Mark Evans	BMSK5002	1403013

Skills for the Workplace
Module Assignment Submission 

Student Name:	Mark Evans
Student Number:	1403013
Module No:	BMSK5002
Module Title:	Developing Relationships and Workplace Achievement


Statement of Confirmation of Authenticity
By the act of making this submission, the student declares that this is the work of the student named above. The work has not, in whole or in part, been knowingly presented elsewhere for assessment, or where assessment has been built on a previous assessment, this has been identified. Where materials have been used from other sources it has been properly acknowledged. If this statement is untrue, the student acknowledges that an assessment offence has been committed.
Attention is drawn to the plagiarism and unfair practice policies of both the University and of ILM.

Table of Contents
Introduction	2
Critically assess the potential benefits to the organisation of developing individuals in the workplace	2
Motivation	3
Performance Management	4
Employee Engagement	5
Evaluation of potential development vehicles available to an organisation which are appropriate to the development needs of the individual	7
Personal Development Plan for an Individual in the workplace	8
Conclusion	10
References	12














[bookmark: _Toc114004799]Introduction
The majority of people do the same job for years without advancing or developing in their positions. Despite training programs and other forms of employee development. However, there are various benefits to the organisation and for the individual when organisations are proactively offering employees the opportunity to develop themselves with the correct training and development resources (Ideascale, 2017). 
As part of this report, it will critically assess the benefits to the organisation of developing individuals in the workplace. After discussing how to manage an individual's expectations in respect of personal development, the report will evaluate the development vehicles available to an organisation that are appropriate for the individual's needs. There will be a detailed plan in the report on how the individual's needs can be met at work as well as how their performance can be managed. 
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The concept of workplace learning describes the learning processes and outcomes that occur within a workplace. Learning outcomes and processes are both important to examine according to this definition as stated by (Holliday and Retallick 1995, p. 7 as cited in Matthews, 1999). The work environment provides an opportunity for employees to develop in a sustained manner and follow the objectives of the business, according to Rylatt (1994, p. 10 as cited in Matthews, 1999). Sustained development is the focus of this definition. In these definitions, learning in the workplace is discussed from a variety of perspectives, but they are all interconnected. In both cases, learning is assumed to be essential for the development of individuals and organizations, and workplace learning, in particular, should go beyond merely training and development for specific duties. 
In addition to the above definitions, Another theory suggests that developing employees' skills and abilities in support of an organisation's goals is a process of improving their current competencies and skills. As a result of this definition, the following finer points of interest are embedded: Employee development is more than simply developing organisational learning and development strategies. It goes far beyond meeting with employees to discuss their shortcomings and highlight areas for improvement. Investing in employee development is not an easy task, but it will more than pay off in the long run if accomplished properly. A company, for example, may have to spend money on letting go of an employee with limited skills or on developing those skills to meet the organisation's standards. A well-thought-out employee development strategy can, however, result in longer-term employee retention, which is good news for everyone. In the example above, the company avoided the costly process of hiring a replacement for the outgoing employee. By further developing employees, organisations get their human resources up and running much more efficiently than by onboarding or indoctrinating newly hired employees (Valamis, 2021).
Providing employees with opportunities to develop themselves within their remits has several benefits for the organisation and the individual. Some of these benefits include:

· Motivation
· Performance Management
· Employee Engagement

Motivating employees within an organisation is one method which is being used to engage and disengage employees. One of the most effective concepts of motivation is Maslow's Hierarchy of Needs. According to Stoyanov (2017), it is a theory used in a wide range of organisations for motivating employees.  The Maslow Hierarchy theory supports this, based on the idea that individuals prioritise their needs and want to achieve their goals in life. Based on Maslow's Hierarchy of Needs, the content theories of job satisfaction seek to explain how employees' needs can be met and what factors can lead to a reasonable level of satisfaction based on their basic biological, physical, social, and physiological needs. (M. Badubi, 2017) supports this conclusion. 

