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Introduction 
Organisational methods are tools that can expand a business and ensure that employees are on top of all their tasks that is required of them. ‘organisations can learn to do two things: encouraging employees to think and gain new thinking skills, this helps them think critically. This should encourage them to think creatively and motivate them and help them to commit. Organizations create an environment where they ensure employees use these skills daily and they use this properly all the time (Basadur, 1997). If a business has organisational methods and they use this effectively, employees become accustomed to adhering to the organisations rules and working environment. Organisation methods help managers and they are more able to improve the working conditions of their employees, society is positively affected also (Rego and e Cunha, 2008). Organisation methods have a significant impact on the working environment, not just for the business but also for the employees. Effective organizations are those that can handle adaptability and efficiency and strike a balance between the two (Basadur, 1997). These are essential in any organization which aids organisational methods and vice versa. 
Methodology
In this report we are going to evaluate the importance of development vehicles in a workplace, development vehicles are skills that are used to enhance employee development and upgrade knowledge they already have. Development vehicles such as effective communication, teamwork, performance management, motivation, commitment and responsibility are used to make employees aware of the latest developments and how things are being manged around them. A successful workplace involves two key factors: the physical action of designing, and the design of the workspace itself (Granath, 1999)
Employee development is very important not only for employee wellness but also for successful growth of the organisation, it generates a learning behaviour in the organisation and motivates employees to learn and adapt to new skills. If development vehicles are implemented positively within the workplace vital behaviour is extracted out of employees which there for makes more committed, dedicated, motivated and responsible in their job role. This report is focused to 3 development vehicles that are very important to run a successful business: Performance Management, Motivation, and Commitment.
An employee from a secondary school workplace will be interviewed and it will be evaluated how these 3 development vehicles are implemented within their workplace. We are going to explore organisational methods within the Secondary school. The three chosen methods are: employee engagement, motivation and commitment. We will define each one before we proceed. 
Performance Management:
Performance management is the main feature of a business, it is the main aspect through which success is achieved (Pulakos, 2009). Performance management is a continues process that recognises the developing performance of individuals and teams, it also places responsibility of top management in organisations, employees also stay engaged in their roles and achieve high goals. Management systems help organisations in growing and keeping practical forms of behaviour and activities (Otley, 1999). An  employee has a big part in the organisation the whole success or failure of the organisation depends on the employee if he or she is well committed with in the job then performance would increase, this can be done by having reward systems for the employees such as: bonuses, double pay, discount codes, meal vouchers and opportunity to go on holidays based on the targets they have achieved, Having reward systems helps improve behaviour and performance and also makes employees stay motivated. Employee performance is also managed through feedback and performance review meetings, constructed feedback can help increase  performance and improve poor behaviour this also trains them effectively by making them think critically, follow directions and form strong relationships with employees and managers, also as employees are more developed they would be more content, happy, committed and motivated with their  job this would increase performance and lead to a successful organisation (Hameed, and Waheed, 2011).
Motivation:
Motivation helps us achieve higher goals in whatever form we are working in, it is an ongoing process that helps us reach the targets and goals that are set. high performance is attained by well-motivated people who are prepared to perform excessive discretionary efforts. Motivation also makes us improve behaviour and perform tasks that reach a high level of excellence (Wigfield, and Eccles 2007).
Motivation plays a significant role in the field of management and aids managers within an organisation (Steers, Mowday and Shapiro, 2004), It also helps in many fields, such as, leadership, performance management, decision making, organisational change, etc. Motivation is necessary in the business as it helps all employees to work for the same business goals. A successful business understands how to differentiate between products to the best level to appeal its target audience, more over a healthy working environment improves efficiency  of the employees which makes them friendly motivated staff who are eager to offer the essential level of customer service this makes all the difference between achievements and accomplishments. 
Motivation Theory’s
There are also motivation theory’s that are used by organisations to improve employee satisfaction and accomplishments such as: Maslow’s motivation theory and Herzberg’s motivation theory.
Herzberg’s theory uses’ the two-way aspect, hygiene factor and the motivation factor. Improving the motivation factors increases job satisfaction and improving the hygiene factors decreases job dissatisfaction. 
          The hygiene factors implement:
· working conditions
· co-worker relations
· policies and rules
· supervisor quality
· base wage and salary
The motivation factors implement:
· Achievement
· Recognition
· Responsibility
· the work itself
· advancement and personal growth
The Maslow’s theory is a theory of five levels for human motivation
1. Self-actualisation: Desire to become the most that one can be
2. Esteem: respect, self-esteem, status, recognition, strength, freedom
3. Love and belonging friendship, intimacy, family, sence of connection
4. Safety needs: personal security, employment, resources, health, property
5. Physiological needs: air, water, food, shelter, sleep, clothing, reproduction
 
