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Introduction
Organizational development is a system of enhancing individual development and improving organizational performance (Porras and Robertson, 1992; Cummings and Worley, 2005). The purpose of the development vehicles is to help organisations and individuals improve various shortcomings or problems that have been recognised (French and Bell, 1999). The aim is to increase the organization’s effectiveness and efficiency by planning a programme formulated to meet the needs of the individual’s development, (Beckhard, 1969). Individual development and organization improvement are inter-related, they must work in tandem to function better, (French and Bell, 1999).
Task 1
Three development tools I have chosen, that will enhance an individual’s improvement and help organization progression are training, feedback and rewards and leadership and management development.
Training
The need for employee development becomes evident due to the continuous business and market changes. Effective employers or managers create an environment where employees can perform at their optimum level (Gross, 2009). This prompts an organisation to regularly enhance employees’ skills to keep up with the demands of the changing and expanding market.  Training and development are pivotal to the success of modern businesses and organisations. Training is a very key element for organisations to improve and maintain the abilities of the work force. Development is more focused on increasing an individual’s skills for performing future tasks and responsibilities (Snell and Bohlander, 2007). 
Organisations train their employees to extend their knowledge and upgrade their skills. It is essential for them to train new employees to adapt to the companies functioning methods and to be on the same standards as the other employees.
Two forms of training theories to discuss are Skinner’s reinforcement theory and Albert Bandura’s social theory. Positive reinforcement theory is focused on the managers or leaders discovering the secret powers of the theory (Williams, 2002). Positive reinforcement is a vehicle to motivate employees to expand their performances and test their power of achievement.
 Bandura’s social theory is based on three principles. Firstly observation, people learn from one another. Secondly retention, people will adopt the idea if it helps to achieve a positive outcome. Thirdly motor reproduction, people will practice or reproduce a behaviour if it matches their needs and has a practical value. His theory is very effective in training programmes (Bandura, 1977).


