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Task 1: Benefits to organisation and individual performance of using development vehicles

Introduction
The purpose of this essay is to identify and critically analyse the benefits of using development vehicles within an organisation and how it benefits the individual, demonstrations will be used to discover how development vehicles changes the performance of each category. 
A personal development plan PDP will be created to identify and review an employee based on the 4 development vehicles areas that has been researched.
Motivation
The first development vehicle- Motivation refers to how an employee can be driven and happy within their job role, it is an act of providing a reason to complete or accomplish  something important to an individual which usually is rewarding with an incentive that may benefit the employee or the organisation, i.e. hitting a deadline or target (Dictionary, 2020).
Performance Management
Performance Management development vehicle can be described as a continuing process between a manager or supervisor and an employee where they are able to support the employee by communicating various strategies, objectives, expectations, identifying goals, setting targets and providing feedback, this is a step by step process to help improve the employees working ability where they are able to review the results going forward (Berkley, 2020).
Employee Engagement
The development vehicle-Employee engagement is about understanding the role as an employee, an employee recognises the organisations purpose and objectives, it focuses on various goals and targets that need to be completed, empowering an employee to receive feedback regularly and supporting them with skills that will development them within their role and also thanking the employee for their success and achievements (Engage for Success, 2020).
Training
Training is the fourth development vehicle it is used within organisations to develop employee skills knowledge and efficiency, there are many types of training that can be applied this can include, before the job training i.e. orientation and induction, on the job training which can include job rotation, coaching and apprenticeships, or off the job training which involves an employee spending time outside of work in different kinds of workshops, team building sessions and learning extra skills (Indeed, 2020). 





The benefits of using the four development vehicles within the workplace
· Motivation- Motivation within an organisation is key to its success, the organisation can gain commitment, drive and energy from an employee, without it companies are likely to experience low levels of productivity and will not reach important targets and goals (Perk box, 2020).
While Motivation can increase: -
· Productivity
·  high quality customer service
· Increased customer satisfaction
· Decrease in employee turnover
· Lower costs in recruitment
· Improved communication skills


Motivation needs to be balanced in order for an organisation not to lose out financially, these impacts can include, rewards that are costly and are expected from employees and motivation may decrease as some employees may be more motivated than others which can affect the productivity of some individuals (Thurston H, 2013).
The motivation of employees in an organisation can be monitored and measured by Maslow’s Hierarchy of Needs Motivation theory (Maslow, 1943), when an organisation applies this theory in the work place, they will need to understand each need and then build on that to complete the pyramid, each level will allow the employee to feel more fulfilled, this will then encourage motivation for the next stage in the motivation needs theory (Indeed, 2020).
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These needs include:
1. Physiological needs- this refers to the employers most basic need being met, this could include, fair salary, breaks to eat meals and access to restrooms.
2. Safety- employers safety is vital, the organisation needs to make sure that they provide a safe workplace, securing the area with the correct policies and procedures and risk assessments, another point for organisations to consider is to make employers feel emotionally safe and secure, if there is risk that an employee may loose their job then this could effect motivation which will be more difficult to get to the next level of motivation in the hierarchy.
3. Love and belonging- the employers must make their staff feel a sense of belonging which will enable them to be more engaged, this will help to form work related relationships, strong communication and increased focus.
4. Esteem- when an employer acknowledges recognition, appreciation and provides feedback regularly the employees self-esteem will be improved which then will lead to positive impacts on motivation.
5. Self-actualization- this can translate to increasing and maximising work potential, when an employee feels there are doing their best it will continue to provide a strong positive attitude within their job role, organisations must provide opportunities and a balanced reward system to allow staff members to succeed, they should focus on allowing them to improve skills and abilities which will provides staff motivation in developing in the role.

· Performance management – the act of performance management is to review the ongoing workplace performance and development, the process happens when employers gather information by monitoring staff members throughout a period of time, they take note of individual performance by targets and goal completion, analysing strengths and weaknesses and examining mistakes and growth, this is then relayed back to the employer with one to one meetings and feedback methods (Hearn S, 2018).

Providing performance management helps an organisation and individuals by-

· improves levels of employee engagement
· improves employee retention 
· improves company productivity 
· increased individual skill 
· increased individual morale and engagement 

(Hearn S, 2018) describes there is more than one approach a company can use when providing performance management these are-
1. Annual performance management approach
2. A continuous performance management approach




According to (Hearn S, 2018) the annual performance management approach is used by 65% of companies, this is a more traditional approach and it includes a very time consuming method where an employee is assessed with a detailed formal review, although they are quite common they are not an effective performance management method, as it involves a lengthy process of completing paperwork and its effectiveness does not help the employees performance over a short periods of time, whereas a continuous performance management approach allows the employer to micro manage the staffs continuous performance, with regular meetings and feedback, this will help the employee improve existing skills and develop new ones. 
An organisation can follow the performance management cycle designed by (Armstrong and Baron, 2005), there are many performance managements cycles out there, but this one is the most popular that organisations can use.
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As the picture shows, the first stages to follow in the cycle is ‘planning’, the planning phase is set out by creating a personal development plan once a year which includes setting out objectives for the employee to follow through, the process is also to include organisation goals and values which ensures the individuals plan is met by what the company requires. The next stages of the cycle are the Act and Track, this will occur several times throughout the year where the employee trys to achieve their goals and targets while following their role effectively, managers track progression and provide updates with feedback. The review stage of the cycle is an annual performance review where a meeting is arranged to discuss what has been achieved and what needs further developing, the manager normally discusses future goals and targets where the cycle will restart for the upcoming year ahead (Hearn S, 2018).





