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[bookmark: _Toc5913644]Executive Summary

The purpose of this report is to discuss the development methods which are being used for every organisation to develop the individual needs. The report also focuses on the benefits of development methods within the workplace resulting in employment opportunities and organisational success.


There are many types of development method which every individual prepares themselves for an organisation as a whole. The three-development method which is indicated in this report is Motivation, Performance Management and Employee Engagement. However, every organisation applies theories to perform better and to motivate their employees and employers, to bring achievement for the workplace.  


Maslow Hierarchy theory and Herzberg's motivational two-factor theory have been introduced in this report, which has shown how it could be implemented in an organisation and how it is beneficial for an individual to develop themselves for a workplace. However, a case study by Sika has also been introduced which links to performance management, that shows how they prepared a system to perform better in their organisation.


The report concluded that all three development methods are beneficial for all individual’s development and the organisation. Also, it motivates engaged employees by showing good performance management which leads to a greater success to every organisation as a whole.
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[bookmark: OLE_LINK1][bookmark: OLE_LINK2]Development methods profit an organisation as a whole and individuals in the workplace. Well-developed employees with correct coaching and skilled goals typically perform higher than those who receive very little development or coaching through a leader. Higher activity employees can facilitate corporations succeed, individuals are more motivated and work harder to reach the goal, this is suggested by Jenkins, (2019). The development methods that are most used in an organisation which is Motivation, Performance Management and Employee Engagement.

Motivation is the point at which an individual demonstration or acts with a certain goal in mind, it wants each need and be an intention to set their objectives, this was recommended by Middleton and Perks (2014). According to Cherry (2018), Maslow Theory of Needs was created by Abraham Maslow Hierarchy in 1943, Maslow developed a five-stage theory presented as a pyramid, that places the individuals needs in different category these are physiological needs, safety and security needs, social needs, esteem needs, and self-actualisation needs, it is a theory which observes every human being behaviour. 

Performance management describes the preparations that employers use to maintain and enhance the overall performance of their team of workers so that the organisation achieve its goal, this is suggested by the CIPD (2019). It is also known as a method of measuring employee performance, which may impact employee progression as well as organisational success.

Employee engagement represents the amount of enthusiasm that all employers have with the whole organisation. The individuals place further effort for the organisation and an indication of how committed the employee is and to stay there (Croswell, 2019). Frederick Herzberg is an American psychologist who came up with a two-factor theory in 1959. The two-factor frameworks are Motivational factors and Hygiene factors (Miner, 2015).
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Motivation 

Motivation is one of the development methods which is being utilised in every organisation, to aim for every employee that is engaged and disengaged to the workplace. Maslow Hierarchy of Needs is a standout amongst the best speculations you can discover about motivation. It is a theory which is used for a wide range of companies for motivation towards employees, this is suggested by Stoyanov (2017). 

Motivation: Maslow Hierarchy of Needs:

This is supported by Maslow Hierarchy theory, which relies on the fact that what individuals want to achieve in life and prioritise the needs for what is important. The content theories of job satisfaction deriving from Maslow’s Hierarchy of needs revolve around the needs of employees and the factors that bring them a reasonable degree of satisfaction based on human beings basic physical, biological, social and physiological needs, this is suggested by Badubi (2017). 

According to Acevedo (2018), the benefits of Maslow need theory, it is the most influential motivation speculations in the organisation and hierarchical conduct. A straightforward method for understanding human instinct and to observe. However, as indicated by Parikh (2018), the disadvantages of Maslow Theory, are that most people don't think a similar way. An individual can carry on uniquely in contrast to other people, some will offer significance to their social needs and regard as opposed to their safety needs. When others will give importance to their safety needs and offer need to what is progressively essential. In this manner, it is proposed by Parikh, (2018), that despite the fact that the hypothesis has its strengths and weaknesses, Maslow Hierarchy of motivation, is a most used and critical theory for whole organisations, which measures a human being behaviour as well as their development. 

