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[bookmark: _Hlk28975262]Introduction
The purpose of this report is to critically analyse and assess the potential benefits to the organisation and to the individual of personally developing individuals within the work place.
On a chosen topic the main focus or this research is to relate to relevant data collection from the workplace in this case retails company and evaluate the vehicles available to an organisation appropriate to the development needs of the individuals.
As a main is to develop a Personal Development Plan to meet the development criteria expected of an individual.
It will represent the benefits and/or disadvantages of the HRM within the workplace by bringing relevant figures and charts to demonstrate findings and present with.
Using research from published literature and visual representations, this research will offer a deeper insight of how to improve and support individuals in the workplace.
Human Resources Management in retail.
Description of HRM:
The HRM idea of Human resource management (HRM) is concerned with aspects of how people are employed by organizations. The main activities of HRM are human capital management, knowledge management, corporate social responsibility, organization development, resourcing (workforce planning, recruitment and selection and talent management), learning and development, performance and reward management, employee relations, employee well-being and the provision of employee services.
As described HRM is delivered through the HR architecture of systems and structures, the HR function and, importantly, line management. HRM replaced the human relations approach to managing people founded by Elton Mayo (1933) who based his beliefs on the outcome of the research project conducted known as the Hawthorne studies. Members of this enterprise believed that productivity was directly related to work satisfaction and that the output of people would be high if someone they respected took an interest in them. Earlier references to human resources were made by Bakke (1966).
Furthermore Armstrong (1977) found out that in an enterprise ‘the key resource are people’. However it did not come out in a full form until the 80s through what might be called its founders. The term HRM was taken up by both UK managers (for example, Armstrong, 1987; Fowler, 1987) and UK academics’. 
Hendry and Pettigrew (1990) stated that HRM it provided a diagnosis and proposed solutions to problems. They also mentioned that: ‘What HRM did at this point was to provide a label to wrap around some of the observable changes, while providing a focus for challenging deficiencies in attitudes, scope, coherence, and direction of existing personnel management’. Armstrong (1987) argued that HRM is regarded by certain managers as just a set of initials. Although there is nothing new in the idea, insufficient attention has been paid to it in many organizations. 
However, commentators such as Guest (1987) and Storey (1995) thought of HRM as a substantially different model built unitarist (employees share the same interests as employers), individualism, high commitment and strategic alignment (integrating HR strategy with the business strategy). It was also claimed that HRM was more holistic than traditional management. 
HRM denied Human resource management can be denied as a strategic as well as integrated approach to the employment, development and happiness of the people working in organizations. Boxall and Purcell (2003) denied saying that ‘all those activities associated with the management of employment relationships in the HRM’. Later a different definition was given by Watson (2010): HRM is the managerial utilisation of the efforts, knowledge, capabilities and committed behaviours which people contribute to an authoritatively co-ordinated human enterprise as part of an employment exchange (or more temporary contractual arrangement) to carry out work tasks in a way which enables the enterprise to continue into the future.
Goals and Models of HRM: 
● support the organization in achieving its objectives by developing and implementing human resource (HR) strategies that are integrated with the business strategy (strategic HRM); 
● contribute to the development of a high-performance culture; 
● ensure that the organization has the talented, skilled and engaged people it needs; 
● create a positive employment relationship between management and employees and a climate of mutual trust;
Organizational behaviour theory it describes how people within their in workplace act individually or in teams and how the company is functioning in terms of their structure, processes and culture. It therefore influences HRM approaches to organization design and development and enhancing organisational capability (the capacity of an organization to function effectively in order to achieve desired results).
Contingency theory approves that HRM practices are dependent on the organization’s environment and circumstances. This means that, as Paauwe (2004) explained: ‘The relationship between the relevant independent variables (T&C’s) and the dependent variable (performance) will vary according to the influences such as company size, growth and technology, capital, uniformity, industry/sector sometimes even location etc.  
Contingency theory is associated with the need to achieve congruence between an organization’s HR strategies, policies and practices and its business strategies within the context of its external and internal environment. This is a key concept in strategic HRM.

