
Developing Relationships and Workplace Achievement
     
Leaderships Skills



Name: Angura Begum

Student ID: 1712139

Module Code: BSMK5002

Lecture: Doreen Nyaa





     
[image: Image result for leaderships skills]

[bookmark: _Toc12851636]

Table of Contents
INTRODUCTION	3
DISCUSSION	3
THREE DEVELOPMENT VEHICLES IN ORGANIZATION	4
Motivation	4
Employee Engagement	5
Development and Training	6
USE OF DEVELOPMENT VEHICLES TO ORGANIZATION AND EMPLOYEE	7
Theory Justifying Development Vehicles and Individual Development	8
DEVELOPMENTNEEDS AND EXPECTATIONS OF AN INDIVIDUAL	9
Development Plan and Table for Plan Communication	10
DISCUSION OF THE PERSONAL DEVELOPMENT PLAN.	12
CONCLUSION	13
REFERENCES	14






[bookmark: _Toc15234142]INTRODUCTION
The core areas to study in this assignment are development and training of employees to polish their skills and improve work efficiency. The efficient the team, the faster they are able to solve issues at workplace. Thus efficiency and performance are mutually connected. But this is not a hard and fast rule that an efficient or skilled person will always perform exceptionally under all situation. Not all employees have a good confidence and self-controlled balance in state of emergency. Thus a company can invest in the training process in which employees are trained not only the required office regarding skills but also how to react under a certain favorable/ unfavorable condition. The improvement in workplace involves prioritizing issues based on their importance at office and to the employees. The relationship between employees and their workplace is a two way process. For example, if the organization is facilitating its employees over time, budget, training and other official aspects, then the employees at the same time have to ensure that their company trusts the right person. Fulfilling their duties with attention is an employee’s utmost obligation (Fernandez, 2013).
The report comprise of critical analysis about workplace behavior, employee’s performance, development vehicles, their importance and benefits for both employees and organization as well as plotting personal development skills learnt by experience in the field. It has been kept in mind when answering the questions to reference with the work experience at Tesco. The work experience that is included was done in United Kingdom’s Tesco branch within sales and promotion in the stores. 
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In the following section, there are three main core questions to be answered and they are related to the organizational development and how the employees are to be treated to exchange mutual benefits for each other. In every workplace there are politics which are the in born issues of the employees and then there are biased efficiency measures. The imbalance in performance examination criteria gives birth to politics at the work place. These sections cater all workplace issues and then critically analyze them based on the requirements of each task. The answers to each question is plotted on Tesco’s personal experience and how that has made me understand what is important for the workplace harmony and what are the personal development skills needed to empower our aptitude and benefit the company (Fernandez, 2012).
The discussion is divided into three main questions and they are as follows;
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The development vehicles are defined as the forces and strategies that are taken by the managerial staff at organizations and that help to enhance work efficiency of the employees. The development vehicles are basically monitoring and driving ways to progress in the workplace. The top management is the decision making personalities in finalizing development vehicles. The decisions for formulating development vehicles are made with guidance, feedback and plan of application. Feedback comes from the side of employees on whom this new plan is being executed. Guidance is provided from those that are part of the managerial team based upon the needs of the workplace environment (Men, 2013). No plan can work out well, if there are no reviews and feedback from the end point. For example, there are changes required in the workplace regarding the latest software usage and training employees to use that within a week. This involves learning first of all how to use that certain software and what are the short comings of using that software apart from all the benefits that were stated by top level management. In this way the employees that are trained can be assessed that in learning that the new software is easy and less troublesome or it is taking more time to switch previous working criteria’s into the new one. If the feedback is poor then the management will have to revise their strategies and if the employees can easily adjust in this new working criteria, that is considered to be a good step for bringing new changes in workplace atmosphere (Elnaga, 2014).
The three development vehicles that are considered here are: Motivation, Employee Engagement and Training and Development. Discussing each one of them in detail;
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Essential components of a successful employee are to be confident in their personality as well as in their work. For the sake of keeping personal and professional lives in balance, the must be similar goals between them. There is no obvious relationship between personal and professional life of a person, but there are built-in qualities and instincts that a person has in their life and these qualities portray a shadow in every decision making process. Thus keeping oneself mature and fresh enough plays a very vital role in professional decision making and staying active for work. This all gives birth to motivation based on instinct or innate motivation. There are two types of motivations; the first is self-motivation without any external instinct. This type of motivation is known as an internal motivation phenomenon, where a person performs all his duties with an energy and commitment. Extrinsic motivation is harder to describe but easier to observe (Hanaysha, 2016). The external type of motivation comes when there are three conditions, rewards, award or punishment. In this motivation type, the higher management authorities have a mindset that their employees will work efficiently and deliver work in time only when they are being promoted on regular time bases or they are given good bonuses based on monthly or quarterly performance assessment basis. For example, in a workplace, a certain employee works with his 100% working potential, only when there is a deadline. This type of motivation is comes due to the stimulus. And the stimulus here is the short time duration to meet the deadlines (Noe, 2008).