Feedback and Rewards
Feedback
Most employers practice a form of employee performance review. This review is based on objectives, feedback and evaluation (Storey and Sisson, 1993).  It gives the managers or the superiors the opportunity to acknowledge good work and to make alterations where it is lacking. Feedback, both positive and negative is a valuable tool to keep them informed about how they have fared. Employee feedback is conveying information about an individual’s actions at work making recommendations, which is a plan for future improvements (Cleveland, Murphy and Williams, 1989).
Feedback should be given constructively, to help and not to insult or demotivate a person. It allows the receiver to recognise the sender is on their side and appreciate the comments are for their benefit. A manager not giving a feedback is a bad practice, deterrent to organisational development, but not providing a constructive feedback is even worse.
A very critical assessment can be detrimental and a distressing experience for a person. It can break their confidence and set them back or even worse make them want to quit their job. Conveying negative feedback, is not all bad news, it is informing them of their shortcomings and how it can be rectified.
The best way for an employer to convey their feedback is through observations and delivering the message directly, sincerely, in a straightforward manner. Organisations should create a time scale to give feedback, such as every quarterly, six monthly or yearly. Employees receiving regular performance appraisals, with good recommendations, have a positive attitude and increased level of productivity (Long and Shields, 2010).
Rewards
From the onset it is human – nature to expect to be rewarded for something good we have done or achieved the desired level of performance. This expectation of rewards continues throughout our lives. 
Rewards in the workplace context, is probably the most vital factor in motivating and maintaining employees to endeavour for the best performances and results. A good organisation has a reward philosophy and a policy in place to provide and sustain, a certain level of pay and benefits that can be classed as rewards (Baron and Armstrong, 2007).  It is an indication the management and co-worker’s respect and value your efforts and contributions to the organisation. Humans crave for appreciation, a person or team, desires to be acknowledged for the efforts or results achieved, which is good for the organisation’s goals and values.
A reward system can be in the form of financial rewards and employee benefits such as a company car or free gym membership. The system also consists of non-financial rewards such as recognition, praise or personal growth, which is an opportunity given to employees to develop their skills and careers.  Praise and recognition are vital to keep employees motivated, keeping a happy working environment and maintaining a successful business. Being appreciated greatly matters to employees (Whillans and Dunn, 2019).
To measure the value of the contribution of the employees the process for awarding rewards are based on the criteria of their performance, competence and experience. A survey conducted by Sirota consulting showed that only 51% of workers were satisfied by the recognition they received for their performances, (Cutting Edge, 2019).
A lack of rewards can have a negative impact on the organisation. It can affect motivation, commitment and morale of the employees.
[bookmark: _Hlk15664088]Leadership and Management Development
Leaders are people who are heads or commanders of an organization, group, team, project or venture. Their action of leading or guiding a group of people is called leadership. They preside over the meeting and give directions on how to implement the tasks to achieve their goals. Good leaders possess a high level of passion for their work and inspire people to buy into their vision and accomplish the mission. Great leaders possess in-depth knowledge of the business or mission. Honesty, integrity and excellent presentation skills are a must to attain success and retain a good reputation. Leadership is a set of processes that creates organisation in the first place (Kotter, 2009).
Managers are the overseers who supervise a set of people in the organization, group or teams. Leaders set the overall direction, by giving vision, setting the mission and establishing the goals or objectives the subordinates or members need to accomplish. The managers absorb the directions set by the leaders, turn the vision into reality, by implementing the process of directing entire or part of an organization through the utilization of resources, humans, physical, financial or academical. 
Leadership advancement programmes should be challenging, introspective and encourage individual growth. The focus should be they become reinvigorated and attain a positive learning outcome, which will bring an edge to their leadership proficiency. The course should fulfil the organization’s business and operational needs and priorities (PMC Training, 2019).
Leadership Styles Theory
Kurt Lewin identified three basic styles of leadership, that are autocratic, democratic and laissez-faire.  Autocratic leaders are self-elected and will usually make independent decisions without the consultation of other people in the group.  They are very domineering and extremely demanding people, who expect the subordinates to perform according to their way. Although, this is a very unpopular style, it is very effective and obtains excellent results with minimal errors and complacency (Nelson and Quick, 2006).
The democratic leader is an elected person, who is more receptive and takes into consideration the ideas from their subordinate. A democratic leader will encourage members within the group to actively participate in giving out ideas and helps in setting the direction of the group. This type of leadership is helpful in creating strong relationship between all members. 
The laissez-faire style leader usually puts less emphasis on authority and responsibility and lets the subordinate do all the things. Laissez-faire is a French phrase, meaning allow to do. It is based on the belief that economies and businesses function best when there is no interference by the government. This type of leadership is useful especially when all the team members are highly skilled and fully understand their objectives.
Management Theories
Management theories are templates, sets of basic rules that directs managers to manage an organisation competently. The managers implement the theories to help the employees to perform effectively. There are many management theories, I will focus on two; Frederick Taylor’s theory of scientific management and Frederick Herzberg’s two-factor theory. 
Scientific management theory is defined as a process that involves using scientific methods, which is based on reliable knowledge, logic and rationality. Taylor firmly believed, the key component being, only one best way to perform a job, (Robbins et al, 2014).  It was determined by time and motion studies to establish what was the most effective method, (Rimer, 1993).  The basis of this theory was not to allocate the whole assignment, to an individual, but managers should distribute the tasks into smaller parts, termed as piece work and pay them according to their accomplishments.
Herzberg’s theory is based on two factors organisation can use to increase motivation in the workplace.
Firstly, the Motivating Factors- the presence of motivators causes employees to work harder. The factors are evident within the actual job. 
[image: ]Secondly, the Hygiene Factors - these won’t encourage employees to work harder, but it will demotivate them if these factors are lacking. Hygiene factors are not present in the actual job, but, are connected to the job.[image: ]
Leadership Strategies Theory
Two types of leadership styles are the transactional and transformational.  Transactional leadership focuses on supervision, organisation and performance (DuBrin, Dalglish, & Miller, 2006).  This type of leadership is based on rewards and punishment, which are administered to keep the subscribers focused and motivated. Due to its limited resources and effect, I don’t subscribe to this method. 
The transformational leaders rely more on their personal qualities to motivate followers to high level of performance (Nelson and Quick, 2006). Transformational leaders encourage their supporters to adopt a shared vision, as it will greatly impact the motivation and work ethic of the employees around them (Bass and Riggio, 2010). By having the transformational leaders within their organization, it will create a positive corporate image internally and publicly.  