Human Resources Management Models:
The 5-P model of HRM as formulated by Schuler (1992) the 5-P model of HRM describes how HRM operates as the followings. 
HR philosophy – a statement of how the organization regards its human resources, the role they play in the overall success of the business, and how they should be treated and managed. 
HR policies – these provide guidelines for action on people-related business issues and for the development of HR programmes and practices based on strategic needs. 
HR programmes – these are shaped by HR policies and consist of coordinated HR efforts intended to initiate and manage organizational change efforts prompted by strategic business needs. 
HR practices – these are the activities carried out in implementing HR policies and programmes. They include resourcing, learning and development, performance and reward management, employee relations and administration. 
HR processes – these are the formal procedures and methods used to put HR strategic plans and policies into effect Brewster (1993).

[bookmark: _Hlk28980925]European model of HRM Brewster (1993) described a European model of HRM as follows:
● environment – established legal framework; 
● objectives – organizational objectives and social concern – people as a key resource; 
● focus – cost/benefits analysis, also environment; 
● relationship with employees – union and non-union; 
● relationship with line managers – specialist/ line liaison; 
● role of HR specialist – specialist managers – ambiguity, tolerance, flexibility. The main distinction between this model and what Brewster referred to as ‘the prescribed model’ was that the latter involves deregulation (no legal frame- work), no trade unions and a focus on organizational objectives but not on social concern. Brewster, C, Sparrow, P and Harris, H (2005)
As set out by Mabey et al (1998) the characteristics of the European model are: 

● dialogue between social partners; 
● emphasis on social responsibility; 
● multicultural organizations; 
● participation in decision-making; 
● continuous learning.
Managing people in the organisation: 
To understand how organisations function and how people behave in them is important to HR and to all managers alike as Nadler and Tushman (1980) agree. 
The sources and applications of organizational behaviour theory. Organizational behaviour theory is mainly based on the behaviour science. These are not recognised as the fields of enquiry dedicated to the study of human behaviour through very complex practices. 
[bookmark: _Hlk28978721][bookmark: _Hlk28972777]The importance of organizational behaviour theory by Nadler and Tushman (1980) found out the managers do the jobs within complex social systems called companies.. Therefore the task of the manager is to influence behaviour in a desired direction, which is usually to achieve great results. However this definition of the management role, skills in the discovering the patterns of organizational behaviour become pivotal points Nadler and Tushman (1980.
The manager needs to understand the patterns of behaviour that are observed, predict in what direction behaviour will move (particularly in the light of managerial action), and to use this knowledge to control behaviour over the course of time Nadler and Tushman (1980).
[bookmark: _Hlk28974574]However organizational behaviour was denied by Huczynski and Buchanan (2007) as the term used to describe ‘the study of the structure, functioning, and performance of organizations and the behaviour of groups and individuals within them’. 
Characteristics of organizational behaviour theory:
Characteristics of organizational behaviour – Ivancevich et al (2008) 
● It is a way of thinking – about individuals, groups and organizations. 
● It is multidisciplinary – it uses principles, models, theories and methods from other disciplines. 
● There is a distinctly humanistic orientation – people and their attitudes, perceptions, learning capacities, feelings and goals are of major importance. 
● It is performance-oriented – it deals with the factors affecting performance and how it can be improved. 
● The use of scientific method is important in studying variables and relationships. 
● It is applications-oriented in the sense of being concerned with providing useful answers to questions that arise when managing organizations. 
The strategic HRM approach to resourcing 
[bookmark: _Hlk28972920]The philosophy behind the strategic approach to resourcing is that it is people who implement the strategic plan Quinn Mills (1983)
● the numbers of people required to meet business needs; 
● the skills and behaviour required to support the achievement of business strategies;
● the impact of organizational restructuring as a result of rationalization, decentralization, delayering, acquisitions, mergers, product or market development, or the introduction of new technology – for example, cellular manufacturing; 
● plans for changing the culture of the organization in such areas as ability to deliver, performance standards, quality, customer service, teamworking and flexibility, which indicate the need for people with different attitudes, beliefs and personal characteristics. successful in process people strategy, formulation a human will mergers management situation business strategy Quinn Mills (1983)
 