· Employee engagement- is vital for the organisation and the employee, it allows work cultures to form and encourages to be more involved in decision making, the benefit is that employees at all levels are actively involved in all core activities along with the organisation (Kokemuller N, 2019).

The advantages of employee engagement include, an increase to employee with commitment in the organisations that they work for, they are able to get involved in sharing ideas and decisions which allows the employees to feel more valued and involved, once ideas are achieved and problems are solved with employee help this gives a sense of ownership to the employee.
(Kokemuller N, 2019) further explains that while it can give great benefits to employee organisation relationships, however one of the challenges that may occur is the management and employment level might get misunderstood, where discipline might not be clear of who is in the wrong which can end up in disturbing the stability in job roles, affecting the overall communication impacting the organisation.
(MacLeod and Clarke, 2009), were able to produce a report which identifies over an 8 month period how employee engagement is transformational for an organisation, they were able to see many changes to companies where performance and profitability had increased and employee engagement had been boosted,  they believe that  “whether or not the workforce is positively encouraged to perform at its best should be a prime consideration for every leader and manager, and be placed at the heart of business strategy” (Engage for Success, 2020).

· Training- training employees is essential for an organisation, its to ensure there are a continuous rhythm of skill development so that workers can perform to their best advantages, it’s also to ensure that all team members are prepared for upcoming tasks, goals and targets, it is vital for the organisation to prepare its workforce for new technologies and software as well as staffs personal development skills. 

employers can identify if the staff members will need training or support by completing the performance management cycle, this will tell them if more training is required, this could involve improvement on skills such as, presentation skills, sales skills, negotiation skills and sales skills, the employers will also benefit from training programmes by boosting productivity, having a better work attitude and learning the new skills to better their future career (Explore Insiders, 2019).  
According to (Staff Training Solutions, 2017) One of the biggest errors that organisations make when training staff member sis to assume that training is only applied at the beginning of their job role such as introductory job training and once this is complete then there is no further training that is needed, however training and development within a job role is needed throughout and training should be an ongoing requirement to provide the employee with the opportunity to progress in their roles and the company developing their workforce into the strongest and most capable against all competitors.




By using the systematic training cycle (Buckley and Caple, 2009), organisations can not only focus on the training that is needed but they can plan and review training in stages and sequences, the cycle begins with an assessment of which training is needed, once training needs have been identified then this can be planned further and which method of training is suitable, the third section of the cycle is how the training will be delivered and how its effectiveness will be evaluated, the findings then can be used for future improvements for training methods, this cycle can be used over and over to plan and review various methods to ensure that it is a well thought of process which will meet the needs of the individual and organisation (Dr El Parker, 2020).
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Conclusion
To conclude this essay, it has shown the importance of how the four development vehicles of motivation, performance management, employee engagement and training positively impacts an organisation and an individual, there are many factors to consider within each development vehicle an organisation must find the correct balance and draw up detailed plans  to ensure a productive and cost effective business, the employee must be able to help employers identify skills that are required and engagement efforts to enhance a more happier working environment, the models  that are explained throughout the essay are beneficial for the organisation and employee to use going forward, this will help them tailor the needs within a workplace and decide what is the best practise for a future workplace.






Task 2: Personal Development Plan
	Objective/ Area of Development
	Measure
	Priority
	Support and development. 
Internal/ external
	Review date
	Other comments

	
1.Further develop communication skills ( to enable all team members are on the same level of work motivation, increase workforce moral)



	
Complete a Motivational diagram 

Have one to one meeting with staff members to enhance communication and ensure that they are fulfilled within their roles
	
Increase communication with staff members

Complete required documents and report back to line manager
	
Internal- use motivation diagrams and charts 

External- organise outside team building motivation and development session 
	
December 1st
	
Review what has been completed by the 7th December to see if there can be any improvements for the future

	
2.Ensure staffs performance management is up to date

Review ongoing
workplace performance and development

 



	
Complete the performance management cycle


Plan
Act
Track 
Review
	
Complete monthly performance review with each team member

Discover if staff member needs coaching for extra support
	
Internal- ask senior experienced colleagues to coach those who need extra support


	
December 1st
	
Discuss with staff members that job rotations are available if they would like to learn new skills within a different area of the work floor

	

3.Provide staff members with an increased engagement 


	
Use incentives to boost productivity

Create a session where staff member can voice their ideas for a new work project
	
Ensure that each staff member is rewarded for hard work and contributions
	
Communicate with line manager to ensure that staff incentives are appropriate and are within organisation budget
	
January 1st
	
Ensure that office room is booked for team session for staff to voice their ideas

	
4.Improve staff training 

Complete supervisor online training modules



	
Use the systematic training cycle for staff training -
plan
act 
track 
review
	
Ensure that all training is up to date before the new working year starts
	
Complete supervisor online training module in spare time (access at home)

	
January 1st
	
Ensure to start planning staff training in the new year (January)




Personal Development Plan Supporting Notes
· The first example of ‘Further develop communication skills ‘was chosen as this is a Vital part of an organisation to grow and to solve problems , the supervisor must ensure that communication is a priority for the organisation to continue to be successful.
· The use of external support method was chosen in example two because the use of an outside team building experience will build the teams spirits away from the workplace, it will develop close working relationships and will be used as team incentives in the future if it is successful.
· The review date of January 1st was given in example 3 to provide staff with an incentive after the Christmas break, when January has come, team moods can be low, however if there is something to look forward to when they return moods will be lifted providing a more productive work force. 
· Comments have been made within the priority boxes on each example this is to emphasise what is the main priority of what needs to be completed.
· Example 4 comments section is used as a reminder, this document will be used a plan going forward and will be checked and tasks will be ticked once completed, other comments can are there to support and include small reminders of tasks that need to be completed.
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