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The purpose of this assignment is to explore the possible development vehicles which can be put into place for the advantage of an organisation to develop their needs and requirements of individuals in an organisation. The chosen organisation which will be used to display the potential benefits of the development vehicles the Asian grocery sector. The development vehicles discussed include performance management, training and motivation. The purpose of implementing certain development strategies for the employees is to ensure that their work skills are possible and their work efficiency increases. The more efficient the team, the faster they are in solving issues in the organisation (French, 2007). Each of the development vehicles will be discussed in detail in relation to how it is applied and the advantages also. 
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The term performance management is used in the context of organisations where arrangements are made for employees for the benefits of them improving and maintaining that performance which ultimately creates a workforce which is determined to achieve (THORPE, 2015). Majority of performance management in organisations involve the employees being given services performance measurements which are regularly looked at and recorded. Meetings are arranged for employees to sit down with their manager on basis of the performance. Usually in order for employees to understand what level they are in and what level they need to reach their performance management is compared to the standard level. Every bit of information communicated and collated in a record of the employee performance. Although, this method of assessing performance would vary depending on what type of organisation an individual works in (Martocchio, 2007). 
Performance management approaches 
There are different strategies and approaches used by organisations in order for their employee performance to be measured. There are five major approaches used but only two will viewed in terms if its effectiveness. Those approaches are the comparative approach and the attribute approach. 
Comparative approach 
This approach involves the performance of the employee placed in a ranking scale where other employee’s performance is also placed. The ranking scale simply consists of highest performer at the top and poor performer at the bottom. There are quite a few strategies involved in this approach e.g. paired comparison. One technique known as the Forced distribution involves the employees ranked in each of their groups. The top performer is give a price or reward. With the addition of training these top performing individuals can potentially take on managerial positions. However unfortunately poor performing individuals are given the chance to change or are dismissed. There replacement would most likely be a talented candidate. Majority organisations that take on this approach are small work forces with similar job roles. A considerable disadvantage of this approach is that it would not be effective or functioning in a large organisation comprising of individuals of different backgrounds. Also decisions made are based upon a scale, proving that the results are subjective and can be prone to high levels of bias (Alexander  and Sinnett, 2005).   
Attribute approach 
This is another approach used in organisations in order to assess the performance employee. There are specific parameters and guidelines set which are used for employees to be rated on. This includes teamwork, problem solving, communication skills, innovation, judgement and creativity. The employees put in a scale of 1 to 5, with 1 being the lowest and 5 being the highest and this type of scale of called the Graphic Rating scale.  This type of approach can also include more layered form measurement where the employees are either classed as high, medium or low pm basis of the set guidelines given. However although this technique is successful in handling performance management to some extent, this approach can be held accountable for its subjective view. The results gathered are mainly reliant upon the nature of the elevator. However this method is chosen by most organisations because of its simplicity (Bacal, 2011). 
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Training has been defined as the containment of knowledge and expertise (Martocchio, 2007). This is attained by receiving learning specific to that expertise. The training that an individual has is unique and specific. There a certain goals set that are specific to capability, capacity, performance and productivity. Individuals uptake training in order to update, maintain and upgrade their skills throughout their work career. In most organisations without the application of training it is impossible for an organisation to real its expected goals and objectives. The training industry has become revolutionized by the range of technological advancements making much more training methods widely available. Most companies have access to a wide range of digital training tools which as videos and computer based training. These methods are just as effective as the traditional classroom training (Garavan, Hogan  and Cahir-O'Donnell, 2012). 
Interactive methods 
Interactive methods are now embedded in class room lectures with group activities also. The more common interactive methods include case study reviews, quizzes, group discussion and role playing. Interactive methods were introduced once it was identified that 1 out of 3 employees said that the training that they engage in is often uninspiring and does not help with learning. However even though this method was introduced in order to help individuals to get the most from their training, some people can quite confusing. This is a method suitable for individuals who are more extroverted. Speaking in groups may be difficult for quite employees to speak comfortably (Noe, 2012).
Hands in training 
This is a type of training with most organisations engage their employees in especially if they are new. This method consists of the employee getting right into the practical, allowing them to grasp on to what they are learning. It is believed that active participation is the best way for employees to learn. Another advantage it is a much quicker process as from day one the employee begins learning. However this method is not suitable for everybody. The trainer would require it get to know the trainees better, so that a decision can be made on whether this is the best method of training for them .
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Motivation is the inducement of a move. Motivation involves the process of encouraging employees to behave in manner which predetermined the achievement of organisational goals. At the core of this idea there are three important things: Motive, Motivation and Motivator. The motive refers to mental state of mind a person fixates for doing something. The motivation is to procedure which involves the action being induced. The motivator is the techniques involved for motivation to take place (Erez, Kleinbeck and Thierry, 2012). 
Human resource approach 
This approach shows that the employees are interested in contributing to the organisation. This illustration of participation and contribution is believed to the enough for employees to be motivated. For others this is not enough and there managers require to actively work out how to motivate their employees. They have to work out how to use their human resources and persuade their workers to contribute. One way in which this can be done is by managers create work teams where members make decisions and collaborate (Jones and Martain, 2013). 
Traditional approach 
This approach has been best represented from the work of Frederick W. Taylor's work. According to his findings that every individual is surrounded by the primary motive of economic gain. He also said that the managers are far more informed about the job performed than the workers themselves. 
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The aim of performance management is to improve the overall workforce performance, which ultimately results in the organisation’s performance becoming far better. Therefore an organisation which implements an excellent performance management system plays a crucial role for management to keep on track of the performance of the workforce. The chosen organisation is part of the Asian grocery industry. The above mentioned methods, especially the comparative approach are used by the manager, as the workforce is not that big since it is a small grocery store. This allows the comparative approach to work effectively. The manager does this every 3 months, and the highest ranked individual, is presented with a gift which is usually an increase pay. The application of the performance management system as enables the employees of this organisation to understand the significance of making contributions to the objectives of the business. Each of the employees are now taking high importance in understanding what is needed from them in terms of the skills they possess. The employees have become successful in aligning their objectives with the objectives of the organisation and this therefore results in an effective communication pathway created for people in the organisation. Performance management results in high level of performance which in turn allows a harmonious relationship to be created between the employees as the manager, one based upon empowerment and trust (Parry, Strohmeier and Nickson, 2014). 
By constantly managing the performance of the employees, the workers have a better clarification of what they are expected to do. Performance management is also a type of self assessment, which in turn contributes to the employee performing better. In the long term, employees are highly benefited because it clears their career opportunities and encourages them to have a higher level of job satisfaction, become stronger in communication and by the employees performing their role better the organisation does not waste time or costs. The Asian grocery store has been willing to apply the performance management approach in their company because they are aware of the exceptionally benefits large corporations such as Amazon and Google have received with offering annual reviews with their performance management. The company has been successful in creating goals, aligning then and give constructive feedback to their employees. Performance management is really important because it includes focusing on the employees and their development. The employees of the grocery store are the key to this businesses success. The manager takes great importance in communicating with his employees in an honest and critical manner, where the employees themselves are willing to hear such feedback for their benefit and the organisation to. Performance management approaches are the most excellent development vehicles which have provided many companies great success (Kühnlein, Rieser and Zeevat, 2003).  
[bookmark: _Toc25837748]Potential benefit of training development vehicles 

