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Executive Summary

The purpose of this report is to analyse the development methods that are available to organisations in order to develop and improve individual’s workplace skills, as well as the potential benefits it can have on businesses success. Also the impact it can have on individual’s motivation and performance to able to deliver within the organisation, and how the management theorists can help businesses to apply, so that they can have an effective approach to the development methods.
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Introduction

Development methods are the process that organisation operate to grow and develop its employees, which can ensure businesses achieving its long-term goals and producing talented employees. According to (Olenski, 2015) finding talented employees could be difficult to find, but what’s more challenging is encouraging them to stay, it is there for critical for organisations to continue to invest on development programmes, so that talented employees remains. Also the key is how the organisations apply these methods are important; because it can enhance individuals to increase their knowledge, in order to contribute towards providing a professional service to its customers.
There are wide range of development methods that organisations can operate, but the main three will be critically analysed in this report will be Training, Motivation and Performance Management.  Training plays an important role in the organisation success and can improve employee’s performance, motivated workplace can increase productivity and achieve long term goals, and the performance management can help organisation retain and develop employee talent. It is mentioned by (Furnham, & Macrae, 2017) motivation and performance can be beneficial to both organisations and employees, it can improve on businesses productivity and an employee continues improvement.
A Personal Development Plan is a designed programme to help individuals to improve their knowledge and identify their weaknesses. It is to help individuals to focus on key areas where they to work upon, which can achieve their short or long term goals, as well as improve current job performance. According to (Spruce, 2016) a clear personal development plan also can be beneficial to people mental health and help them to reduce stress and anxiety. It is there for crucial for organisations to use a PDP for its employee’s appraisal system, which can allow individuals to work on its strength and improve on weaknesses, which can have a positive impact on individuals’ motivation and performance to deliver within job role. Also according to (Cottrell, 2010) PDP can encourage students to plan their work in order to develop all kind of skills such as people skills, problem- solving and self-management, which can be taken into their future career.
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Main Findings

Development Methods
 (CIPD, 2018)  defines that Development methods are what organisations operate to provide effective training and give individuals opportunity to develop within the company, as well as organisations focusing on strategy, goals and core purpose. For example individuals don’t want to just learn the basic of a job they wants to have a sense of purpose in order to develop their career (Kohll, 2018). Also from an organisation perspectives this can also enhance individual’s knowledge, and improve their performance, which can give individuals a greater understanding of their responsibilities in their job role and can give them motivation to build their confidence. For example If an employee is motivated it is likely that that they will be happier and healthier, which can allow business achieving its productivity and quality standards (Furnham, & Macrae, 2017). Furthermore it can allow businesses to find out individuals weaknesses and give them further training, which can reduce any potential risks within the company. This confirms by (Crawford, 2016) if an organisations utilised the development methods effectively it can allow businesses achieving it objectives and can ensure employees knowledge and skills are up to date.
Training 
 (Allencomm, 2019) stated that Training is an organised programme that organisations operate, to improve on employee’s performance, knowledge, skills and attitude all through learning experience. For example if an employee receives the correct methods of training, it can encourage and motivate them to develop their skills and knowledge to contribute towards organisation success, (Kappel, 2018). The UK L&D report found out that 94% of the businesses owners confirms that training is critical to businesses success (Independent, 2018). This is because training clearly allows employees to build their strengths and improve on their weaknesses, which can allow them to perform better in their job. On the other hand (Taylor, 2017) argues that training can be costly to businesses; it involves cost of mentors time, recruitment and administrative time on new hires. However (O’Neill 2018) explains that if an employee is well trained, it can show them they are being valued, which can motivate them to be engaged on their job. To show this, a recent survey suggested that employees who are engaged at work feel more energised and productive, which can help companies gaining their goals.
On- the job training is given by a mentor on the specific job, which allows the trainee to practice and understand the job role obtained during training (Heathfield, 2018). For example the mentor shows the trainee how to use workplace tools, equipment and knowledge, so that they can clearly understand their role. The disadvantage of this training method is that the mentor can pass bad habit to the trainee, which can have a negative impact on the business. (Roberts, 2016) suggested that on-the-job training can benefit organisation, which will create a culture of learning within the workplace, this will give the employees impression that the company values its staff to learn and develop. For example in recent years ASDA the retail supermarket have effectively used this system very well, where 80% of employees account for their development opportunities (Business Case Studies). This means individuals have developed from a colleague to a line manager. This result goes to show that if organisations are willing to have effective training methods in place, it can allow them to build a talented team and achieve their long term goals. 
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Off-the-job training usually given by an experience person through lectures, case studies, conference etc, and this type of training is usually taken place at a different location away from the working site (Reddy, 2016). (Norman, 2017) argued that this type of training can be expensive from an organisation perspective, because employees gets sent away from the company, which means paying out for extra resources . However (Duggan, 2019) suggested that off-the-job training can allow individuals to pay more attention to the trainee, which enables them to focus on the skills and knowledge, without any distraction. From an organisation point of view if employee is satisfied with the training it is likely to improve their morale, satisfaction and loyalty, which going motivated and engage individuals to perform well in their job role. 
Motivation 
Motivation is a driving force that persuades people to behave in a particular ways as they look to achieve a goal (Cole, & Kelly, 2011). Employee motivation is very important factor in a workplace, which can lead to individuals performing in a department. However (Cole, & Kelly, 2011) also argued that The Maslow’s Hierarchy theory is one of the key approach to human motivation factor, which has five-level pyramid, the bottom four being the deficiency needs of an individual, which is the physiological need of drinking, sleeping, and belonging. For example if an employee does not get what they desire, it is likely that they will become anxious, which could lead to dissatisfaction. The top of the pyramid is the self actualization, in order to achieve it all of the lower hierarchy must be satisfied, because it enable a person to be self actualize. However Maslow believed that healthy human beings require certain needs in the workplace, which can motivate them to perform in their job. On the other hand (Herzberg, 2017) motivation factor theory mentions that to create satisfaction within the employees it is critical that the following are provided.
Opportunities for achievement.
Recognizing employees’ contribution.
Training and development for personal growth.
Opportunities to advance within the company.

