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Executive Summary
Management is an art and science and its main concern are the issues raised due to lack of efficiency and effectiveness. Performance management (PM) is also an essential tool for meeting the common objectives of an individual as well as the organisation. The report sheds light on the different aspects of development needs by identifying the factors of performance management. This is followed by critical evaluation of the development vehicles and its effectiveness using reference to some case studies. Consequently, the report has discussed about the potential benefits rendered by personally development individuals to the organisations. Finally, a development plan has been prepared for meeting the individual expectations and needs that could help in developing relationships and achievement at workplace. 
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Introduction

Performance Management (PM) refers to set of activities in order to ensure that the goals are achieved in an efficient and effective manner. An effective appraisal and management of performance focus on aligning with the organisation's workforce, improvement of employee performance and building competencies. As such, Performance Management (PM) is a continual process of effective communication, feedback, job expectations and growth of potential areas of development for achievement of an organisation’s goal. The process identifies employee’s literature skills, knowledge and competencies, which will help in career developmental goals for the desired role in future. For developing an idealistic career goal, an individual need to focus on the Individual developmental planning (IDP). The report is therefore prepared on the basis of IDP capstone, which has been a part of performance management in recent times. Consequently, the report will discuss on the critical evaluation of the IDP as a development vehicle that will satisfy the requirements of an individual as well as the business. Furthermore, a critical assessment of the potential needs and benefits of an IDP plan that can help create a positive work environment is discussed in this report. Finally, the report will focus on preparing a Professional development plans (PDP) for employees that will meet individual needs and expectations (Perry, 2017).









Main Findings
Development vehicle refers to the process of performance management of the employees and supervisors to enhance their result and achieve employment satisfaction. As per the view of Woszczynski et al. (2016), there are basically three different types of development vehicle used by a company. These include:
Motivation
Employee engagement 
Training
Critical discussion
In the present age of changing customer’s needs and expectation, it is of utmost importance for the top management authority to undergo performance management and enhancement activities (Maslow, 1954). The sole purpose of performance management is to assess that the employees are carrying out their roles and responsibilities in the most effective and satisfactory manner. As such, undergoing through performance management of the employees can directly benefit the organisation in achieving their overall business objectives (Buckingham and Goodall, 2015).
Motivation
Motivation can be defined as willingness and tendency to exert high efforts, which is necessary for achievement of long term goals of an organisation. As influenced by the view of Jones et al. (2016), capitalising on the understanding of importance of fostering a motivated labour force determine better organisation performance. Moreover, as stated by Valizade et al. (2016), offering effective employee motivation helps to increase productivity and gives a competitive advantage over others. However, motivation has certain limitations in both intrinsic and extrinsic manner. As mentioned in Gatling et al.(2016), the process of motivation requires special attention and lengthy preparation as a variety of approaches might be required for encouraging employees. For instance, a person with hearing impairment may require non verbal communication. Likewise, people coming from different cultural background may have language problem. For instance, 
Employee engagement 
In the age of business uncertainty and proliferation of customers demand, employee engagement is necessary to withstand global competitiveness. With reference to the view of Magnano et al.(2016), effective employee engagement can help to handle the complex business situation by using their innovative and understanding literature skills. Moreover, through teamwork, the employees will be highly focussed to overcome a highly complicated situation (Robert, 2016). However, mere engagement of the labour force will not render successful business outcome. As stated by Pilbeamet al.(2016), the employees should be provided with professional management training that particularly focuses on up skilling strategy. Along with that, time to time skill assessment can help in retaining or succeeding a position.  On the contrary, Henry et al.(2015) pinned that employee engagement can lead to job insecurity as all the employees do not have same understanding capability. From a recent case study it was inferred that Australia is one of the country that has worse level of employee engagement and 65% of the employee experience turnover. 
Training
After hiring good employees, to a business organisation, the succeeding step is to develop full length potential of the employees through training. As mentioned in Giorgi et al.(2016), according to the job role and business responsibility, the managers or the concerned trainers are required to organise a special training course. As stated by the author, training program include presenting a business requirement and goal. At the same time, this includes effective planning of human resource department so that right person is hired for the right position. Moreover, through assessment, it will help the managers to identify the skills and potencies that fit to a job role. However, on the contrary Henry et al. (2015) mentioned that training may sometimes lead to poor performance of existing employees due to job insecurity 