Task 2
It is essential that the right candidates having the required skillset are recruited in order to make use of their skills and utilize them for the development of both the individual as well as the company. 
The organisations invest a lot of money and time in providing employee development, they must ensure it is the right decision and the appropriate mode of training is sought. They must ensure the welfare and co-operation of the employees are taken into consideration, when enrolling onto a training course, for them to achieve the best results. Training boosts, personal growth, adds value and brings new ideas to the organisation (Pigors and Myers, 1977). It inspires trainees to be more innovative and enterprising (Longenecker and Fink, 2005).
The negative aspects training is it can be time consuming and a burden on company resources (Schwalbe, 2007). Some employers are a bit apprehensive to send their employees for further training, fearing they will be absent from work for a while, which may affect or delay the completion of certain projects they were involved in. With the application of modern technology, the employers or managers can always communicate with them if required. Another worry is they may leave after training, the employers must ensure the employees commit themselves to the organization for a minimum period, so they can realise a return from investing in the trainee. Despite these potential pitfalls, training will help both the individuals and organisations to develop and make the expense and time a productive investment.
Positive feedback promotes a feelgood factor, it encourages and enhances self-esteem. It enhances performance, boosts team cohesion and motivates people. Positive feedback motivates employees and makes them more efficient (London, 2008). Feedback should be given when an employee is learning or has just finished a training programme, this will inform them of their progress. 
Excellent leaders are crucially required to set the tone and put the onus on the managers, not to just achieve, but do it proficiently and with some gusto. Leadership and management development are about upgrading the future governance and operation of the organization, so they must decide their own agenda, values and the requirement contents, of their training programmes.
Through practise, leadership prowess is refined, and leaders must be confident to implement their ideologies in their workplace (Pretty, 2009). Pretty, mentions the term of culture sensing where the project managers must be able to quickly understand the behaviour of their subordinates and the effects within an organization. To negate any ill effects, they must act promptly and make amendments. 
[bookmark: _GoBack]With the presence of components, such as good leadership and management, training, rewards and feedback, these instigate individuals and teams to function strongly and purposefully. According to Herzberg’s theory, having these and other factors present, is a positive experience, whereas the absence of them, will have a negative impact. The implementation of those factors will enrich employees and give a leverage to make them more productive, which in turn will add an edge to the organisation’s efficiency and profitability and promote the reputation.  
[bookmark: _Hlk16160238]My workplace-experience
I am employed by the Imran Balti Hut, as a manager. It is a restaurant located in Coventry, specialising in Bangladeshi and Indian cuisine. I am responsible for overseeing the efficient running of the restaurant and for managing the employees. Some of my duties entail that excellent food and service is delivered, organising working rotas, responding efficiently to customer complaints and ensuring they have good dining experience. The owner of the restaurant has made it clear as employees we are the forefront of the business, it is our ultimate duty to provide the best services to customers and promote the reputation of the organisation.
It is extremely gratifying to receive appreciation or rewards for your work performances. At my workplace the waiting staff receiving their share of the customers tips is very satisfying. The kitchen staff are not financially rewarded regularly, but they do receive cash bonuses when it is exceptionally busy. Twice a year all the staff are paid a day’s wage as an Eid bonus. Although nominal, it does show the staff are being appreciated.
Being a small organisation, with twelve waiting and ten kitchen staff, the employer has recognised the value of training and keeping his staff motivated.   Our training and developing methods include on the job training, coaching, mentoring and limited formal training. 
 Orientation is vital, warmly welcoming new employees and introducing them to their colleagues and allowing them to acclimatise to the new surroundings. Explaining about the organisation’s policies and the desired work ethics will enable them to familiarise with the restaurant’s working method and the resources available. This will influence them to have a positive and professional attitude to work (Byars and Rue, 2004).
I think Taylor’s theory of scientific management is suitable for my workplace. With ninety percent of the employees from south east Asian origins, with a culture of non-professional attitude towards work and a high degree of slackness. In the 21st century the purest form of scientific management is not practical, due to Human Rights Act and employment laws, protecting worker’s rights. From my experience in the restaurant trade, there is a culture of us versus them between front and kitchen staff. The authority of the manager is not sufficient to keep both sets of employees motivated and happy. In the kitchen you need to appoint a head chef with leadership credentials to encourage and lead his team to the required level. Like Taylor’s proposal the subordinates report to more than one supervisor.  A modified version of the theory is necessary to keep the employees under control and performing properly and to a high standard.
I would like to mention about the positive impact of Taylor’s scientific management theory from my workplace experience.  The employer noticed sometimes the home deliveries of food were late and one driver was always slacking.  As the drivers were paid fixed wages, the employer decided to pay the drivers according to the number of deliveries they accomplished.   This had a meaningful impact, it inspired the employees and delays were infrequent.  Interestingly, money is a big motivator, as the slackest driver is now the most efficient one.