Also the hygiene factor theory is what causes dissatisfaction among people in the workplace, in order to remove job dissatisfaction Herzberg suggests that it is vital for the organisation to have the following methods in place by:

 Having good working conditions in place.
Showing respect and dignity to all pupils.
 Managing poor and obstructive company policies.
Providing effective and supportive supervision.
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The difference between the two theories is that Maslow’s Hierarchy is based on human needs, and their satisfaction is fulfilled and the Herzberg theory is based on reward and incentives. (Denning, 2012) argued that Maslow Hierarchy can be beneficial to a certain extent, but some individuals may argue that they already have the ability to self-actualize it is the fore unrealistic route to meeting those needs. On the other hand Tesco in recent years have applied Herzberg theory successfully, where many employees have developed within the company from a colleague to a manager. Tesco recognised that employee’s motivation was the key to its success, because motivation is the driving force which set out to achieve employee’s goal. This had a huge impact on Tesco sustain its growth and was able to open large number of stores throughout worldwide. This is also confirmed by (Kimball, & Nink,) who says that if an employee is not motivated, it is likely to have a huge impact on the businesses loosing productivity through employee absences. A Gallup survey found that dissatisfaction workers are absent from work 3.5 more days a year than other workers. This survey goes to show that it is critical for organisations and managements to build strong relationships with employees through clear communication, in order to engage individuals to maintain the growth of the business. According to (World 2013) only 13% of employees are engaged, 63% are not engaged and 24% are actively disengaged worldwide. This result shows that Motivation of employees is crucial for organisations in order to engage them.
Performance Management 
(CIPD 2018) defines that Performance management are the activities that organisation operate to maintain and improve individuals performance in order to achieve organisations objectives. The aim is to ensure that employees are motivated to contribute positively to achieving their goals. (Hearn, 2018) mentions that performance management is all about engaging individuals through ongoing workplace performance and development. This process takes place between a manager and a worker, which is an appraisal system, it allows the both the manager and worker to have discussions and analysis the potential learning development. 65% of businesses are still using the appraisal system in order to enhance individuals’ performance. However (Reddy, 2016) argues that the management spend around one hour with the employee during the appraisal system, which means if a company have large number of employee, it can be extremely difficult to evaluate the whole department. Here is an example of how Lloyds Bank PLC utilise the performance management system to ensure employees performance are contributed towards businesses objectives (Lloyds Bank Foundation).
Capturing objectives – this is to discuss key objectives and performance measures for each employee.
Monthly one to one meeting – this is to look at issues, concerns and raise any problems and what areas need focusing for the next month.
Performance management – this is to identify employee’s progress against improvement objectives within the company.
Appraisals – this is the end of year to discuss on the key areas of the job and include summary of achievement against the objectives and scale one to three, one being exceeded objectives.
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The most important component is the appraisals system, which can allow employees to know how well they are doing through feedback and for managers to able to monitor how well the employees are working (Inc, 2018). This system can rectify mistakes and planning objective targets. To conclude (CIPD, 2018) suggest that if an organisation were to achieve their goals, it is vital that they have a good performance management system in place which will reflect on businesses quality of work and productivity.
Potential Benefits 
(Shoaib, 2018) stated that in today’s competitive world the environment is changing rapidly mainly due to technology, and this is why it has become very important for organisation to utilise the development methods, which can make individuals feel that they are connected to the business, and from the organisation perspective, it can build skilled employees in order to achieve success. Also (Economy, 2018) agrees that businesses success depends on employee’s performance and this is why it is important for organisations to have an effective approach to its development methods, which can enable success and long term goals. However many businesses today fails to understand that investing on development methods can repay them in a greater way. According to (Business Case Studies) Tesco believed that effective development programmes can enhance employees to become more positive, productive and valuable, which can enable the organisation to retain the individuals in the long term. This is also confirms by (Edge, 2017) that development methods can benefit businesses to attract new talent and keeping existing employees more invested.
