you can do extra work, volunteering to do other work or putting yourself out to do company events. By doing this it will be hard for seniors not to acknowledge you and they will see you action and will recognise the effort you put in.
5. Increasing importance in the company-
Become an expert in the field you work to increase importance at work. Your company may be dealing with emerging technology revolution such as the internet, artificial intelligence, or cloud based computering. when the company is facing any issues, become the expert on solving these issues. developing expertise in lot of criteria can result to promotions and career opportunities.
6. Look for good advices and mentoring-
The viewpoint of a senior person is helpful, but if you pounce on someone asking them to be your mentor then that will most likely drive them away. Try not to meet them formally for example, meet them in a coffee shop, in an event, or in a company day out and get them to know you better. That will help you to know the bio of individual and ask good question that are related to their expertise. When things do go well then, that individual may mention to you that if you need any help to let them know. After a week you can ask them for a coffee and start your conversation and ask them about how you can get much better at what you are doing. A mentor relationship can grow organically over the time.
  Cast, C. (2018).
[bookmark: _Toc28961660]Performance Appraisal
Performance appraisal is a frequent review of the employee’s quality and their contribution at work. Organisation have been using performance appraisal to provide feedbacks to employees on their work, to support the reason for a pay rise or bonuses and the decision can also be for termination. In the company we do annually reviews, this gives time for the managers to understand better on choosing those that are working hard for a promotion and those that are not willing to give their 100% at work. As funded are limited that’s why we do it annually and the performance appraisal help us to allocate the bonus or pay rise to the right candidates who have help the company grow by performing well.
It also helps the manager to pan additional training for those that are working hard but need further training to develop their skills and take on more responsibilities that will benefit them and the company. It will help them to identify their shortcomings that could be resolve by the additional training. 
[bookmark: _GoBack]In our company we work together and communicate through meeting and this help us to know which employees are doing well. Though we do performance review annually but as a company we work closely with the employees to see their intake  of the work and the more we have regular communication we have, the better understanding we have of each employee and if they are on the right path of work. 
(C. Silver, 2019)
Performance appraisal can be a very important part of everyone’s life and is used widely in the society. We have been too used to this since young age that we sometime, unintentionally, we get indulge in it. In today’s scenario, everyone is continually captivated in the rat race, trying to beat others that are on their way. All this to arise as the final winner. As human being, everyone thrives on competition. 
(Ramchandani, M.S. and Aggarwal, M.R., 2018)
[bookmark: _Toc28961661]Performance Management 
Performance management is not an appraisal meeting that we do done annually. It’s about the interaction we have with the employee in the organisation. 
It includes a clear job description to identify those that are capable of doing the work, recruiting the most potential and qualified employees and conduct interviews to narrow down the list of candidates. 
(Heathfield, S. (2019).
In our management team they provide training and education for the employees and provide feedbacks to them. That helps the employees to build their confident in the sector they are working for. It helps the manager to keep on track and assess the performance of the employees. The aim of this is to create an environment in which people can perform to the best of their abilities and deliver the most effective and productive work of the highest quality. To achieve certain goals, we need to work together, and it helps the managers and employees to see eye to eye on the goals, expectation and career progress. When we have meetings, we talk about the company vision and the progression of the individual that making a difference.  
How we do this is by using performance management programs that helps to create goals, objective and milestone. Furthermore, instead of using the conventional model of year-end reviews, performance management transforms every interaction that happens with any of the employees into an opportunity to learn from them.
(Tardi, C. (2019).
[bookmark: _Toc28961662]The Personal Development Plan (PDP)
A Personal Development Plan (PDP) is assessment tool that is defined as a wider assessment cycle of appraisal interviews and development, used to collect and record information on the skills that employees have worked on and are preparing to do further improvement. (Eisele, Grohnert, Beausaert & Segers, 2013) 
It is a tool that:
· Provides an overview of the competencies that the employees work on strives to further develop
· Is composed by the employees themselves but the format is provided by the company they are working for
· Is used to structure and develop conversations with the managers, who gives out feedbacks to the employees and encourages them to reflect
· It follows various of decision-making methods, varying through lot of planning and individual training programmes 
The purpose of the Personal Development Plan is to support the enhancement of skills through the expression of the performance management process and the development. Instruction and feedback are the core of PDP practice, reflection and learning are accompanied by guidance and input, while the motivational role of the supervisor is essential to engaging workers in the development process. (Beausaert et al., 2011)
[bookmark: _Toc28961663]Theoretical Model
This study is an adaptation of Expectancy-Value of Fishbein and Ajzen which was directed from the theoretical model. The purpose of this research was the concept of beliefs and ideas that will be measured as ‘Professional values orientation’ and assessed through evaluation in aspects of ‘work environment’, job satisfaction and career development in particular. It is implied that the decision to remain is indictive of such a view of Fishbein and Ajzen perception of the satisfaction received. Employees are likely to stay in their present work environment if they are getting what they want in their career development (figure 3).
[image: ]
[bookmark: _Toc28961664]Figure 3. Conceptual Framework.
[bookmark: _Hlk28655164](Yarbrough, S., Martin, P., Alfred, D. and McNeill, C., 2017). 
Using this frame work helps us to know what we need to do to continue the project and find out where we are going wrong. The 2 question we ask among the staff is what went wrong or what the question is and also how we can resolve the issue that has occurred. We do this taking feedbacks and research on how we can improve. This framework itself wouldn’t be enough that is why we do Personal Development Plan. 
[bookmark: _Toc28961665]Risk Management (PESTLE)
For the risk assessment I have used Pestle analysis to identify the risk. As we have ongoing responsibility in BBBC to ensure the management risk, the board undertakes a continuous review of strategic and operational risks at three level and these are the core, project and support. Doing a PESTLE analysis to identify the potential risk. 
A Pestle technique is an effective tool adapted from strategic management techniques of business management to identify external threats in development projects, thereby it acts as a risk management aid.
(Rastogi, N.I.T.A.N.K. and Trivedi, M.K., 2016.)
	P-Political
	Funding grants may get cut down 