Task 3
[bookmark: _Hlk16160357]The Need for Career Development
Personal development is an enduring lifelong process of cultivating and improving skills and knowledge to ensure the optimal attainment and sustaining employability (Managers, 2019). 
When a company helps employees in developing a career plan, the employees leaving the company is very minimal. Helping to developing a career can boost the morale of the employee, increase productivity and maintain the company’s success and good reputation.
Career Development-Objectives
Career development has three major objectives −
· To meet the immediate and future human resource requirements of the company on a timely basis.
· To keep the company and the individual informed about modern training facilities and prospective career path within the company.
· To utilize existing human resource programs to the best practices that develop and manage individual careers according to the organisation’s needs.
[bookmark: _Hlk16160513][image: ]







Evaluation Process
The evaluation phase includes activities like self-assessment and assessment by the company. The objective of having evaluation is to understand the employee’s strengths and weaknesses.

[bookmark: _Hlk16160572]Self-Assessment
Self-assessment is an important factor, as it allows an individual to discover their career interest, values, and long- term goals. In order to do self-assessment, employees often take psychological tests, such as the Myers- Briggs Type Indicator.
To attain the requisite skills an individual must attend a programme of learning, training or a course of competency enhancement. Training helps the learner to adapt to new methods introduced at the workplace, master new technology or attain new skills to gain promotion. The learner must use the SMART goals strategy. SMART is an acronym for specific, measurable, achievable, relevant and time-related goals and are an effective approach to determine your aims and progress.
Specific refers to the reason why you require the further training and what you envisage to achieve from it.
Measurable is the guideline to keep record of your progress, how your success can boost your work performance.
Achievable is setting yourself a reasonable target and trying your best to attain the required results. 
Relevant is adhering to the training programme and not get diverted from your plans.  
Time is very precious, and an individual must ensure they can achieve their goals within the relevant time scale. Implementing this strategy properly, would motivate the learner and enhance their knowledge. 
I am currently a restaurant manager and would like to improve my effectiveness in this position and be prepared for any future senior leadership role.
SWOT Analysis
	Strengths
	Weaknesses
	Opportunities
	Threats

	1. Good functional and restaurant expertise - having more than thirty -five years, experience in the business, working for some excellent, a few inept and awkward restaurateurs, I am well aware of the smooth operation of the premises.