Figure 1: Development vehicles method
(Source: Influenced by Magnano et al.2016)
Comparing and contrast models and theories
Herzberg two factor theory
With reference to the view of Alshmemri et al.(2017), the Herzberg two factor theory depend on factors such as workplace recognition, achievement and advancement, that help in motivation. On the other hand, the factors like salary, working conditions, job security and policies are dissatisfiers. As such, Herzberg two factor theory constraints on the fact that money is not the prime motivator but spurred interest can provide job satisfaction.  However, on the contrary, Sanjeev and Surya (2016) commented that the theory overlooks the hygiene factors like employment benefits that can help in their retention. 
Evidence:
The application of Herzberg’s theory is prevalent in Europe and America. Likewise, Malaysia has recently adopted this theory to achieve their target within a short period of time. For instance, during the year 2009, the University of the Malaysia and Tunku Rahman abdul University, also situated in Malaysia have uncovered the major factor for job satisfaction and high performance is the salary, administration and policies. However, the main factor that caused dissatisfaction was lack of personal achievement and provision of career growth (Saad and Hasanein, 2018).



Figure 2: Herzberg’s two factor theory
(Source: Influenced by Sanjeev and Surya, 2016)
Maslow's Hierarchy of needs theory
Maslow's theory is based on the psychology of five tier needs of an employee (Rasskazova et al. 2016). As such, it starts with survival and attains self actualisation, where maximum employee is achieved. Likewise, the below two factors that is security and survival cause demotivation, while the top three factors that is belonging, importance and self actualisation cause motivation to the employees (Neubauer and Martskvishvili, 2018). According to Bouzenita and Boulanouar(2016), the theory takes into account the basic human nature demanding more after lower level of needs are satisfied. Thus, it is equivalently applicable to workplace demand, which increases over the time. On the contrary, Jonas (2016) commented that this theory is not applicable to all demographic age group due to difference in thoughts and beliefs. Therefore, this theory cannot successfully help to measure performance management of employees (Johnson et al. 2018).
Evidence:
In order to eradicate the problem of employee engagement in Australia, most of the companies now follow the principles of Maslow's needs of hierarchy (Brunetto et al. 2015). As such, more than 24% of the employees in Australia have genuine value for work and concentrate on engagement or building healthy relation with managers and executives. On the other hand, 60% of the people have no other motivation other than earning money and look for benefits from the company. Therefore, they are likely to get disengaged as they barely understand the value of effective engagement (Benn et al. 2015).

Figure 3: Maslow's hierarchy of needs
(Source: Influenced by Jonas, 2016)
Addie model on performance management
 Nadiyah and Faaizah (2015) stated that ADDIE model provides a systematic process of attaining the learning objectives. According to Cheung (2016), the process included in ADDIE model are of flexible can provide the designers, instructors and educators with reliable roadmap for understanding the behavioural outcomes of a business activity. The model works best while testing for measurement of an essential criterion like cost and timing (Trust and Pektas, 2018). On the contrary, the model has certain limitations as such it is time consuming and one step has to be completed before moving to the next stage. However, it depends on the management authority of how they implement the model into their workflow.  Therefore, irrespective of the time management tactics, the ADDIE model is an efficient way of improving the performance and managing the workload for an employee (Almomen et al. 2016).
Evidence:
ADDIE model was adopted in US military to offer good experience of learning. However, it cannot be used for resolving business problems. In such case, the LEAN model of six sigma can provide competitive advantage. Therefore, the ADDIE model can help in performance management (PM) of the employees in an organisation (Benigno et al. 2018). 