How Motivation benefits the individual and an Organisation

Investing in the improvement of the team worker brings about many advantages, Gellerman (2015), indicates that these are together with elevated productivity, better exceptional of work, adherence to best standards, multiplied team of employee’s retention and satisfaction. Employees who improve a wider variety of competencies are ultimately able to undertake a higher variety of work. However, according to the Institute of Leadership and Management (2012), there are many reasons why employee motivation is significant. Particularly as a result of it permits management to fulfil the organisation needs. If it is not in a motivational environment then the organisation could be in a higher risk. Without motivation, it will result in increased productivity and allow an organisation to realise higher levels of output, this is also suggested by Gellerman (2015). Employee motivation is exceptionally essential because of the advantages that it conveys to the organisation, the advantages include:

Expanded Employee responsibility: At the point when Employee is propelled to work, one will put its best effort into the tasks that are given out (Gellerman, 2015).

Improved Employee fulfilment: Employee fulfilment is essential for each organisation since this can lead to a positive development for the organisation (Gellerman, 2015). 

Continuous worker improvement: Motivation can encourage a labourer achieving the objectives and can encourage the self-advancement of an individual. When that specialist meets some underlying objectives, it is understood all reasonable connection among exertion and results, which will additionally propel one to proceed at a high level (Gellerman, 2015). 

Improved Employee proficiency: An Employee proficiency level is not just founded on the capacities or capabilities. For the organisation to get absolute best outcomes, an employee needs a decent harmony between the capacity to play out the errand given and eagerness to handle each task given. This equalisation can prompt an expansion of profitability and an improvement in effectiveness (Gellerman, 2015).  

Organisations depend on the employees to create items or give benefits in a convenient manner. However, keeping in mind that representatives can without much of a stretch get familiar with the undertakings and systems required to do the jobs, an organisation can profit by giving inspirational motivating forces to uncommon occupation execution. Motivation theory in an organisation has to do with the manner by which it inspires employees to execute as a gathering and individual occupation jobs, this is suggested by the Institute of Leadership and Management (2012).

Utilise a comprehension of Abraham Maslow's Hierarchy of Needs Theory of inspiration to build up an organisation that addresses employee issues while empowering expanded dimensions of execution. The theory offers a reason for organisational development with high representative motivation to accomplish the company’s objective. An organisation that fulfils Maslow's standards can highly achieve fulfilment, astounding employee maintenance and build a strong team (Stoyanov, 2017).

Performance Management

How does one manipulate performance inside the organisation? The most frequent part of the process and one with which individuals are most familiar with is the procedure of the performance appraisal or evaluation. However, according to CIPD (2019), the overall performance appraisal process is no longer the only component that is accomplished in performance management. Performance management is the manner of identifying, measuring, managing and developing the performance of the human resources in an organisation. Basically, it is attempting to know how well employees operate and then to sooner or later enhance that overall performance level. When used correctly, performance management is a systematic evaluation and size of employer performance, this is suggested by Murphy et al (2018). Here is a case study about an employer who performed a system for performance management to run the organisation.

Performance Management: Performance Management Case Study by Sika

According to a case study a system was performed in a five-step process to run their organisation for performance management. A new performance management system was designed and implemented by Sika to meet the organisation needs (ACAS, 2019).

Sika is a speciality chemical employer headquartered in Switzerland, which manufactures, and components merchandise for bonding, sealing, damping, reinforcing and protecting in the building area and manages the company (ACAS, 2019).

The design of the system was based totally around a five-step process, consisting of
Diagnostic review, Design and planning, Pilot, Implementation, and Evaluation
stages. In the Diagnostic assessment stage, the industry determined that it wished to
avoid creating a new HR tool, alternatively attractive senior managers to understand
and talk the need. This meant that communications, though drafted by HR, were despatched to personnel through the office of the General Manager. Staff input was sought via a survey, despatched to all staff, followed by way of the centre of attention groups, balanced to ensure a full combine of role, grade, gender and size of service (ACAS, 2019). This led to a diagnostic report, which recognized four central needs:

Capability – that managers functionality to lead full conversations with a group of employees was limited and inconsistent

Culture – the organisation’s acquisition of other groups had resulted in
multiple organisational cultures. There was once a need for more devolvement to line
managers, with less reliance on HR and for an engaged workforce.