Both if of the training method of interactive training and on hands training. However the mostly used or generally applied training throughout the work experience at the Asian grocery industry is the one hands training. Firstly the interactive method applied in this industry is usually the training provided before the employee begins to actually work in the workplace. This method was chosen because of the wide range of potential benefits it can provide in preparing the new employees to their new job role and the expectations of the organisation. Through the interactive method, it has been seen by the managers the attention span of employees are very small and therefore had required him to create content which will keep the new employees engaged . The manager is confident that the employees are engaged and therefore are taking in the important information they are required to know before starting their job. Furthermore, the Q&A sessions allowed the employee to take part and analyse the information they manage to grab in the process. This has proven to be successful as the information provided is later on recalled and from the actions of the employee’s show that they are aware of what they are expected to do (Gilbert, 2009). 
The main training method this industry encourages and uses in on hand training. This usually lasts from around 1 – 2 weeks depending on the job role and the level of experience the new employee has. This method has proven to help the employee to settle in perfectly into their role and get to know their peers and the organisation better. The main benefit this training method has provided is that it allows an individual to add extra practise into their life. New employees who have taken a great time off work and their skills need polish; this application is an excellent way to do so. It is true that practice does make perfect. The manager after providing the employee with this training will be satisfied that the employee is ready to work in the organisation and the chances of mistakes is greatly minimised. Also this method is helpful for individual whom learn better through this style. In the grocery store, the manager after this period of time, does not require an allocated mentor to look over the shoulder of the new employee and can ensure that less likely there will be mistakes. The organisation always comprises of trained employees, which means the organisation is able to provide the service they are expected to do and the success of the organisation is pre-determined. 
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The approaches are wide in motivation, but through investigation the grocery store industry has analysed using their human resources as to what factors will motivate their employees, as every employee is different and their interests are different. From the findings gathered, the results obtained from the Taylor theory had proven to be correct, as majority of the employee motivator was money and their pay. A few of the employees were more concerned with flexibility in their work schedule especially for the holidays. By implementing the performance management system into the business and informing the employees that the highest performing employee will be given a higher pay, has proven to show an increase in performance level and determinations from individuals. This therefore had proven to the manager that by the employees getting motivated by the opportunity of getting an increase pay they are much more productive and this has resulted in the organisation achieving high levels of success and output. Motivating the employees is extremely important, because it has shown to save time and resources (Taylor, 2014).   
The motivated employees are far more committed to their job role, and from their own beliefs, entrust all their effort into tasks assigned during the day. Also motivated employees have a better relationship with the manager, because they respect that fact that their work is being appreciated and in return they are mutually benefitted. In relation to the employees whom are more concerned with flexible schedule, the manager is aware of that and when required provide that opportunity to those employees when their efforts and hard work is recognised. Collectively the method of installing into the minds of the employees that if they work hard, meet the set expectations and generally impress the manager, they will be rewarded. They are aware that they have something good to look forward to after all their efforts. This strategy benefits the business as it means the sales and profits of the business will increase and the workers are working productively and effectively. Employees having a higher level of satisfaction, which has led to the positive growth of the business. An employee can also reach their own personal goals e.g. saving up for a holiday, because of this motivation method. This further encourages and motivates them to continue performing at a high level. By motivating the employees a good balance is created between the ability to perform the task and the willingness of performing the tasks. This balance allows an increase in productivity and efficiency (Hersey, Blanchard and Johnson, 2017). 
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	Personal development plan
Assistant Manager