2. Customer service - possessing excellent listening skills, being polite, valuing empathy, incorporated with good body language enables me to deliver exceptional customer service.

3. Time-management - I manage the staff working rota very effectively. One of the most annoying practice is keeping the customers waiting for their seats, they resent this, when they have made reservations. I strive to have their table ready in time, which is to a satisfactory level.

4. Communication skills - I possess excellent interpersonal skills, I am attentive, patient, positive and respectful towards my employers, colleagues, customers, suppliers, friends and family. This immensely helps me to have a good rapport with them and convey my message clearly and precisely.
	1. Handling conflict
2. IT skills
3. Presentation skills
4. Event management
	Enrol on a BA Leadership and Management Skills for the Workplace course at the University of Wales Trinity Saint David, in Birmingham.

Gain effective skills in business, leadership and management; better communication, effective teamworking, digital and research methods. This will give the company an advantage over our rivals.
	Maintaining good attendance. May be recalled by the employer’s during class time. Complacency, attending an educational programme after a long time. Not able to do the assignments to the required level and submitting them on time, will lead to failure.



My development plan meets the CRAAP criteria: 
It has Currency, it is up to date with the required information
The training programme has Relevance to my needs and is at the appropriate level
It has Authority, the learning centre is a credible institution
The source of the information and education has great Accuracy
The Purpose of attending the course serves my needs.

[bookmark: _Hlk16160657]Individual Development Plan
	Development Action: have discussion with my employer about improving my weaknesses, which he has also moans about.  The need to be more assertive, to solve conflicts, which tend to arise a few times a month with the hot headedness of the kitchen staff between themselves and more often with the waiting staff. My, Achilles heel, is my IT skills, which need to be upgraded. I am a very good reader, who is able to apply the correct emphasis, but an average presenter. I am ineffective without a script, I need to learn to focus more on the audience engagement and improvise my dialogues, rather than just reading out loudly. My boss and I thought we were good event managers, until we attended few elaborate wedding and award functions. We realised how inefficient we were, we need to drastically make amendments, so we can successfully host some important events.

	Timing: start 16th September 2019, duration for two years.

Benefits: part-time, only attending two days of class each week, should not affect the equilibrium of work, study and family life. According to the university’s student recruiting prospectus, it offers exciting modules, project management, coaching and mentoring, leadership skills, strategic management, and more.

Cost: £9000 per year. With my current employment status, I am eligible for student finance to cover the costs of the course. Personally, there is about £20 travelling expense every week. 


	Aims: this course will leverage some of my current skills and enable me to gain valuable knowledge in the subjects that will be taught, as well as improving my IT skills, as this course requires digital prowess to research and complete the assignments.

	What can I bring back to the company? Extended knowledge, improved productivity and focus to quality standards, competent multi-tasking and the ability to respond effectively to change or complaints. The increased enthusiasm, new ideas to share and encourage my colleagues to adopt some of the ideas and put it into practice, to attain better results. I can help to educate some of the employees, thus saving training expenses, reducing inefficient use of time and materials and increasing job satisfaction and reducing absenteeism.  An empowered me, should motivate my co-workers to strive for enhancements.



Conclusion
Employee development will reduce many weak points and enrich the company’s employability, they will have skilled people on board, who are able to work in teams or independently without regular supervision and they will be able to cover for another colleague when it is required.
According to Stephen Covey, an empowered organisation is one in which individuals have the knowledge, skill, desire and opportunity to personally succeed in a way that leads to collective organisational success (Manser et al, 2018). 
All the development vehicles are co-related, and it is wise to utilise them in tandem, to gain the maximum benefit. All are important in their own ways and are instrumental in motivating the work force, who are the backbone of the organisation.
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PDP is usually understood as a cyclical process, where improvement comes from moving around the loop.
The following chart outlines the process:
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The Personal Development Planning Cycle

The purpose of any development activity needs to be identified. You may do this, either, by yourself or with
the help of your manager, mentor, career coach, colleagues, or friends. This involves:
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