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Introduction
In all organization whether it is public owned or privately vehicles development play a key role in driving employees toward organizational goals.
In this essay I will be critically evaluating development vehicles available to an organization appropriate to the development needs of an individual.
I have assessed the potential benefits to the organization and the individual of personally developing individuals in the workplace.
Finally I drew up a personal development plan example which demonstrate issues within organization and their performance and what can be done to rectify the issues in question.


Findings
There are numerous development vehicle that can be used in an organization, in this essay I will be mainly focusing on the following three which are motivation, training and performance management. Development vehicles are tools to help employer and employees reach their potential organizational or personal goal.

Motivation 
Motivation at work is a behavior in the workplace which is determined by a mix factor of emotion attitude and behavior. According to (Taylor 2010): “the willingness to apply ones efforts towards an organization goals while combined with an individual need to satisfy” (Taylor 2010). Most employees require motivation to feel good about their jobs and performance. Some employees are money motivated whilst others find it in their personal achievement throughout rewards, recognition and appraisal system. Motivation levels within the workplace have a direct impact on employee productivity. Employees who are motivated and excited about their jobs carry out their roles and responsibilities to the best of their ability within the timescale limit and as a results increased productivity.
For example take a look at NDA article and their motivation in practice, the NDA leaders and managers believe in Abraham Maslow theory, they have implemented that in their organization they believe that individuals are motivated by a 'hierarchy of needs’ which are categorized into 5 levels of needs from lower to higher. According to Maslow: “What a man can be, he must be. This need we call self-actualization” (Abraham Maslow). Maslow believe that people are motivated by different things and claims that once a level of need is obtained, it loses influence to motivate and the next level takes over. Saying that NDA also offers the same perks as a private sector would, meaning that other enticements such as holidays, fringe benefits and health insurance which leads to less absenteeism and reduced staff turnover they know that if their staff are content it will reflect on their work job satisfaction and thereby loyal workers.
I think that NDA have a good balance of Maslow ‘hierarchy of need’ and Fredrick Herzberg hygiene motivator theory which attract employee to have a work life balance and job enrichment. 

training
Training is developing oneself or others in a specific field that require skills and knowledge that relate to a particular job to gain useful skills. Training goals is to improve one's proficiency, ability, productivity and performance. According to: “ (Noe, 2016) learning through training, development, and knowledge management helps employees strengthen or increase their skills directly impacting their job performance, satisfaction, and career advancement (Noe 2016)”.
Training an individual at work benefits not only the organization but their employees it helps improve skills, knowledge, productivity, and core value of an organization for a better understanding of their job specification. Training program are given periodically and at regular interval to keep employees on track. Training increases the need of skills set and helps in the development of employees as well as overall growth of the organization. Take for example Tesco’s, they offers both training method to their employees the on-the-job training which involves shadowing, coaching, mentoring and job rotation, and an off-the-job training method which involves attending a specific course run by qualified Tesco staff or by professional bodies. This is an extensive training method and their aim is to develop them into management position while still working as a team leader at their workplace within 1 to 12 month framework. According to Tesco PLC: “Tesco is developing the skills and training of Britain’s largest private sector workforce”. (TESCO PLC)
In my opinion Tesco’s have a great training system which allows employee to progress when they feel ready. This shows how Tesco’s understand their employees and let them make their own decision they have a total flexible approach to training and development, they tend to adapt to employee needs. This allows employees to identify their potential and if they desire to progress to bigger job role they can do by taking part in trainings to develop their management skills if they wish to progress in the future. 

performance management 
Performance management is the process of creating a work environment or setting in which people are enables to perform to their best abilities. According to (De Nisi and Pritchard, 2006): “Performance management is a broad set of activities aimed at improving employees performance (Armstrong, 2017, p. 7)
Employees must understand what is required from them, and to how to reach organization goals. Performance management at work is crucial for any organization success. Employees need to be managed so that they’re kept motivated and have the necessary, resources skills and support. According to CIPD:” performance management are frank, yet supportive performance conversations that include ongoing feedback”.
 Good performance management evolves around regular and effective feedback to progress towards objectives. Good performance management should be aligned with the organization approach and suit the type of jobs in question. Managers are a necessity in performance management. They ideally reinforce the links between organizations and individuals objectives and give feedback that motivates employees, to help them improve their job role and responsibilities. Managers need to be rightfully skilled and supported by procedures. With the right performance management, employees can build career development plans that focus on their current roles and development on their future. 
Take for example the forestry commission case study it has a culture of Continuous Professional Development. It is supported by a system of regular appraisals which involves employees reviewing their performance with their managers to identify any specific areas where they need improvement on such as e.g.: skills or more training.  They then draw up a development training plan to fill the gaps. This form of appraisal involves setting SMART targets so employees knows what to is expected from them and what is in need to be rectification in order to be 100% competent. According to Julie Moran: “Following discussion with my manager, I am now studying on a full time post graduate course for a Masters degree in timber engineering training and development has benefited me in personal and professional terms”. 
In my opinion the use of George T. Doran Smart target approach within the forestry commission is an excellent and successful way to monitor performance management goal and objectives as it is a realistic, time bound system which allow businesses to create agreed goals. According to (Anne E. Conzemius, 2012): “SMART goals will not only set and monitor their own learning goals and targets, but will engage in collaborative practice with their peers, try out and assess learning strategies for achieving their goals”.