Performance Management and Career Development:
Performance is denied as behaviour that accomplishes results as noted by Brumbach (1988). Performance means both behaviour and results at the same time. Behaviours emanate from the performer and transform performance from abstraction to action. Not just the instruments for results, behaviours are also outcomes in their own right the product of mental and physical effort applied to tasks – and can be judged apart from results. Brumbach (1988) noted that because of the significance of behaviour there was more to success or failure than whether results were achieved: ‘Success is not always positive nor failure always negative’.
However, Campbell (1990) suggested that performance is the outcome of three main factors. 
1. knowledge about facts and things (termed declarative knowledge); 
2. knowledge about how things are done and the skills to do them (termed procedural knowledge and skills); 
3. motivation to act, to expend effort and to persist (termed motivation).
The following three theories highlights the performance management. 
[bookmark: _Hlk28977685][bookmark: _GoBack]Goal theory, as developed by Latham and Locke (1979), underlines four mechanisms that connect goals and task to outcomes and work very well in the retail industry.
1. [bookmark: _Hlk28977562]they direct attention to priorities; 
2. they stimulate effort; 
3. they challenge people to bring their knowledge and skills to bear to increase
4. their chances of success; and the more challenging the goal, the more people will draw on their full repertoire of skills. 
The theory supports the emphasis on performance management on setting and agreeing objectives contrary which performance can be measured and managed as well. Control theory focuses its attention on feedback as means of shaping the behaviour. When people receive feedback on their behaviour they appreciate the discrepancy between what they are doing and what they are expected to do and take corrective action to overcome the discrepancy. Feedback is recognized as a very important part of performance management processes. 
Social cognitive theory was developed by Bandura (1986). It is based on his central concept of self- efficacy. This suggests that what people believe they can or can’t do great impacts on their performance. Developing and improving the positive self-belief in employees is an pivotal performance management objective Bandura (1986).
Principles of performance management.
The research conducted by Armstrong and Baron (1998, 2004) identified the following 10 principles of performance management as stated by practitioners: 
1 It’s about how we manage people – it’s not a system. 
2 Performance management is what managers do: a natural process of management. 
3 A management tool that helps managers to manage.
4 Driven by corporate purpose and values. 
5 To obtain solutions that work. 
6 Only interested in things you can do something about and get a visible improvement. 
7 Focus on changing behaviour rather than paperwork. 8 Based on accepted principle but operates flexibly. 
9 Focus on development not pay. 
10 Success depends on what the organization is and needs to be in its performance culture.
Performance and Personal development planning:
[bookmark: _Hlk28972992]Performance planning is based on performance agreements. Expectations are denied generally in role profiles that specify key result areas; the knowledge, skills and abilities (KSAs) required and the behavioural competencies needed to perform well. What has to be accomplished in key result areas can be denied in the form of objectives or targets. An important aspect of performance planning is the process of aligning individual goals with the strategic goals of the organization. The acronym ‘SMART’ is often used to define a good objective. Traditionally, S stands for specific (sometimes ‘stretching’), M for measurable, A for agreed, R for realistic and T for time-related. 