These are some of the potential benefits of individuals in the workplace:
Happy at work- if an employee is happy with their job, it will encourage them to remain loyal and job satisfied, for example happy employees will go that extra mile to achieve goals and take pride and this can have a positive impact on business goals (Bathena, 2018). However (Spacey, 2019) suggest that a satisfied employee will feel that their job as fulfilling, and enjoyable, which can increase business productivity and work quality. (Herzberg, 2017) mentions that his Motivation factor theory suggest that if organisation were to provide good working conditions and show respect to individuals, this can make them feel they are being valued and satisfied. On the other hand Maslow Hierarchy theory suggested that it is crucial for organisations to identify and satisfy the basic needs of individual’s in order to make them feel better job satisfaction. This also confirms by University of Warwick, when companies promote happiness in the workplace it can increase individuals productivity level by 12 % (Vennus 2017). This particular statement is true, because unhappy workers can reduced productivity, poor customer service and reduced their morale (Morgan). 
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More motivated – if an employee is motivated in a workplace it is likely to increase productivity and allow businesses to achieve higher levels of output. This is why it is very important for organisations to continually monitor individual’s motivation level, by having an appraisal system in place, which will allow them to discuss any issues or problems that they may faced, and give them the support and training they require. According (CIPD 2018) the appraisals system is vital for organisation to use, which can give businesses a clear understanding of individual’s goals. The Maslow’s Hierarchy suggested that if an employee is motivated, it is likely that they can reach the highest level of the pyramid called self-actualization. (Handy & Heath, 1996) mentions that there is a 360-degree feedback, which organisations can apply to assess individual’s performance, it usually done by obtaining data from questionnaires that will estimate different perspectives of individuals behaviour, so that weaknesses can be identified. The advantage of 360-degree feedback is that individuals can have broader point of view of their performance, which can have an impact on individual’s motivation.
These are some of the potential benefits it can have on organisations:
Continuous Improvement –According to (CIPD 2018) it is vital for organisation to maintain a high level of efficiency in development process in order to maintain its level of performance and huge changing of environment and technology. (Wilkins, 2017) puts a very strong point through that continuous improvement is a powerful force that gives organisations to improve on products, processes or services, which can be essentials for long-term business success.
Better Reputation – a good reputation can have a positive impact on employees, for example if an employee is feel valued in their job, it can motivated them to bring life to the company, which can help the business facilitate its growth. (Silverman, 2017) stated that Uber, which is a taxi firm was involved in a sexual harassment case  in the past year, which have damaged the company’s reputation and market share, as well as government taking action not to renew Uber’s operating permit. This goes to show that it is vital for organisations to build a good reputation by having an effective approach to its development methods. On the other hand companies will need to understand that by building a good reputation for the business can have less risk, higher trust, increase profits to the business. Also the customers will be more loyal and willing to purchase range of products and services (Newquist, & Schatz, 2007). 
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Personal Development Plan
Personal development plan is a process of establishing aims and objects of an individual in their short or long term career. PDP allows individuals to find out their strength, weaknesses, threat and opportunity within the business, which can help them to improve on their career. According to (Cottrell 2010) PDP will give individuals the ability to understand their performance and evaluate themselves in order to achieve its objectives.