Benefits of personal development as an employee and employer

Motivation and performance of employees is crucial for the success of any business in the long run. There are numerous benefit of professional development for an employee and employer through effective development an employee become more aware of his capabilities and competence which leads to increase of confidence resulting into excellent productivity for the company. Employee satisfaction demonstrates a commitment to the individual development leading to reduced employee turnover and the company see personal growth of the employee within the company. The benefit of a motivated employees is reflected on their workforce by better productivity this leads to lower cost of production and enables firm to sell products at lower prices which lead to improve product quality and  customer service hence a better relation with trade union. According to a report from CIPD’s 2006 learning and development survey:” managing talent is not a very easy job and various factors influence the talent management strategies and policies of an organization”. 
Take for example Google and Apple they use the McGregor’s theory Y because their company is based on other people’s originality to come up with different ideas and products. By creating different ideas and product employees working for google and apple receive rewards such as pay increase, free products, more vacation time. According (Cole, 2004):”theory x and theory Y are a set of assumption about behavior. The first set of assumption is regarded employees as being lazy. McGregor’s second set of assumption sees employees liking work, they do not need to be controlled and coerced, so as long as they are committed to the organizations objectives”.
 
[bookmark: _GoBack]The benefit of performance management for an organization are improved managerial performance, employees loyalty and retention, better productivity, overcoming communication barriers, clear accountabilities, and reduce cost and being a highly recognized organization. The benefit of performance management as an employee helps to keep them motivated and improve their performance. Employee performance management program is essential to promote and improve employee effectiveness. Performance feedback also achieves a basic human need to be acknowledged feel valued, which leads to higher self-esteem and motivation performance. According to Sharley Lauby:” for employees to perform at a high level it only makes sense to include performance management in the onboarding process”. (Saba.com, 2019). Michael Armstrong performance cycle aims is to correct poor performance to sustain good performance and improve performance. According to Michael Armstrong:” it built a great deal of public trust and a strong relationship with the state and local government partners. Michael Armstrong  
The benefit of training to an employees and employer are not limited exclusively to the employees themselves.  Research have shown that from time and time again businesses that invest in their employee development tend to be the more successful businesses. The key benefit of training helps employees sustain level of motivation, increase profitability less mistakes tend to happen at the workplace improved morale outperform competitors respond and adapt to changes within the organization which lead to job satisfaction with quality and constituency From an employer point of view, training and development is all about building the strongest team and most capable employees for the benefit of the entire company. Organization use of systematic training cycle which allows companies to define the gap between what an employee should be achieving and what they are actually achieving this allows the company to address situation asap e.g. Training requirement.
personal development plan

A PDP is used by employer to monitor progress of employees and employees who wish to progress in their career and develop themselves. Employees undertake learning activities or courses to improve their skills as a result of using the PDP as a reflection tool it helps them to progress each goal one step at a time. I will now be drawing up a Personal development plan which consist of 6 examples of employees who might lack of skills necessary for the workplace. It will illustrate the high and low intensity of work needed to sort out any weaknesses of employees and readdress the situation for a better understanding of what is required from the them and take on the right action to sort out the problem in question. According to:” (Jean M. Phillips, 2012) The Herzberg’s theory two factor theory draws upon the idea that motivation can be broken down into distinct needs to avoid unpleasantness and discomfort (addressed by hygiene factors) and the need of personal development (addressed by motivators)”.

	Objectives
	Measures
	Priority
	Support and Development
Internal                 external 
	Review dates
	Others comments

	Admin assistant wish to progress in the company 
	Talk to manager to arrange training within the company
	M
	Feels request has been acknowledged
Take on a university course
	monthly
	Help Helen progress in the company.

	Manager at JD lack of managerial skills
	Motivation training required 
	H
	Staff Training and coaching
	Weekly
Meeting 
	Immediate action required

	Communication issues within a team at St Marys Hospital
	Meeting with whole team & leader
	H
	Requested employees feedback 
Management training
	Weekly 
Review 
	Identify communication issue

	Accountant at Tesco’s issues with workload
	Talk to the employee in question and give reassurance 
	H
	Suggest help with extra staff and mentoring
	Daily and weekly checks
	Requires management

	Fashion designer 
	Develop a business plan
	M
	Talk to family and friends and take on designer course 
	ASAP 
	Advice required


As seen on my personal development plan examples I have gathered the information needed to review the employees performance and I would from this draw up a plan of a to do list from a high priority to low priority point of view by measuring the need of urgency to attain each goal and a self-evaluation form each employees I want them to be to be prepared to take on extra training or courses for areas of development. This will then be monitored by a mentor or coach who will and be reviewing adequately employee’s progression and assess for any further action required. 

Conclusion
The employment developing relationship has become a very important part of the society. Employees are getting more versatile day by the day (Grey Roper, may 2005). The rapid growth of diversity in the workforce over past 20 years has produced a new evolutions in managing employee relations and their development, making it one of the biggest tasks yet faced by managers. As the society of people with diverse personalities, experiences, their needs, their wants and objectives, managers degree of influence and control over the employees in order to facilitate the completion of key business activities, it is unavoidable that conflict may occur at some stage in the organisation. To meet this challenge, managers must improve employee’s skills such as active listening, the ability to adapt and decision-making. These core skills can assist employers and managers in tackling difficult issues that may rise within the employees or at the workplace (Personal management skills 2019).





Recommendation 
In recommendation I would just like to mention that there is no right or wrong within each theorist theories whether its Taylor Maslow mayo or Herzberg they each have theories that adapt to a certain type of working area. They all promote motivation in different sector of workforce which then organization can apply to their needs and work condition. They all have different benefit which can motivate an employee whether its relationship, happiness or money career development they all adapt to the organization values.   
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