The conclusion reached was that in most cases a very good training programme can be linked to improvements in business results and that return on investment in training programmes is very high, in this way training programmes are beneficial to developing the workers and improving their skills. Birdi et al (2008) in their longitudinal study of 308 companies found that extensive training produced a gain of 5 per cent in value added per employee Birdi et al (2008).
[bookmark: _Hlk28973003][bookmark: _Hlk28977833]Research by Aragon and Valle (2013) into the impact of training on the performance of managers established that firms that train their managers obtain better results than those that do not, and that the intensive training contributes to improved performance Aragon and Valle (2013).
Individual learning:
Individual learning comprises the processes and programmes used to increase the capabilities of individual employees. Strategies for individual learning are driven by the organization’s human resource requirements, which are expressed in terms of the skills and behaviours required to achieve business goals. 
Strategies should normally cover: 
● how learning needs will be identified; 
● the role of self-managed learning; 
● the facilitation of workplace learning; 
● the support that should be provided for individual learning in the form of guidance, coaching, mentoring, learning resource centres, e-learning and internal or external training programmes and courses Aragon and Valle (2013).
Organisation development strategy: 
[bookmark: _Hlk28978928]Strategies for creating a learning culture a learning culture is one in which learning is recognized by top management, line managers and employees generally as an essential organizational process to which they are committed and in which they engage continuously. The characteristics of a learning culture are self-managed learning not instruction, long-term capacity building not short-term and empowerment not supervision Reynolds (2004).
It was described a learning culture as a ‘growth medium’, in which ‘employees will commit to a range of positive discretionary behaviours, including learning’. He suggested that to create a learning culture it is necessary to develop organ- binational practices that ‘give employees a sense of purpose in the workplace, grant employees opportunities to act upon their commitment, and offer practical support to learning’ Reynolds (2004).
The steps required to create a learning culture and further develop in the career field as proposed by Reynolds (2004) are: 
● Develop and share the vision – belief in a desired and emerging future. 
● Empower employees – provide ‘supported autonomy’; freedom for employees to manage their work within certain boundaries (policies and expected behaviours) but with support available as required. Adopt a facilitative style of management in which responsibility for decision-making is ceded as far as possible to employees. 
● Provide employees with a supportive learning environment where learning capabilities can be discovered and applies
● Use coaching techniques to draw out the talents of others by encouraging employees to identify options and seek their own solutions to problems. 
● Guide employees through their work
Career development monitoring models
Key Performance indicator (KPI)
What is a SMART KPI?
A Key Performance Indicator is a measurable value that demonstrates how effectively a company is achieving key business objectives. Organizations use KPIs at multiple levels to evaluate their success at reaching targets. High-level KPIs may focus on the overall performance of the business, while low-level KPIs may focus on processes in departments such as sales, marketing, HR, support and others.
One way to evaluate the relevance of a performance indicator is to use the SMART criteria Specific, Measurable, Attainable, Relevant, Time-bound Harrison, R (2009)


Appraisals 
Managing performance every 6 months it is one of the most important features of performance management is that it is a continuous process that reflects normal good management practices of setting direction, monitoring and measuring performance and taking action accordingly. 
Managers should not feel that the performance management is something extra, it is part of their job role. It should be a function that all good managers need to execute. This approach contrasts with that used in conventional performance appraisal systems, which were usually built around an annual event This was carried out at the behest of the personnel department, often perfunctorily, and then forgotten. 
Managers proceeded to manage without any further reference to the outcome of the review, and the appraisal form was buried in the personnel records system. However, formal reviews that include assessments of performance, as described below, are essential parts of the performance management cycle. The performance review A performance review provides a focal point for the consideration of key performance and development issues. 
The review should be rooted in the reality of the individual’s performance. It is concrete rather than briefly and will allows managers and individuals to take a positive look together at how performance can become better in the future and how any problems can be solved. Individuals should be encouraged to assess their own performance and become active agents for change in improving their results. This should be done by managers only. 
Managers should be encouraged to adopt their proper enabling role: coaching and providing support and guidance. There should be no surprises in a formal review if performance issues have been dealt with as they should have been – as they arise during the year. Traditional performance appraisals were often no more than an analysis of where those involved are now, and where they have come from. 
This static and historical approach is not what performance management is about. The true role of performance management is to look forward to what needs to be done by people to achieve the purpose of the job; to meet new challenges; to make even better use of their knowledge, skills and abilities; to develop their capabilities by establishing a self-managed learning agenda; and to reach agreement on any areas where performance needs to be improved and how that improvement should take place. This process also helps managers to improve their ability to lead, guide and develop the individuals and teams for whom they are responsible.
There are 12 golden rules for conducting performance review meetings: 