Communication – the need for senior management to champion and communicate
the process.

Constraints – managers schedules were congested at the quilt of the 12 months with
other tasks taking priority ensuing in annual conversations not constantly taking
place or being rushed (ACAS, 2019).

How Performance Management Benefits the Individual and an Organisation

There are many different benefits of performance management for an employee and the organisation as a whole. According to Long (2013), Performance management can improve an organisations performance, as it allows you to manage the performance of teams to ensure that they achieve the organisation’s ambitions and goals that have been set in place. Employees will be informed how important it is for their contributions towards meeting these goals and objectives and having a good understanding what is expected from them and whether they have the skills and confidence necessary to fill these expectations. However, according to Ashdown (2018), good performance management can improve communication and make it more effective as well as build positive relationships between everyone. 

Implementing performance management practices can positively influence job satisfaction and employee loyalty as there is critical feedback available to employees, opportunities for sufficient learning, recognition and rewards for good performance and additional opportunities for career growth. The organisation can benefit from performance as it can improve their whole performance due to employee retention and loyalty, better productivity levels, limiting barriers to communication and cost advantages (Ashdown, 2018). 

Moreover, managers also have a variety of benefits from performance management such as saving time when working, as they are more organised and performance levels are increased, therefore it takes less time to get things done due to productivity levels also being increased, this is also suggested by Long (2013). Therefore, according to Ashdown (2018), managers are able to reduce conflicts that may arise in the organisation due to having clear communication and positive working relationships with everyone. It also ensures efficiency and consistency in performance as all employees and employers and other team members are all striving towards achieving the organisation’s goals and ambitions set in place, meaning that everyone understands each given role and the importance of contribution and utilising own skills and knowledge effectively to achieve this.

Employee Engagement

Employee engagement is an associate outcome that depends on the actions of a company which are driven by leadership, managers and other team members, this is suggested by Croswell (2019). Many organisations search out higher levels of engagement to enhance things like performance, retention and innovation. Frederick Herzberg was a creator for two-factor theory in 1959, this theory is applied to employee engagement (Croswell, 2019).

Herzberg’s Two Factor Theory/Motivational-Hygiene:

The motivational-hygiene theory is Herzberg's contribution to the study of worker enrichment. Herzberg sorted such elements as job protection and employee focus into two categories: those that result in job satisfaction, which was known as "motivational factors," and these that lead to job dissatisfaction, recognized as "hygiene factors." According to Herzberg, motivational elements force employees to improve their performance at work, while hygiene factors are non-negotiable basics that employees insist on having in the workplace, this is suggested by Miner (2015).

Motivational Factors:

Employees derive job fulfilment from Herzberg 's motivational factor, also known as "satisfaction factor. “According to Miner (2015), the five satisfaction factors are recognition, a sense of achievement for employment accomplishments, opportunities for outgrowth or advancement, responsibility and meaningful work. However, according to Thompson (2013), Employers can use satisfaction factors by adopting practices that leverage them. Encouraging managers to recognize employee ' achievements, providing breeding and evolution opportunities for an employee, and letting employee’s agenda, plan and control their work day are some ways employer can put Herzberg's theory to work (Thompson, 2013).

Hygiene Factors:

According to Herzberg, the employer must fulfil certain hygiene, or sustenance, essential or face widespread employee dissatisfaction. Employers must address aspects of the business such as competitive pay, a clean, safe environment, reasonable policies, good relationship with employees and job security, this is suggested by Thompson (2013). Employees expect these basics to be present in the workplace, so the hygiene factor will not be standing alone, enrich employee experience at work. Organisations can use the care factors to improve employee engagement by inviting feedback from employees about factors where the employer may not be confluence expectations and implementing employees’ proposition for improvement in that area (Lindblad, 2019).