Figure 4: ADDIE model on performance management
(Source: Influenced by Patel et al. 2018)
Task 2:
Critically assessing the potential benefits offered to an individual or an organisation in context to development of positive workplace
It can be equally frustrating and costly for employers to have employees, who are not performing well. The reason of employee’s poor performance can be lack of recognition, achievement, enjoyable job role, environment and provision for professional growth. As per the view of Acosta and Avalos (2018), employee performance and motivation is tied with style of management that is in practice in an organisation. Mone and London (2018), stated that a fully engaged employee is always aware of the business activities, expected outcome and importance of working in a team that will impart success to the organisation. Apart from this, a well committed employee is aware of the business challenges and need for developing new skills and cognitive ability to achieve a competitive advantage over others (Owens et al. 2016). Simultaneously, it becomes necessary for an organisation to conduct policies and strategies to be more efficient, competitive and attain profitability in the global market (Popli and Rizvi, 2016).
Benefits to an individual with reference to relevant theories applicable at place
The success of an organisation starts with development for a positive workplace environment, which is possible after providing potential benefits to the employees (Bititci et al. 2016). This can be explained with the help of several case study examples as below:
Navin, an AGM of a pulp manufacturing company, is suddenly fretting and fuming. He went to GM’s office and threw the resignation letter on Kiran’s desk, shouted violently and walked out of room swiftly. Previously, Navin has worked as an AGM of prestigious sailing plant in Mumbai. He used to enjoy his extensive power and could order materials of 25 lakhs worth without any prior asking to any senior officials. He also enjoyed potential benefits such as conglomeration, reputation, superannuation facility and other perks from the sailing company (Baer et al. 2018). However, in due course of time, when he joined a pulp manufacturing company, he experienced certain difficulties in adjusting with the company’s policies and practices. one day, while he was placing a material order of worth Rupees 12 lakhs, he presumed that it would worth half the amount mentioned but he received a bill of 12 lakh rupees. The accounts department had withheld his payment for not asking before ordering the materials. (academia.edu, 2019).
This is a situation, where the employee takes disadvantage of the power given to him (Bititci et al. 2016). However, prior to position Navin as an AGM, the HR manager must have arranged for a training and professional development program. As such, through conductive assessment, the HR manager will be able to identify his strengths and weaknesses; and accordingly provide him with a job responsibility. Simultaneously, it will provide Navin a chance to up skill his literature knowledge and cognitive abilities to sustain in the organisation. Accordingly, the two factor theory of Herzberg is equally applicable for Navin for attainment of his objective by working on the de-motivating factors like power and money. This will cause him with job satisfaction and gradually move towards workplace achievement and recognition (Saad and Hasanein, 2018).
Benefits to an organisation with reference to relevant theories applicable at place
Located in Pike and peak market in Washington Seattle, Starbucks Company was found in 1971, which is presently having over 18000 stores in 60 different countries. As per 2012 news report, the researchers believed that Starbucks have an insulated reputation around the world. The mission of the coffee making company is to nurture and inspire the spirit of human being. Due to its effective balance between social conscience and profitability, Starbucks has been able to extend its partnership with public trading company with worth of $11.7 billion (researchgate.net, 2019). However, public criticism raised, when the coffee making company was not paying nominal taxes even after earning huge profits in UK for the last three years. Further study revealed that Starbucks tax crisis of UK can be referred to as smouldering crisis. This is based on media agenda, which focus on UK government tax policy. During the last three years, subsidiary of Starbucks in Switzerland have to pay a royal amount to its subsidiary in Netherlands to use its brand image and intellectual property. As such, it maintained its genuineness and honesty for sustaining global competency (researchgate.net, 2019).
Since, Starbucks has always been reflecting its honesty, genuineness and transparency in its business over the years, it cannot be the situation, where the misuse of company’s policy and beneficiaries has taken place. On the other hand, the company uses Situational communication crisis theory for tackling with the reputation pile. According to Ma and Zhan (2016), the situational communication crisis theory is applicable to an organisation having reputational threat. In such vulnerable situation, an organisation’s action may result in crisis, which was unintentional. However, using the theory, an organisation can identify the responsibilities that are needed to be taken in crisis so that it may help the corporate in reputational repair (Coombs, 2015). Starbucks used this theory and presented the dependent factors such as organisation policies and practices to media as well as to the UK government. This has helped in protecting the image and brand reputation on which the entire organisation is dependent on. On the other hand, the company follows its unique policies and procedure that do not cause any inconvenience to other reputed organisation nearby (Akter et al. 2016).
Task 3:
Preparing a developmental plan to meet the identified expectation and needs of an individual
PDP development plan
A personal development plan is a well structured process that tracks of current performance and learning, which is developed into a plan for future career and personal development. As influenced by the view of Almodovar et al.(2018), a PDP plan helps to identify the strengths, opportunities, threats and weaknesses. This will enable an individual to create a plan accordingly through informal or formal training that will uncover the best potencies out of him. With reference to the view of Benes, K.M. and Voss (2017), there are basically four areas that require development. These include:
Current position or accessing the present situation
Setting short, medium and long term objectives or changes in demand
Actions or resources that should be taken into account for long term achievement of a goal
Self evaluation, reviewing and update of personal goals (Trust and Pektas, 2018).