1. Managers should be prepared in advance and have a list of notes. They should start by appreciating the workers and then mention the not so good points they have make. Thought should also be given to any changes that have taken place or are contemplated in the individual’s role, and to work and personal objectives for the next period. Individuals should also prepare in order to identify achievements and problems, and to be ready to assess their own performance at the meeting.
2 Continuously work to clarify a structure. The meeting should be prepared in advance and you should have points noted down for to raise. Allow enough time for the meeting so the other person doesn’t feel like an object. One hour is usually enough to evaluate a review of the appraisal. Give more time if necessary. 
3 Create the right atmosphere. A successful meeting depends on creating an informal environment in which a full, frank but friendly exchange of views can take place. 
4 Good feedback. People need to know how they are getting on. Feedback should be based on factual evidence. It refers to results, events, critical incidents and significant behaviours that have affected performance in specific ways. The feedback should be presented in a manner that enables individuals to recognize and accept its factual nature – it should be a description of what has happened, not a judgement. Positive feedback should be given on the things that the individual did well in addition to areas for improvement. 
5 Try to use your time productively. The reviewer should test understanding, obtain information, and seek proposals and support. Time should be allowed for the individual to express their views fully and to respond to any comments made by the manager. The meeting should always be a dialogue between the rather than a monologue. Both should seek a positive conclusion. 
6 Use praise, if possible, managers should begin with praise for some specific achievement, but this should be sincere and deserved by the workers. Appreciation and encouragement helps people to relax. 
7 Allow the group or individuals to discuss and talk. This let them to get rid of things out of their mind and helps them to feel that they are getting a fair hearing. Use open-ended questions. This will encourage people to broaden their thinking.  
8 Invite the staff at a self-assessment brainstorming. You will be able to see how things look from their point of view and to provide a base for the discussion. As it is known many people underestimate themselves. 
9 Discuss performance not personality. Discussions on performance should be based on factual evidence, not opinion. 
10 You should always encourage performance. You should not hand out praise or blame. Analyse the members as a group or team and objectively why things went wrong and what has to be done to improve. 
11 As a manager do not give unexpected criticisms. The discussion should only be concerned with events or behaviours that have been noted. Feedback on the performance should be given as soon as possible and not wait until the end of the year 
12 Agree measurable objectives as action plan. The aim should be to end the review meeting on a positive base. 

Assessment:
Overall assessment is generally based on an analysis of performance. The aim is to reach agreement about future action rather than to produce a summarized and potentially superficial judgement. The managers are expected to understand the member of their team as a result of the analysis. This understanding will later ensure and will appreciate how well or not so well they are doing. The analysis should also identify the best possible workers as well and those who are below average

Personal Development Plan: 

	Goal

	To do
	Time

	1. get a degree
	-to get a degree I need to focus on reading and researching in the field I study. I will also need to set my personal KPI to be able to track the progress


	2 years
by June 2012

	2. get promoted as are manager
	-I will need to do a course to use Excel and Word. 
I will need to develop more management skills such (leadership, critical thinking)
	within 6 months with an extended date of 6 extra month. 
12 months

	3. learn how to operate the engraving machine. 
	-I need to take a course in engraving in order to operate the engraving machine, in order to reduce the costs. 
	3 months




Conclusion:
At the end of this report on the definitions above, critical analyse and personal research in regards to the HRM
The main purpose of a research is to asses the potential benefits to the organisation and the individual within the workplace. The report has presented a variety of tools and models to understand the Human Resource Management and how to develop a PDP. You can represent this PDP in a table or you can write about it in subpoints using a SMART KPI to check the progress you are making throughout the journey of your career development. 
According to Latham and Locke(1979) they underline some mechanisms that connect goals to performance which focus the attention to priorities, they stimulate effort; they challenge people to bring their knowledge and skills to increase their chances of success; 
On the other hand following Reynolds (2004) steps can help you promote into a managerial role. As well according to Benabou (1996) it says that individual learning has very big impact on your overall growth. 
I believe that the skills you gain whilst creating a PDP offered me a better insight over the HRM and will help my career growth by following simple steps. 
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