How Employee Engagement Benefits the Individual and an Organisation

There are many benefits with employee engagement which are:
Employee satisfaction: Robins (2017), suggested that employee satisfaction is a key to every organisation, if the employee is not satisfied with its job role, then it can lack enthusiasm and not do the job well which means draining the company money and time. However, according to Whittington et al (2017), if satisfied then the employee will engage well and do a better job to produce good quality of work which is very beneficial for an organisation.

Higher retention and lower turnover: The hiring and onboarding method for brand new employees is extremely expensive and long. It is indicated by Robins (2017), that another advantage of investment in employee engagement is that it will assist one to retain high levels of work and reduce the turnover rates by making certain that the team is happy.

Higher productivity: Engaged employee work quicker, tougher and stronger as a result of what the individual like and are doing. Therefore, according to Robins (2017), once an individual is fascinated and connected to what is being done, most likely will try to do it well. Furthermore, once an employee is engaged and feels being treated well by the managers, this will be a way of responding to reciprocate the respect by setting up the best effort, this was also suggested by Whittington et al (2017).

Increased profitability: If the employee feels smart at a workplace, each work harder and afterwards works more durable. Employee turns out a lot of quality work that within the finish points to a contented client. Moreover, Whittington et al (2017), refers that happy customers keep coming and that they refer people to the company. It’s such a straightforward thanks to increasing company’s gain however such a large number of organisations keep wanting outward rather than turning inward. While not a solid foundation, no company will thrive and therefore the best thanks to guaranteeing this durable base is to possess an engaged team, suggested by Robins (2017).

Less Absenteeism: Engaged employee shows up to employment and once there, the individual gets more piece of work done. However, highly engaged in absenteeism results the disengaged employee, where the individual does not feel a sense of responsibility for the company. Engaged employees feel that being part of the organisation individuals would take responsibility and therefore will not let the company down (Robins, 2017).
[bookmark: _Hlk4600017]Increased Employee Loyalty: Employee loyalty benefits, as the individuals are loyal to their employers and the organisation. Loyal Employee contributes extensively to the productivity of the organisation. Individuals are ready to produce the worth needed to place an organisation on the trail to success (Whittington et al (2017).


	Personal Development Plan

	Objective
	Success criteria
	Actions
	Implementation

	The individual has achieved CERTHE and now been accepted in the BA Management and leadership course, this type of qualification is needed for the management role for a workplace of a five-star hotel. 

	The individual will ask for feedback from lecturer and submit assignments by the deadline. Also, positive feedback will indicate success.
	The individual will use training methods to meet development needs for the management job role (Meifert, 2014).
	The individual will continue with the BA Management course.

	Improve problem-solving skills, as it is the duty of a manager to be able to deal with all types of complaints the guests might have.

	The individual will relocate issues within the workplace and try to solve the problem.  

If it has been solved, then it will be a big improvement for the individual’s knowledge of problem-solving skills.
	The individual will use training methods from the line manager to improve more on problem-solving skills (Chaudhari, 2018).
	The individual will attend all training sessions and then be skilled on how to solve problems, then implement those skills to train others in the workplace (Chaudhari, 2018).

	Communication skills are important for that specific job role, as a manager (Hargie et al, 2017), it is important to perform well for the employees and guests.
	Having good communication with the line manager.

Improving communication skills with others in the workplace (CIPD, 2019).
	The individual will use a performance management method to perform better and be skilled in that specific job role (CIPD, 2019).
	Practising good performance management will improve communication skills, which will be implemented on other employees (Hargie et al, 2017).

	Improve understanding of manager’s needs and responsibilities.
It is important to understand all the requirements that are for a manager’s role.