	E-Economics
	The overall impact of the need to update our systems and the ability to generate and hold on to talented employees

	S-Social
	The challenge of safeguarding enough of unrestricted funds and building a strong restricted pipeline against the needs of the budget and forecast

	T-Technology
	Failure to fully protect the data of the centre in a field that is continually evolving and shifting, with progressively strong cyber security responsibilities through legislation  

	L-Legal
	National policy or local statutory implementation of policy in material changes

	E-Environmental 
	Failure to take advantage of an opportunities as they occur, instability caused by payments of result contracts and the ability of the Centre’s infrastructure to support further growth in service delivery  


Below is a PESTLE table 

There are 5 key risk, and these are:
· Financial
· Local government and centre;
· Hr and organisational change
· Growth
· Date protection and cyber security
(Lalvani, A. (2019).
[image: ]
Figure 4 Pestle Analysis
Christodoulou, A. and Cullinane, K., 2019
[bookmark: _Toc28961666]Development Opportunities
Through the workplace surveys, we frequently see that a lack of development opportunities and a wrong approach to employee advancement have a negative impact on employee engagement.
Managers can encourage employees to develop by making time with the employees to discuss their development needs in regular basis. During the discussion it is important to mention the expectation and goals to the employees and making sure they have an understanding of it. offer the employees feedback and coaching, this is because not all employees will be self-aware of which areas they should improve or develop and are not always the best to know which areas they may gain from improving. Most employees at the organisation just don’t want authority they want recognition, flexibility and participation. The reason they want this is because this way they learn more and develop much better.
It is important for the HR and managers to understand that the development of employees should not always be target at promotion. Employees who want to better themselves do not just see a promotion, but they want to see the development of skills, new opportunities and a chance to improve their abilities. To shift their mind set away from promotion, HR and the manager also need approach the employees individually. It is vital to have one to one conversation to build a common understanding of what development means. These interactions may likely to vary from person to person, but employees need to know in detail what growth opportunities are available to them.
(Werf, R. (2016).
[bookmark: _Toc28961667]Conclusion
Due to limited funding we cannot deliver these projects in most part of areas. We have limited places to appoint employees with a salary but in the organisation, we are open to providing voluntary jobs to those who want to gain some experience in a work environment. Plus, we have a HR team that work closely with the project, hiring suitable candidates and in future if there is a vacancy available, they will notify those candidates if it matches with the job description. We also give a chance to employees to get further training to develop themselves by directing them in the correct career path. Unfortunately, not everyone wants to do voluntary job and as mention due to funding we cannot take more people in for weight loss project and we have to either have to tell them to wait until a vacancy is up. Also, if we don’t meet within the expectation and show less progression there is a high chance this project might not get future funding to continue with ‘My Weigh’. Without the identifying the risk and resolving it, it will be pointless to start on developing in other areas. 
We also need to make communities aware how health is important part of life and to do this, we need to be more vocal about it. We need to reach more people by doing a workshop in community hall and inviting members to come and encourage them to bring someone that will be interested on the things they have learnt. Also encourage them to use social platform to mention about the programme. 
Most importantly keeping the employee’s happy equals to happy clients and customers. Employees are the one that are working to meet the standard to acknowledge their hard work will keep them happy and they will work more harder to achieve any goals that has been set by the organisation. 
Wagner, R. (2017).
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