	Specific 
	Measurable 
	Achievable
	Realistic
	Time bound

	Perform existing job roles really well 
	To be recognised by the upper management that have the abilities and skill to move up from the role of an assistant manager
	Yes if I am willing to take on such a responsibility and the large amount of time sacrificed. Learn more about managerial roles. Commit to working exceptionally hard. Display uniqueness and qualified characteristics for a manager role (Renwick, 2003).
	Yes it is realistic because If I work hard in the current role I am in then, I will be successful in achieving this objective 
	3 – 4 years

	Develop leadership skills further
	Have enough experience to take on manager role and display suitability in being a leader
	Take on projects others do not want to take on and seek for opportunities which require high levels of responsibility such as managing a team in the store
	Yes as there a several opportunities where I can develop my leadership skills in my workplace.
	5 – 6 months 

	Improve my initiative
	Share ideas and help make teams better. Manager will see the offers of alternatives given for the efficiency and effectiveness of the business
	Assess the current situation of the business and find alternative to gain success and improve the business profits
	This is a realistic objective because I can research on ideas and share with the company. I would require my own personal time to be invested.
	7 -8 months 

	Developing decision making skills 
	Gathering sufficient information of the given context, so that making the correct and appropriate decision is made. I would be able to take part in major decisions made in the store (Gosling, 2003).
	Yes this would be successful by gathering information on how the successful companies have tackled similar or common type of complicated situations and how the decision making skills have been applied.
	It is a realistic objective because it is a skill which every leader must possess. The difficult part is applying this skill affectively in the given situation,
	7–8 months 

	Improving time management skills 
	This would be reflective in my punctuality, achieving deadlines and the success of completing projects with high quality.
	It would be achievable, if I use methods to improve my time management so that I am investing quality time to every task involved in my daily schedule. 
	This objective would require a lot of patience and resilience, but once a practise of a certain strategy is made, it would be beneficial in the long run.
	5-6 months 

	Further develop customer service skills 
	Although this skill is adequately, I must further develop it in order to reach higher positions in the organisation. Customer would be comfortable to speak to me about their enquires and I would be able o bargain items with them successfully. 
	Definitely achievable through practices and communication with customers.
	Yes because this is one of the main skills required in a grocery store 
	5-6 months 
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Overall the effectiveness of the chosen development vehicles was shown to be good because of the advantage the grocery store industry has obtained, with real life examples. There are specific approaches available for each development, but it is the role of the manager to decide which one is best and will deliver high level of productivity and engagement from the employees. Each approach has to be specific to the employee’s involved in a business as it cannot be applied universally. The personal development plan involves the employee, meeting goals which will allow development needs be overcome and the individual to reach the next position in life which is a manager role. 
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