 in a school, motivation is necessary from all teachers to teach children effectively. If teachers are motivated, they can carry out their jobs efficiently and teach children in the best ways. Managers should not only be motivated, but all employees should have this motivation, to work for the same business or organization goals. Therefore, working for a shared purpose and shared goals. Having extreme confidence in our own self is also considered very relevant for motivation, as believing and trusting that an action can be well performed gives good inspiration and builds high performance in the organisation (Sonnentag, and Frese, 2002).
Commitment:
Commitment is another key characteristic than an employee should have to work efficiently. More committed people have a higher incentive to work and this relates to organizational methods (Rego and e Cunha, 2008). Employee performance and engagement is the level of commitment and how involved an employee gets towards their organisation and its values (Anitha, 2014). When an employee is proactive within the business and he is engaged he is aware of his responsibility and acknowledges the business goals. In the same way, for a teacher in the school employee engagement and performance is a teacher being aware of the school policies and school mission and goals. Performance means an employee is positively productive within the organisation. committed employees show devotion in their work which means that they have employee satisfaction and fit well within the organisation, certainly employee health and wellbeing plays a big role in employee commitment if employees are not happy at work or with their job role they will become less productive and emotionally disconnected this shows that corporate culture plays a big part in the goals and objectives of the organisation. A well dedicated employee is one who stays with the organisation in any circumstances weather success or failure (Rashid, Sambasivan, and Johari, 2003).
Organisation used- Eden Boys School
The organisation chosen is a secondary school that my niece works in. The secondary school is a boy’s faith school and a government school. There are many organisational methods that the school use in order to have an outstanding Ofsted grade. Every organisations requirement are leadership skills, leadership lets managers affect employee behaviour in the organisation’ (Naile and Selesho, 2014). The leader within the school is the headteacher and deploys effective leadership strategies to operate the school effectively and keep all staff motivated within the school. A strong headteacher has a positive impact on staff and motivates staff to work even harder within the school context and do their jobs efficiently, in teaching the best way to cater for the pupils needs. Positive managers are also effective leaders because they have a positive effect on employees which helps achieve high organisational goals (Naile and Selesho, 2014). The headteacher within the school influences all staff to achieve organisational goals through the right motivation and mindset to staff. If a headteacher is committed and passionate within the school, this is likely to resonate on the staff. This all depends on the headteacher and how she makes the school environment. The headteacher at this school, Eden Boys School, encourages hard work, resilience and developing professional development as teacher, to be the best teachers and aid pupils to obtain their GCSE results. The headteacher is motivated within the school, committed and passionate, therefore this affects staff within the school. 
It is important for staff to be consistently motivated within the school, as working in a secondary school, there is a lot of stress and behaviour of the pupils leads many teachers to change their careers or drop out early, making them leave the teaching profession. ‘In order to attract and retain competent, qualified employees, today’s organizations increasingly need to create work conditions that promote and sustain employee motivation and well-being’ (Fernet, Austin and Vallerand, 2012). Teachers within the school need constant reassurance and motivation to continue their professional development and make this effective within the school. For my niece, as a teacher she is hardworking and does whatever is needed for the learning of the pupils. Sometimes it can be overwhelming, such as, marking, workload, behaviour, staff meetings, etc. The school needs to show teachers that they are completely supporting them. Within Eden, staff inset days would be about supporting teachers and making their workload easy to manage. When interviewing my niece, she stated, that the school implemented a policy of shared planning. This would mean that lesson planning was divided between all staff teachers for different year groups. Each teacher was assigned a year group to make lessons for them. This reduces the workload significantly, otherwise a teacher would need to plan for each of her individual year groups, which is much more stressful. This policy of the school aids teachers and allows workload to be reduced. The headteacher also ensures that all staff depart from school at 4.15pm. This allows teachers that time to plan lessons for the next day and thus teachers would not need to work from home too much. The school implements early starts and late finishes compared to other schools. This benefits staff and students. This also shows that Eden school is implementing the Herzberg’s motivation theory by being aware of the hygiene factors and motivation factors, the approaches this school has taken are matched with the hinge factors of the Herzberg’s theory. My niece enjoyed this policy, as she was able to and was forced to complete her work within school hours. When she came home, she was able to relax for the next day. The head teacher’s policy and organisational methods allow teacher motivation to continue and work in that field. 
If motivation is not incorporated effectively within the school it may lead to teachers dropping out of the profession, thus, it is the responsibility of the headteacher to ensure the environment is stimulating and supportive for all staff within the school. Teachers need to be provided with the opportunity to continue their professional development within school. They need to be given this opportunity through appropriate mediums and programs that the school manages and facilitates for staff. ‘Lack of motivation is a major cause of teachers’ turnover’’ (Nawaz and Yasin, 2015). If teachers are not motivated sufficiently enough, this is likely to lead to staff turnover. Luckily, my niece within the school feels valued as a teacher and the school provide abundant support so she can continue her professional development. The headteacher keeps staff well informed and brings in new strategies that will work. Behaviour management is encouraged to be consistent by all that and this is reinforced in every weekly meeting. The headteacher ensures all staff are on the same agenda and consistency is applied throughout. Eden Boys School is one of the star academies in Birmingham. They have managed over 28 schools and continue to