Maslow's needs theory is considered to be one of the most influential motivation theories in organisations and hierarchical conduct, according to Acevedo, (2015). However Parikh (2018) points out that many people aren't thinking similarly to Maslow, which is a disadvantage of Maslow's Theory. Individuals can behave differently from others. Some may place more emphasis on their social needs as opposed to their safety needs. People will prioritise their safety needs while offering what is progressively necessary. This is why Parikh (2018) proposes that the Maslow Hierarchy of Motivation is a critical and widely used theory for organisations that measures human behaviour and development, even though the hypothesis has its strengths and weaknesses. There are many theories of motivation, but the Maslow Hierarchy is one of the most commonly used and critical theories that measure how humans behave and develop.  
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In addition to increasing productivity, improving work quality, retaining and satisfying more team members, and adhering to best standards, investing in team worker improvement has numerous advantages, Gellerman (2015) demonstrates. Developing a wide range of competencies enables employees to do a wider range of jobs in the future. Despite this, employee motivation is critical for several reasons, according to the Institute of Leadership and Management (2007). It allows management to meet the needs of the organization. An organisation could face higher risks if its environment is not motivational. Gellerman (2015) suggests that an organisation cannot achieve higher levels of output without motivation. Having motivated employees is extremely beneficial for an organisation because of the advantages it confers, including:
Proficient employees are not only competent but also knowledgeable. Employees must strike a healthy balance between being capable of handling the task and eager to take on it. This will enable them to achieve the most effective results for the organisation. Increasing profitability and improving effectiveness can be a result of this equalization (Gellerman, 2015). 

Enhancing employee satisfaction is important for every organisation since it can spur the growth of the organisation (Gellerman, 2015).

Continuously enhance your workforce: Motivation can help a worker reach their goals and also support personal growth. When a specialist achieves certain fundamental goals, the reasonable relationship between effort and results is realised, which also encourages one to move forward at a high level. Additional Employee Responsibilities: When Employee is motivated to work, they will give their tasks their all (Gellerman, 2015).

Employers rely on their workers to produce goods or provide benefits on time. Although employees can easily become familiar with the tasks and tools needed to complete the occupations, an organisation can benefit by providing inspirational motivating factors for exceptional job performance. According to the Institute of Leadership and Management (2007), motivation theory in an organisation has to do with how it motivates workers to carry out group activities and individual jobs. 

Build an organisation that solves employee concerns while empowering greater scopes of action by using an understanding of Abraham Maslow's Hierarchy of Needs Theory of inspiration. The notion justifies organisational growth with a strong representative incentive to achieve the business goal. An organisation that adheres to Maslow's requirements can achieve remarkable staff retention, high levels of fulfilment, and forge powerful teams (Stoyanov, 2017).
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The process of performance appraisal or evaluation is the one that happens most frequently and is one that people are most accustomed to. The whole performance appraisal process is no longer the only activity carried out in performance management, however, according to Gifford (2020). Identification, measurement, monitoring, and development of an organisation's human resources performance is done through performance management. In essence, it seeks to understand how effectively employees work to, eventually, raise that level of general performance. According to (Performance Management: Concept and Definitions -, 2021) when done properly, performance management is a systematic assessment and measurement of employer performance. 
Using Clear Review technology, a new performance management framework motivates and improves individual and team performance at the Clydesdale Bank and Yorkshire Bank Group, according to a case study. As part of the performance management process, feedback conversations should be encouraged, stretch exercises implemented, and teamwork improved. Over 6,300 employees at CYBG, the owner of Clydesdale Bank, Yorkshire Bank, and B brands, are now using the Clear Review performance management solution - a game-changing supplier of continuous performance management solutions. Following an internal consultation process, the organisation has implemented a constant feedback programme, supported by Clear Review’s technology. This approach promotes ongoing feedback conversations that are documented, which leads to increased individual performance and teamwork at all levels. As a performance management system and data provider, Clear Review supports the management and driving of performance management activities. Managers can easily track their progress with the dashboards for feedback and check-ins, while HR can offer support and guidance as needed. By aligning objectives with the business's strategic priorities, the new framework goes beyond individual goals. As part of the work plan, each employee is required to set two personal goals aligned with the values of the organisation. The manager and peers propose these goals. There is regular feedback (face-to-face and online), as well as regular check-ins between managers and employees.
According to Francis Lake, CYBG's Head of Organisational Development, "Our performance management was very process-oriented, and we knew we needed to make changes to make sure that our staff were engaged and motivated in their career development, as well as improving performance.