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?
Improve my Communication Skills	Receive feedback from my line manager.	Communicate with family and friends on social media sites and communicate more in the workplace.	Getting involved with group activities with people and receive feedback.
Develop my IT Skills	Feedback from the team.	Take part in IT training programmes. 	Ensure that I will attend all training programmes.
Improve on my presentation Skills	Feedback from my lecturer	Practice in front of audience as well as listening to how presentation is delivered from other pupil’s.	Taking part in class presentations and get feedback from audience and tutor.
Increase my research Skills		Using more references for my assignments 	Reading more articles and books


From an organisation perspective a PDP can allow them to understand and measure employee’s performance, through an appraisal system, which can enable the person to work on their strength and improve on weaknesses. This system can be huge advantage to businesses motivating its employees to contribute towards business objectives. Also PDP can be beneficial to an individual, which can allow them to receive feedback from professional, and transfer these skills into their future career.				
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Conclusion
This report concludes that developments methods are vital for organisations to operate effectively, in order to maintain the continuous improvement of the business, the development of its employees and to achieve its long term goals. In addition the Management theories of Max Weber and Fredrick Herzberg can be beneficial for organisations to utilise in order to motivate its employees to strive for excellence. Also the PDP plan can encourage students and employees to improve on weaknesses as well as evaluate themselves to achieve their goals.
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Appendix