	Performing better at the workplace (Ashdown, 2018).

The good appraisal will indicate the individual’s performance.
	Identify manager’s needs and responsibilities (Ashdown, 2018). 

Observe experienced managers and gain their trust.
	
Good performance management will bring achievement for the organisation (Long, 2013).

	Improve motivational skills.
If the individual value their job, this will help improve to be motivated in the workplace (Stoyanov, 2017).
	Receiving positive feedback from line manager would motivate the individual.
	The individual would work harder and complete given tasks.
	The individual will motivate employees to make them more engaged in the workplace (Croswell, 2019).

	
The individual wants to improve teamwork skills and be able to perform good management.
	
Regular appraisals will assess individual performance and potential (Murphy et al, 2018).
	
By interacting with team members and sharing opinions and views
	
The individual will train team members to perform better at the workplace. (Miller, 2017).
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Conclusion

To conclude, development methods are vital to ensure an organisation and individuals are profited and increase success. Motivation is used in all organisations aiming for all employees who are engaged and disengaged to the workplace, this is suggested by Middleton and Perks, (2014). Maslow Hierarchy of Needs is a prime theory that is simple to understand and explores how to improve employee and job satisfaction by meeting a human’s basic physical, biological, social and physiological needs (Badubi, 2017). Organisations that use motivation as development method can reap the benefits, ranging from better productivity, improved work, obedience to best standards and employees’ satisfaction and preservation (Ashdown, 2018). 

Performance management is best defined as a process where the work environment allows people to work to the best of their abilities, by providing the necessities needed to make this happen and understanding how an employee performs in order to enhance that performance level (CIPD, 2019). The case study run by Sika explores how a performance management system was created in order to meet the organisation’s needs, which was achieved by creating a five-step process. The end results identified four key needs, which are capability, culture, communication and constraints, which potentially meets all employees needs and brings more advantages to the organisation as a whole (ACAS, 2019). 

Employee engagement involves employee’s commitment to meeting the organisation’s goals and values, which is fuelled by their leadership, managers and other team members, increasing their motivation for organisational success (Croswell, 2019). Herberg’s Two Factor theory contributes to this, which identified job protection and employee focus into two categories, “motivational factors” and “hygiene factors”.  Motivational factors involve recognition, sense of achievement, opportunities for advancement, responsibility and worthwhile work. Hygiene factors include meeting hygiene, and a clean environment in order to carry out safe and effective work (Miner, 2015). If employee engagement is heightened, the organisation can profit from the benefits, including increased profitability, increased loyalty, lower turnover, and many more which guarantees their success. 

Moreover, it is concluded that an individual has designed a personal development plan which includes, all qualification and the specific job role they are expected to be in the future. The PDP shows what they want to be able to do and how they will measure their success as well as indicating their objectives and how they intend to implement in what they have learned.
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Motivation (1)

Introduction 

Good morning everyone I am Mehek and these is my group members Fulma, Nasima and Mukta, today we will be presenting how motivation impacts in the workplace.  

Define motivation using Maslow Theory

Motivation is when an individual act or behaves in a particular way, it desires every need and be a motive to set their goals, this was suggested by Middleton and Perks (2014). Maslow Hierarchy is one of the best theories you can possibly find about motivation. It is a theory which is utilised for all types of management aspects for motivation towards employees. 

Maslow theory was created by Abraham Maslow Hierarchy in 1943, it is presented as a pyramid with all needs that are required to observe human behaviour. This includes self-actualization, esteem, love/belonging, safety and physiological needs, this is suggested by Cherry (2018). According to Acevedo (2018), the advantages of Maslow needs theory, it is the most influential motivation theories in management and organisational behaviour. A simple way of understanding human nature and to observe them. However, according to Parikh (2018), the disadvantages of Maslow theory, are that most individuals do not think the same way. An individual can behave differently from other human beings, some will give importance to their social affection and respect rather than their safety needs. When others will give importance to their safety needs and give priority to what is more important.  