The performance management approach we use encourages feedback conversations, creates stretch goals, and improves teamwork. Rather than relying on the traditional annual appraisal process, which has become increasingly ineffective, companies can benefit from regular, meaningful conversations instead. With Clear Review's solution, companies can develop and manage continuous performance development programmes that both engage and motivate their employees." (Clydesdale and Yorkshire Bank Group (CYBG) Transforms Performance Management with Clear Review, 2018)
Performance management has numerous advantages for both the organisation and employees as a whole. Long (2013) asserts that performance management can raise an organisation's output since it enables you to oversee teams' output to make sure they meet the organisation's objectives and goals. The importance of their contributions toward achieving these aims and objectives will be made clear to employees, along with what is expected of them and whether they possess the skills and confidence required to live up to these expectations. However, Ashdown (2018) asserts that competent performance management may enhance communication, increase its effectiveness, and foster goodwill among all parties. Implementing performance management procedures can have a positive impact on their job satisfaction and loyalty because it provides employees with access to crucial feedback, ample learning opportunities, opportunities to be recognised and rewarded for their efforts, as well as additional opportunities for career advancement. Additionally, the company can gain from performance because it will boost overall performance as a result of increased productivity, loyalty and staff retention, reduced communication obstacles, and reduced costs (Ashdown, 2018). 
Furthermore, managers profit from performance management in a variety of ways, including time savings since they are better organised and perform at higher levels, which reduces the amount of time it takes to complete tasks because productivity levels are also higher, as noted by (Long, 2013). 
As a result, having open lines of communication and good working relationships with everyone allows managers to lessen potential disputes inside the organisation, (Ashdown, 2018). Additionally, it guarantees effectiveness and consistency in performance because everyone on the team—employees, employers, and other team members—is working to realise the organisation's objectives. As a result, everyone is aware of their respective responsibilities and the value of contributing while effectively utilising their knowledge and skills to do so.
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Employee Participation According to Croswell (2017), a company's actions, which are motivated by its management, leadership, and other team members, determine the associated consequence of employee engagement. Higher levels of involvement are sought after by many organisations to improve aspects like performance, retention, and innovation. In 1959, Frederick Herzberg developed the two-factor hypothesis, which is used to explain employee engagement (Croswell, 2017).
Two-Factor Theory of Herzberg and Motivational Hygiene:
Herzberg's contribution to the research of employee enrichment is the motivational-hygiene theory. Herzberg divided characteristics that contribute to job happiness, known as "motivational factors," and those that cause job dissatisfaction, known as "hygiene factors," into two categories: those that result in job protection and employee focus. While Miner (2015) suggests that hygienic components are non-negotiable necessities that employees insist on having in the workplace, Herzberg asserts that motivational features compel employees to enhance their performance at work.
Herzberg's motivational factor, also called the "satisfaction factor," is responsible for employee job fulfilment. According to Miner (2015), there are five factors that contribute to job satisfaction: recognition, a sense of accomplishment for work accomplishments, opportunities for advancement, and responsibility. Thompson (2013), however, suggests that employers can use satisfaction factors by implementing practices that leverage them. To put Herzberg's theory into practice, employers can recognise the achievements of their employees, provide them with opportunities for growth and development, and let them manage their workday on their own (Thompson, 2013). 
Herzberg believes that employers must meet certain hygiene, or sustenance, requirements to achieve widespread employee satisfaction. Thomson (2013) suggests employers need to address aspects of their company such as paying competitive salaries, providing a clean and safe working environment, establishing reasonable policies, building good relationships with their employees, and offering job security.
The hygiene factor won't stand alone to enhance employee experience at work, because employees expect them to be present. Incorporating care factors into employee engagement can assist organisations in improving engagement by revealing areas where the employer may not be confluent with employee expectations and implementing employees' suggestions for improvement (EPM, 2018).
Employee engagement can be beneficial to both employees and employers. Some of these include:
Employee Satisfaction
9 Best Practices to Keep Employee Satisfaction High (2019) suggested that employee satisfaction is a crucial component of every organisation. If someone is not satisfied with their job role, the employee will lack enthusiasm and will not perform well, which will drain the company's time and energy. Furthermore, A new meta-analysis by the Gallup Organization indicates organisations with high levels of employee engagement are 22% more productive than those with low levels. The benefits of strong employee engagement are numerous, including increased productivity and customer satisfaction. As an example, highly engaged organisations have twice as much success as those that are less engaged. The hiring and onboarding of new hires take a lot of time and money. According to reports, another benefit of investing in employee engagement is that doing so will help keep the workforce happy and retain staff. (Baldoni, 2014).
Increased Productivity