overtake. This is due to the level of commitment and motivation from leaders, seniors, headteachers, that positively impact all staff within the school. It was ‘revealed that employees are motivated by handsome prompt salary, unbiased appraisals, positive behaviour of students, presence of staff rooms, friendly environment, availability of learning resources, small class size, less distance from the school, selecting upper class as target market and autonomy given to school teachers’ (Nawaz and Yasin, 2015). At Eden boys’ school there was positive behaviour of students. This was due to a consistent and rigid behaviour policy that the headteacher implemented and encouraged all staff to follow the same guidelines. As consistency was applied, staff recognized this, and motivation is increased from teachers to continue within the school. Eden boys’ school were well equipped with resources; thus, learning was made more effective for pupils. Teachers had access to all the digital tools to facilitate the teaching of their pupils. This again comes down to the organisation of the school. They provide teachers with the right facilities to carry out learning and teaching of the pupils and this is likely to increase commitment and motivation for teachers within the school. 
The school also applies performance management for teachers. One way would be to provide opportunities for teachers to continue their professional development. My niece was a PGCE trainee teacher. The school would have weekly meetings specifically designed for NQT teachers and PGCE teachers. This were meetings designed to increase the effectiveness of a teacher within the school. Strategies were discussed and advice on how to be the best teacher and engage with pupils successfully, by teaching them the knowledge. These are beneficial and stimulate teacher confidence within the field, it shows that the school is supportive for new teachers who enter the profession. This also helps keeps teachers committed to work for the school, if the right support channels are present. Employees who are happy with their jobs are well committed, because of this they remain loyal their organization (Sabir and Khan, 2011). Senior staff and the headteacher can allow employee commitment and this has many positive benefits for the school and the teacher. 
Performance management for my niece was through mentor meetings. As she was a new teacher entering the profession, the school assigned a mentor for her. She was provided with enough support on how to plan lessons effectively, was given continuous feedback with targets to meet, observations, meetings for critical reflection of taught lessons. Critical reflections and feedback may be a negative for some, however my niece viewed this as an advantage to continue professional development and perfect her current qualities and skills as a teacher. Performance management is not only beneficial for the school but also for the teacher as she gets more better on her job, exceling skills and qualities needed for a teacher. A teacher must show motivation as a teacher’s attitude and performance has a big impact on the achievements and behaviour of a student (Inayatullah and Jehangir, 2012). For my niece, as a trainee teacher, the performance management of the school did lead to increased motivation to continue professional development and be an outstanding teacher within the field. This teacher motivation leads to success for pupils, in terms of their achievements within school, i.e. GCSE grades. 
Within a school the teachers teaching needs to have an impact, in terms of, pupils need to be making enough progress. Organisations are spending a vast amount of money on the development of employees therefor their performance must be of high standards to achieve target goals and high success (Hameed and Waheed, 2011). The school invests time and money to train teachers to the best standard to cater all their pupils needs. If the teacher is not making progress with the pupils, it will lead to failure of the school, in terms of a poorly rated Ofsted grade. It can also set back many other parts within the school. Therefore, it is key that the teacher makes progress. Schools should provide those opportunities where teachers are easily able to make progress with their pupils. Thus, performance management is significant within the school. It is expected that an organization which is performing well is one that is effectively reaching its goals; (Otley, 1999). Eden boys’ school is outstanding, and teachers are aware of policies and procedures that need to be followed to maintain a consistent and high standard school. Thus, Eden boys’ school is attaining its objectives, and this is strengthened with the teacher motivation and commitment. ‘Continuous improvement means that attention is focused on constantly analysing systems and processes to better satisfy the customer’ (Kacmar and Cropanzano, 1995). In this context, it would be analysing the school to better satisfy the needs of its learners. As a trainee teacher, my niece would implement new strategies from staff meetings on pupils to further enhance the learning of pupils. One strategy was a recall task for pupils as a starter activity. This was successful with pupils and after feedback to the department. The recall starter task became a norm within lessons. 
SWOT Analysis 
SWOT analysis helps identify the strengths and weaknesses of a person it creates a connection between the positive and negative sides of a person, it helps by making us recognise the strengths, weakness, opportunities and threats we hold within ourselves. Swot analysis will also help with making decisions such as how to take advantage of our strengths and use them and take the opportunities we must overcome our weakness and threats. 
Strengths 
Interviewing my niece, the strengths she identified were effective time management skills. this was through managing workload and time for each year group. Another strength is communication and social skills which is obtained by being a presenter within the class and participating in staff meetings and inset days. This also involves parental meetings and professional discussions with her mentor. Another skill is the ability to explain difficult context in an easy and creative way, so in simple terms, creative skills. An effective teacher should be able to break down difficult work for the pupil to understand this. Another skill is patience and perseverance. A teacher requires a lot of mental strength and resilience, especially when behaviour of the pupils in secondary schools becomes disruptive. Working in a school, teaches the art of patience and perseverance. Also, her organisational skills have developed significantly, work as a teacher can be over whelming so it is important to be organised and know each thing for different year groups. 
Weakness
Her weaknesses as a teacher was still lacking confidence in her own skills and teaching. Also, trying to stay on top of different tasks. She found this overwhelming and became stressed at times. She was afraid to ask for help when needed in schools, she thought other teachers would see this as her weakness. 