(Refer to Appendix for the PDP)
The PDP plan has been designed in order to identify the best options that lines up with the career path in present situation (Trust and Pektas, 2018). Accordingly, the priorities are set so that expected change in the performance is achieved through PDP planning. The goals and the objectives set are realistic and based on a real timescale to be followed strictly and wholeheartedly (Ivy, 2018). The anticipated change in skill and performance will determine the proficiency in attainment of long term goal of an employee in future (Harney et al. 2018). However, the changes in demand should consider the capabilities of the employee for the change in demand, so that it may prove useful and beneficial in future (Stewart, 2016). On the contrary, the PDP plan has certain limitations as such it is based on a real time scale and any reluctance or gap in exercising the PDP plan actions may cause failure in its effectiveness (Lejeune et al. 2018). At the same time, before proceeding to the next stage, the previous action plan should be properly executed (Almomen et al. 2016). This can consequently result in dissatisfaction of the employees. 
Conclusion
Motivation can be emanated with an employee with adequate interest and desire to produce great results (Owens et al. 2016). This report has focussed on the development vehicles that can be used within an organisation or by an employee for long term sustainability in the market. These include the motivation, employee engagement and training exercise, which after successful implementation can help in achieving a long term objective or career goal. Consequently, in order to assess potential benefits to an organisation and an employee, several theories with relevance to case study examples has been discussed in this report. Thereafter, a PDP plan has been suggested to benefit the employees in improving their potencies for long term career and personal growth. From the study, it can be concluded that a personal development plan (PDP) is nice in principle. However, in order to make it more effective and successful, an individual has to embrace his or her potential whole heartedly as it will help the individual in attainment of future career goal (Rubens et al. 2018).
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NDA

4. To what extent do you think motivation can form the basis of competitive advantage in
attracting future employees?

Research

In business, your people are your most valuable asset. Engaged, motivated employees are productive employees—and productive employees are critical if a business is to thrive. According to one Harvard Business Review survey, 71% of organizations who responded ranked a high level of employee engagement among the top three factors most likely to bring success. Four key engagement drivers they identified were:
· Recognition of high-performing employees
· Understanding of how one’s role contributes to the overall strategy
· A continually updated communication strategy
· Clear, company-wide business goals
Businesses thrive when their employees are committed to doing high-quality work that helps the company compete in the marketplace, and that’s where an employee recognition program comes in. Today, employees are as likely to leave a business due to lack of appreciation as they are over a desire for higher compensation. To retain your top talent and sharpen your competitive advantage, you need to go above and beyond to keep your people motivated and engaged—and that means more than just offering competitive compensation and benefits packages.
As more and more businesses strive to make their workplace more appealing and their company culture more unique, a clear and focused employee recognition program becomes more important than ever. When every company offers a great work environment, employee recognition can help set you apart and make all the difference to job seekers. Beyond just incentives, an effective employee recognition program can make employees feel special, valued, respected and supported.


Apple offer employees, Brand new phones and incentives such as weekend breaks
Huddle offers new employees a £5000 bonus, just for deciding to work for them.
Air Bnb offer employees one free holiday a year worth £2500
John Lewis provide employees with a 1% 
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Personal Development Plan     Name:   Ranu Babi Begum Miah 1710178                 Date:  14/04/2019    

Objectives   What do I want to be able to do   or do better?  Success criteria   How will I recognise success?   How will I review and measure my  improvement?  Actions   What  methods will I use to achieve  my learning objectives?    Implementation   How will I practise and apply what I learn?  

  Complete My Level 3 in Personal  training and design fitness classes  suited for all levels of fitness.                Prepare time to read level 3  books and  make clear precise notes that I can  reflect o n . Go online and do some  online practice test questions to  understand if I am learning  correctly and  record scores  I am  achieving    SMART  –   I will implement the smart  objective into my  learning,   this wi ll  help me be more precise with  timings, workload and help  measure if I am working in  accordance with what I want to  achieve  Create and advertise a flyer representing my  fitness classes, design and comply  exercises   so women from 16 - 60 can attend my classes .  Make the classes fun and exciting so my  group grows larger and my aim to succeed  will push me further in the future to work with  reputable companies.  

    IT Skills              Enrol into a Level 2 basic IT traini n g  course at adult learning centre, this  will  help me be more creative when  it comes to group presentations. I  will keep an eye on my grades I  receive in class assignments    I have purchased  a   beginner   guide to  PC by Michael Miller ,  this   book has  a set by set guide on using  functions on PC and how to make  any sort of work presentable and  add pictures so on    By extracting knowledge from the book, I will  implement into my assignments, by using  better fonts and headings, also in my  presentat ions to create more designs and  colourful images of my source.  

      Team Management          From the outcome of the set task, I will  analyse th is against my input into  the team.   I will engage with my team members to  address any issue they have and  be able to  find a solution that suits  us both.  Tuckman Theory most, as the 4 stages  are very important, mainly the  adjourning stage, as this will clarify  our working relationship. Will we  work together again? How did we  enjoy completing the task and more  importantly  will we work together  again in the foreseeable  future?  Feedback from the task manager on how well  the task was performed and executed,  also from my colle a gues. I welcome any  negative feedback as this gives me the  opportunity to change learning and task  delegation next time, so the process for  any job can run more smoothly  
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