Therefore, it is suggested by Parikh (2018), that although the theory has its advantages and disadvantages, Maslow Hierarchy of motivation is a most used and important theory to measure a human being behaviour as well as their development. 

The Seminar Presentation (2)

How does performance Management help an organisation to improve its employees?
Performance Management is the action and set of procedures that plan to keep up and improve employee performance in accordance with an organisation target. It's vital just as operational, the point is to ensure that employees contribute positively to the organisation expectations, not only to meet but to exceed the company and position standards, this is suggested by CIPD, (2019). 

If humans are the finest creators of valued organisations, then overall performance management is crucial for organisational achievement, employees should recognize what is expected from them. However, to obtain those goals employees need to be managed in a way so they are motivated and have the essential abilities to be responsible, this is suggested by CIPD (2019). Therefore, according to Walker (2012), it is important that good performance management is required to ensure that all employees are engaged with their work and being treated equally, this will motivate employees to work harder and make improvement for the organisation. However, this is also suggested by Kearney (2018), Mone and London (2014), to engage and motivate an employee the employer need to perform effectively and efficiently.

Human managers are instrumental in overall performance management, they strengthen the links between organisational and individual objectives. Also, they deliver feedback that motivates employees and helps to improve which is considered, this is also suggested by CIPD, (2019).  However, according to Murphy et al, (2018), and Podmorof, (2016), good performance management can be formed if there are regular appraisals done quarterly in every organisation, this way it will build a good relationship between employee and the employer. Moreover, it will help the organisation to achieve well and for the employees to improve better in the workplace.  

A Case Study on The Errant Salesperson

The case study is about a privately owned Leisure and Sports group where a sales manager handles all Leisure Club activities in a call centre which is based in Swansea. The department recently introduced a new procedure for handling telephone enquiries. The new system has been an increased sale of 10% in other offices. Therefore, the manager has decided to go on trial for two months, the trial has gone on for two weeks and shown good result. However, one of the staffs presumes to continue utilising the old system, as she is one of the best sellers in the organisation and earning more.

Managers point of view:

· According to the manager, every staff should be using the new system, or the test is not going to be accurate and the employee should be consistent about following that procedure.
· The manager should be able to treat every employee equally.
· Manager thinking about overall staff including the benefits for the organisation.
· Manager claims that the new system is beneficial and guaranteed an increase in a pay raise for extra commission.
· Manager states that other staffs will feel demotivated and being treated unfairly if she carries on doing whatever she likes.
· Manager requires that the employee should respect and follow the procedures which are made in the organisation.
Employee’s point of view:

· Employee thinking independently because she feels that if the new system is utilised, her commission will be at stake.
· The employee claims it will not benefit the organisation if she is earning less.
· The employee believes being equal to other staffs, her earnings would decrease from what she is earning now as other staff were earning less with the old system previously.
· Employee argue if she earning more with the old system then why not?
· The employee feels that if she is doing a better job with the old system then why is the company making her job worse by referring her to the new system.
· The employee states that it will be very beneficial if she is earning a lot more with the old system.

Meeting preparation:

Manager’s Role:

 As a manager, it is important to encourage those employees who are highly engaged and motivated for the workplace. This is where good performance management would take place, the manager will try and persuade the employee about the new changes which are made for the organisation. It will be convinced that there will be a guaranteed pay raise for her, and the commission is higher than at present. It will also be explained how the organisation will benefit by adopting the new system rather than the old system. To persuade employee manager will be clear about changes and explain the impact it would have in the workplace. Also, the manager will praise her and claim that she is considered as one of the best sellers in their organisation. 

Employees Role:

According to the employee she wants to be heard and should be able to consider herself with many rights. As she has been working for them for several years and is considered to be one of the best sellers. She has won regular sales award and her commission earnings are among the highest in the department. Although the employee can see the merits of the system for the less successful sellers, she feels it is no good to her, in fact, it will make her less successful. The employee feels the company is trying to make worse at her job when she is only trying to do her best. She is determined that the new system is not for her and prefers to carry on with the old system. The employee is not happy to put her earnings and commission at stake by following the new procedure. 