Opportunities
The opportunities she gained was increased experience within the teaching field, experience of behaviour of secondary school pupils, working for a Star Academy, being able to examine the progress that was made by pupils and experience of teaching own classroom. 

Threats
The threats she felt was not being good enough, comparison of other more experienced teachers, inability to keep up with the workload, e.g. marking. 

Personal SWOT Analysis
	
Strengths

· Organised
· Communication and socials skills
· Patience
· Perseverance 
· Creative thinking 
· Time management 
	
Weaknesses

· Lack of confidence 
· Stressed 
· Overwhelmed 
· Afraid to ask for help


	
Opportunities

· Experience of teaching own classrooms
· Experience of behaviour management strategies 
· Working for high standard school (Star Academy) 


	
Threats

· Not being good enough 
· Inability to handle pressure and workload 
· Comparison with more experienced teachers. 










PERSONAL DEVELOPMENT PLAN (PDP)

	OBJECTIVE
	RESOURCES
	Time Scale
	Success criteria 

	
Personal drive and effectives
(confidence)





Increase working performance
(stressed)
(afraid to ask for help)








 
Improved productivity
(overwhelmed) 
	
Spend more time on socialising with big groups to gain confidence and lead spring term group projects


Work harder, try to come earlier and use break times for catching up with workload. Try developing confidence in managing personal issues without worrying what other teachers think of me 


Spend more time in teachers training to observe in the development needs of students and how they can be improved. 
	
6 months







6 months












6 months
	
 be able to develop in current roles and show improved level of confidence by leading presentations in staff meetings. 





Abel to handle twice the more of workload feel more motivated and committed by feeling less stressed and less worried.










Have more detailed lesson plans and a higher rate of success on classwork and assessments.





Conclusions
Overall, organisational methods are key for any organisation. It increases efficiency and effectiveness for both parties, the employees and employers. If organisational methods are facilitated properly from the top of the hierarchy, for example, managers, seniors, leaders, etc, then this has an impact on employee behaviour within the organisation. The three organisational methods, such as, commitment, motivation and performance management was discussed within a school context. These organisational methods allows schools to run more coherently but also teachers to becomes exceptional within their teaching. Organisational methods are likely to only increase standards and perfect them to the best level. 
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