Lee et al. (2018) state that when an individual feels competent at work, they work harder and later work longer hours. The employee does a large amount of high-quality work that ultimately leads to a satisfied client. In addition, satisfied clients keep coming back and recommending the business to others. Even though there are so many simple ways to boost business profits, so many organisations continue to look outward rather than inward. No business can succeed without a strong foundation, thus having an engaged staff is the greatest way to ensure this sturdy structure. 
Absenteeism is reduced
A dedicated employee shows up at work and completes more work as soon as they arrive. Disengaged employees, however, have no sense of ownership in the organisation, and are highly engaged in absenteeism. In a company with engaged employees, people feel that they are taking responsibility for the company and thus won't let it down (DeBara & St-Aubin, 2017). A higher level of employee loyalty benefits the employer and organisation since loyal employees are loyal to them. The organisation must have loyal employees as they contribute significantly to its productivity. For an organisation to succeed, individuals must produce the value needed to achieve success (Albrecht, 2012).
Lower turnover and higher retention: Onboarding and hiring new employees can be very costly. By making sure the team is happy, Baldoni (2014) argues that investing in employee engagement will assist one in retaining high levels of work and reducing turnover rates.
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In selecting a development vehicle, a person's personality, the type of organisation conducting the development, and the individual being developed need to be taken into consideration. Considering people's learning styles is critical. There is debate over whether preferring learning styles affects the way we receive instruction. An assessment of learning styles can be conducted (VARK) to find out which one is most appropriate for us. The results of a study by Dr Beth Rogwsky indicate that while we do have a preferred method of acquiring knowledge, we are not more likely to succeed when taught this way. Compared to other learning styles, few studies have used experimental methodologies to test their validity in education, according to Pashler et al., (2008) While disagreements may hinder learning, they may help trainees in the long run.  
Practical Example
The report writer's organisation (a finance company) currently conducts an annual evaluation, which is handled by their line manager. The employee will typically be asked how well they believe they have performed and what areas they feel they would like to develop in during an informal dialogue. The line manager will then take note of these and develop goals and action plans so that they may be evaluated every three months to make sure the goals are being attained by the time of their subsequent annual review. These areas that employees may want to develop may be courses in policy learning, leadership and managerial abilities, telephone communication, and other areas.
By requesting assistance or coaching in one of the above-mentioned specific areas, the employee can demonstrate that they have taken the necessary steps to achieve these goals. The company now works to support its employees in what they want to do and make sure they are keeping their ambitions and dreams to ensure that they are leading successful employment journeys. A score from one to two indicates a poor performance in terms of productivity levels and attitude and behaviour, while a score of three or higher is considered to be a good score, and as a result, the employee will receive an annual bonus for this achievement. 
The report writer has noticed that progression is one of the weakest areas of the business because management and senior positions never become available or because they are trying to reduce their managers, which is then having a knock-on effect for people who want to develop, progress, and move up. Even though the employer's mission is to support people's dreams to ensure they are getting the most out of their employment and developing their staff, To strengthen their skill set and get more information in their present area of expertise or other sectors of the business, employees are always given time off and access to training opportunities.
An organisation can use a competency framework as another tool to develop employees. The competencies of a person are the skills, knowledge, and behaviours that are required to perform successfully.
In job specifications, an organisation usually has a competency framework, which is a checklist of skills and behaviours needed to achieve the goals. A framework is used to discuss recruitment, performance management and development, and to decide about career progression. By assessing an individual's current competency level, gaps can be identified and subsequently a training requirement can be identified. Investing in people developed a framework to assess how well organisations support their workers, including leading, supporting and improving them. This framework and approach have been developed over a period of nearly 30 years (CIPD, 2019).
For instance, the Civil Service uses a competency framework to support the Civil Service Reform Plan and the performance management system. As part of the competency framework, the Civil Service outlines how it wants its employees to work. Throughout the Civil Service, honesty, integrity, impartiality, and objectivity are our core values. A civil servant can work in a wide variety of jobs across the country and abroad, but we all have one thing in common: we are here to provide advice to help shape the Government's policies and ensure seamless and practical implementation of those policies.
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As an assessment tool, Personal Development Plans are integrated within an assessment cycle of developmental and performance interviews. This is used to gather and document information about the competencies an employee is currently working on and plans to further develop in the future. According to Beausaert et al., (2013), the results of a review study show that PDP assessments improve professional practice and learning, as well as personal or professional development.