Tesco Development Methods 
Development methods are utilised in Tesco to extend the capabilities of its employees to improve on the job performance, and helping them to grow through development process, which can lead to a career development. The management teams encourage employees to ask questions, so that they can review and assess their skills, so they can provide them with feedback in order to improve their job performance and ability to progress. According to (Claire, Scullin 2014) Tesco have won the 2014 personal award for learning and development. This was mainly to creating a leadership skills toolkit, which provided practical support to its employees.
Apprenticeships 
 According to (Tescoplc.com 2011) Tesco have underlined that it is committed to improve on training and development of its workforce with its apprenticeship programmes by offering 3,000 existing employees joining the scheme. The apprentices had to spend nine months to develop key skills in maths and English and improve their communications, teamwork and problem-solving skills in order to achieve a nationally recognised QCF qualification. This scheme has given opportunities to individuals to build a career within the business, as well as Tesco gaining talented employees.
Graduate 
In 2011, when the unemployment crisis hit in the U.K, Tesco have given opportunities to 400 graduates to start the programmes across its 19 schemes in 2012. Tesco believed that this was the right time to work hard and create employment and training opportunity for individuals. Tesco structure the scheme by providing training, mentoring and hands on work in all different areas within the business. This scheme allowed individuals to gain practical experience while getting paid, and if completed successfully it will allow them a position within the business.
Moving Up Programme
 According to (our Tesco 2015) Tesco launched a moving up programme, which gives the employees opportunity to move up the ladder from a colleague to a line manager. Moving up is all about developing employees so that they are ready and able to take responsibilities on their current job and step up to the next level, this is through on-the-job and off-the job training. Tesco believed giving opportunity to employees can make them effective in learning and make it an energetic, enjoyable and fun place to work.
Personal Development
The employee’s personal plan includes activity plans and a learning log, the plan is to review employees’ performance via checklists in order to monitor which plans are completed, and the learning log is to keep all record of employees key learning points. The advantage of the employee development plan is that it can help Tesco to produce long lasting competencies; which will make employees become more positive, productive and valuable to the business. Tesco believed that recruiting new staff is more expensive than retaining existing staff, and the personal development can increase the level of employee motivation.
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Strength 
Leading supermarket – According to worldatlas.com Tesco is the largest supermarket in the U.K and has 27.8% of the market share in the grocery market.
Operated worldwide – Tesco has stores in 12 countries across Europe and Asia such as India, China, Hungary and Poland.
Club cards – the Tesco club cards have helped the company to understand customer behaviour and grow enormously in the U.K.
Won numerous awards – Tesco has won awards in retail excellence, customer service and overall shopping experience. 
Weaknesses 
Tesco finance profit – according to (the Independent 2017) Tesco has been fined £ 129 million by the fraud office in the U.K, due to overrating its profit in 2014. This has negatively impacted on the company’s image and reputation.
Competitive pressure – have lead to price wars that have eroded some of the retailers profit margin. In fact Tesco should have been focused on other ways to gain competitive advantage. This resulted in 43 stores closures according to (BBC News 2015).
Research and development – in recent years Tesco have been below the fastest growing players in the industry, it has not been able to compete with other retailers in terms of innovation.
Investing on technology- Tesco will need to invest more on new technology, so that they can integrate the processes across the board.
Performance Management 
Tesco have been using the performance management system effectively to ensure that the business goals are meet by the employees. The Tesco management team believed that a company might have a good process in place, but how they implement the system effectively is important because, it can have a huge impact on employee’s motivation. The five components Tesco are using successfully for the performance management system are;
Planning – this is the first step and the most important components of the performance management system.
Feedback - the managements and team leaders are required to provide feedback on how well each employee is doing.
Improvement plan – Tesco are consistently looking to improve, by giving employees the correct training, coaching and mentoring.
Appraisals system – this is a review that takes place between a manger and employee to discuss any current problems or issues they may have. Also the potential appraisals to discuss promotion and future growth within the company.
Pay and reward – Tesco are consistent planning to focus on bonuses, compensation, rewards and perks for its employees.
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The most important component is the appraisals system, which can allow employees to know how well they are doing and for managers to able to monitor how well the employees are working. This system can rectify mistakes and planning objective targets. According to (CIPD 2018) if an organisation were to achieve their goals, it is vital that they have a good performance management system in place.
The Lloyds group PLC also have been using this system effectively, but they have different approach to Tesco. Lloyds have the five management cycle to ensure employees performance contribution to business objectives.
Capturing objectives – this is to discuss key objectives and performance measures for each employee.
Monthly one to one meeting – this is to look at issues, concerns and raise any problems and what areas need focusing for the next month.
Performance management – this is to identify employee’s progress against improvement objectives within the company.
Appraisals – this is the end of year to discuss on the key areas of the job and include summary of achievement against the objectives and scale one to three, one being exceeded objectives.
According (CIPD, 2018) the appraisals system is vital for organisation to use, which can give businesses a clear understanding of individual’s goals.
Out of the two organisation Lloyds performance management have better techniques and more unique methods then Tesco. For example they are more focusing on employee’s problems and progression and Tesco are only looking to improve on their system.
Herzberg Theory
Motivation is the art of engaging with people in the workplace in an appropriate way that they give their very best performance.
In 1959 Frederick Herzberg came up with two factor theory to improve the motivation of individuals in a workplace. 
Hygiene factors, which is to improve the dissatisfaction and dissatisfies. 
Motivation factors, is to increase job satisfaction and satisfiers.
The hygiene factors are what cause dissatisfaction among people in the workplace. For example if an employee is unhappy in a job this may because they are underpaid, lacked effective leadership or consistently in dispute with co-workers. In order to remove job dissatisfaction, management will need to eliminate these by;
Good working conditions 
Showing respect and dignity to all employees.
Managing poor and obstructive company polices.
Providing effective and supportive supervision.
Ensuring wages are competitive.
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Management will need to follow all of these actions in an appropriately way in order to get employees give their best performance. Hygiene factors are all about making employee feel comfortable, secure and happy. It is no point trying to motivate people until these actions are solved effectively.
Motivation factors are the job satisfaction in a workplace. In order to motivate someone it is important that you identify and satisfy their needs and desire. For example if a worker does a job well and you recognize and acknowledge their contribution, this can motivate them to perform better.
To create satisfaction in a workplace organisations will need to provide;
Opportunities for achievement.
Recognizing employee’s contribution.
Giving responsibilities to each individual.
Training and development for individual’s personal growth.
Opportunities to advance in the company through internal promotions.

 The advantage of the hygiene theory is that is different to other theories in the method of categorisations it is the basic needs of human being. This means basic needs do not give motivation to workers. The disadvantage is that management whose employees with low motivation needs are concerned. Usually less educate workers do not have the need for achievement and self- actualisation. However the important of both of these theories is to improve job attitudes and productivity in an organisation.

.
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