Opinion 

Accordingly, the employee and employer should have good understanding between them, this will then motivate the employee to engage more about the new system and know what is best for the organisation. However, the employee should have more knowledge of how an organisation runs and be able to follow the rules. 
Therefore, it will help, if the employee understands and have good communication with the employer, this will then make it easier for the manager to be clear on motivating employees and have a better environment in the organisation.


Using three definitions explain the difference between Training & Development? (3)

Introduction 

Good morning everyone as you all know I am Mehek and these are my group members, Nasima, Fulma and Mukta. Today we are here to present the differences between training and development and the importance of it in an organisation. We will be focussing on Tesco and how they implement training and development to benefit the employees and the organisation itself. 

First Example 

Definition and Difference between Training & Development:

So, what is the difference between training and development? Does it truly matter?
It matters due to the fact we need to be in a position to perceive activity. We often hear of employees never having been trained in a skill or process. But is this absolutely true? We need to recognise what training is and is not, to be capable of training the employees and to develop the organisations, this was suggested by, Morrison (2015).
Therefore, training consists the gaining knowledge to a set of skills or predictable moves and behaviour. This trade in abilities and behaviour is usually aimed at enhancing the job overall performance of an individual. Training can also additionally prepare a person for a possible job or role (Morrison, 2015).

Development now not only seeks to improve overall performance in a role but seeks to bring out some structure of maturity growth. Development is used to increase the achievable of an employee as well as equip them to be ‘better’ individuals (Morrison, 2015).


Second Example

Definition of training:

It is indicated by Rudani (2013), that the training refers to a technique of imparting abilities or knowledge. It includes enhancing physical and mental skills crucial for the actual job. Therefore, it can be stated, that training is an act of increasing the understanding and capabilities of employees for doing a specific job in a better way.

Definition of Development:

A multitude of meanings is connected to the thought of development; the term is complex, contested, ambiguous, and elusive. According to Moskowitz (2017), in the simplest terms, development can be defined as bringing about social change that permits people to achieve their human potential. A vital factor to emphasise is that development is a political term: it has a variety of meanings that depend on the context in which the time period is used, and it may additionally be used to replicate and to justify a range of exceptional agendas held via individual or organisations.

Difference between Training and Development:

Training is a learning method for new employees in which they get to recognise the key abilities required for the job. Development is the training system for the existing personnel for their all-round development. Training is a non-permanent system, for example, 3 to 6 months, but development is a non-stop process, and so it is for the long term. Training focuses on creating skill and know-how for the modern job. Unlike, the development which focuses on the building knowledge, perception and skills for overcoming with future challenges. Training has a confined scope, it is a particular job oriented. However, development is professionally oriented and for this reason, its scope is comparatively wider than training. In training, the trainees get a coach who instructs them at the time of training. In contrast to development, in which the supervisor self-directs himself for future tasks. Many individuals collectively attend the training program. Development is a self-assessment procedure, and hence, one individual himself is responsible for one’s development, this is suggested by Surbhi, (2015).

Third Example

Definition and Difference between Training & Development:

Training and development are a subsystem of an organisation which emphasize the improvement of the overall performance of individuals and organisations. Training is an educational method which includes the sharpening of skills, principles, converting of mindset and gaining more expertise to enhance the performance of the employees, this is suggested by Syrett and Lammiman (2003). Moreover, according to MBA Skool.com (2019), appropriate & efficient training of personnel enables their abilities & expertise improvement, which ultimately allows an organisation to enhance. The motive is to create an impact for employees, which can last up to beyond time for the training itself and be offered to individuals as skilled development. However, development is a method that strives to construct the capability to maintain throughout the country and have advantages for the organisation as well as the sector around them.
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