	
Personal Development Plan


	
Objective

	
Steps to be taken
	
Costs 
	
Support Required 
	
Measuring
Success

	
Completion Date


	
Obtain the degree in Leadership & Management 
	

Attend all the weekly class workshops to obtain the materials and support that is needed to complete all the modules.

	

£9000 tuition fees
	

Specialised support from study skill tutors to support  with referencing.

Time away from work on the specified days and times to attend study workshops.

Financial support from Student Finance Wales to help pay for the degree.

	

Regular meetings with their course tutor to obtain feedback on how well they performing.
	

February 2024

	
Improving their communication skills in the workplace.


	

Be clear. First and foremost, make sure their point is conveyed and easily understood. 

Use specific language. Keeping positive, Actively listen
Repeat back what has been said to demonstrate the communication has been understood. 

	

There is no cost for this goal. There are many courses that the individual can take part in via their workplace LinkedIn 
Profile. 
	

The line managers to let the individual lead more of the department meetings to improve the way they convey themselves when delivering communication.

Attend networking and team-building days and take part in team-building exercises and activities. 
	

Having regular 1-2-1s with the line manager to review to obtain feedback.
	

1ST April 2023


	
To be more of a team player, providing senior support to his colleagues. 


	
Paying more interest in their colleagues' work duties, always offering to support them with complex issues, and also offering to train and coach new members of the team. 


	
No cost is involved.
	
Line managers and team leaders give individuals more responsibility so that they can prove themselves to help them move up to a senior or managerial role. 
	
Line managers and team leaders observe them whilst they are providing support to their team and colleagues to see how well they manage the team and support them.

Reviewing the teams’ productivity levels whilst the individual is taking charge and acting as a senior to see how well the team is taking to the discipline from them and whether this is affecting a different dynamic across the team.  

	
1St May 2023
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The organisation and the person both gain a lot from development in the end. Motivating employees, managing performance, and engaging employees are a few of the advantages discussed and examined in this report. In order to engage and disengage workers, it has been discovered that motivation is one strategy used. It is a notion that is applied in many different organisations for employee motivation, according to Stoyanov (2017). Having motivated employees is very advantageous for a company because of the benefits it brings, such as: Competent individuals are not only competent but also knowledgeable. It is critical for every business to increase employee satisfaction because it might lead to the organisation's expansion.. Therefore, by employing a grasp of Abraham Maslow's Hierarchy of Needs Theory of inspiration, we may create an organisation that addresses employee concerns while enabling broader scopes of action.
Performance Management was discovered to have additional advantages for both the organisation and the individual. According to Gifford (2020), performance management now includes more than just the traditional performance appraisal procedure. Performance management is the process of identifying, measuring, monitoring, and developing an organization's human resources performance. According to a case study, a new performance management framework at the Clydesdale Bank and Yorkshire Bank Group uses Clear Review technology to inspire and enhance individual and team performance. The Clear Review performance management solution, a game-changing provider of continuous performance management solutions, is now being used by over 6,300 employees at Clydesdale Bank, Yorkshire Bank, and B brands. Implementing performance management procedures can have a positive impact on their job satisfaction and loyalty. 
According to Croswell (2017), employee engagement has a direct correlation to a company's actions, which are driven by its management, leadership, and other team members. While Herzberg contends that motivational elements push employees to improve their performance at work, Miner (2015) contends that sanitary components are non-negotiable necessity that employees insist upon having in the workplace. This is due to employees anticipate them to be present, the cleanliness element won't be enough to improve employee experience at work.
The results of a study by Dr Beth Rogwsky indicate that while we do have a preferred method of acquiring knowledge, we are not more likely to succeed when taught this way. Practical Example The report writer's organisation (a finance company) currently conducts an annual evaluation, which is handled by their line manager. The employee will typically be asked how well they believe they have performed and what areas they feel they would like to develop in during an informal dialogue. According to Dr. Beth Rogwsky's research, even though individuals do have a preferred manner of learning, this way of teaching does not increase the chances of success. An annual review is presently conducted by the report writer's organisation, a finance corporation, and is overseen by their line manager. During an informal conversation, the employee will often be questioned about how well they believe they have performed and what areas they feel they would like to improve in.
An employee will receive an annual bonus for this achievement if they receive a score of three or higher. A score of one to two shows poor performance in terms of production levels, attitude, and behaviour. Employees are constantly provided time off and access to training opportunities to improve their skill set and learn more in their current area of competence or other areas of the business. 
Furthermore, it is concluded that the individual has designed a personal development plan that includes all qualifications and the specific goals that they wish to achieve within their employment in the next 12 months. In the PDP, they outline what they want to accomplish and how they plan to measure their success. In addition, they outline their objectives and how they intend to apply what they have learned.
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