In my opinion, motivation is a development vehicle because in the long run, career development requires motivation throughout the day. The reason can be understood by taking the example of a manager having self-motivation will obviously lead a team through his actions, similarly a manager that is not motivated on his own, do not complete tasks in time is never a professional and practical example of a good leader. Leadership skills come hand in hand with motivation. A motivated and professional team lead can make his team complete a full day task in half of the time, based on right guidance and right use of his powers (Kukreja, 2016).
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Employee engagement is one of the latest topics in workplaces. Most of the organizations think that employee work only for their pay, but that is not a fact in modern age as it is an outdated idea. There are several other non-financial factors that affect the employee engagement like advancement, autonomy, civilized treatment, employer commitment, environment, exposure to senior people, praise, support, the feeling of being challenged and trusted, the feeling of working for a reliable organisation, the feeling of working on important assignments and the feeling of respect in work-life balance (Shahid, 2013).Dictating the literal meaning of employee engagement is the level of involvement and commitment of an employee in the work. It is also known as work engagement or worker engagement. This is because, how hard and enthusiastically the employee is working in his work environment. This hard work is a way to direct the interests of an employee in his work in future (Shuck, 2012). 
When talking about employee engagement in workplace, it considers a number of concepts such as how employees find their work interesting in the workplace, how is the leadership in their workplace, are they receiving enough reward based on their hard work, do they have any recognition for originality of their ideas, and what are the communication methods used in organization for performance analysis. Some of the employees are motivated to meet their daily or monthly goals and they connect themselves with the right type of individuals with similar traits. This is a personal strategy observed within employees comprising of positive attitudes and a sense to benefit themselves and their organization with their performance (Abraham, 2012).
The benefits of having employee engagement are motivation and commitment to their work. The Corporate Leadership Council (2004) states that the efficiency of work increases by 20% of the normal if the employees are engaged and a right scheme of employee engagement is seen. This means that there is the same amount of loss in cases of employee disengagement. The research also states that employee engagement makes the employee vital to work and perform their best most often. In every five employees, roughly there is only one of them who have the strength to work exceptionally. Employee engagement serves as a construct between a happy employee and a healthy workplace. The method can be two way, such that an employee is made to work on his best with providing good working experience and zero distractions from his goals. Distractions at work place come when the employees are not heard properly, they are not given equal promotion opportunities, their legal leaves are dismissed, their bonuses are given to them timely and most of all employees with families are given relaxation to work from home in case of some personal emergency, based on their nature of role in the organization (Shuck, 2012).
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There are a number of means to motivate your employee. A few are studies above; one of the other types is introducing the employee to new technology or a new work force technique. Training is provided to employees to develop some skills in them. It can be either a way to guide new hires for work flow, or it can be based on some computer systems that are being installed in the office. Employees are usually afraid of getting engaged with new technology, but in this era the organizations have to take steps to make sure their work is efficient and time saving. Whatever may be the reason of training, the ultimate goal of organization for providing training is to keep their employees engaged, motivated and make their department profitable(Batista, 2013).
The types of training are; new hire training, on the job training, continuing education in employee training. These training sessions are repetitive and work in a cycle, such that when a bunch of employees have completed their training then training of new employees begin, or the management launches some new software or technique to empower existing skills of their team members. In new hire training, there is a comprehensive training manual for newly hired employees that contain rules and job activities to follow while working. The management makes sure that employee training sessions are current and not based on obsolete techniques of working. These manuals and trainings have illustrations, right language, easy image based multimedia presentation and at the end it incorporates question answer sessions. The on job training or side by side training is an opportunity available to work relationship and rearranging the employee’s caliber to get resulted outputs. The third training discussed here is continuing educating in employee training is used for new hires that learn almost 40% of the work in the initial training and remaining is taught to them throughout the employment session at work (Bin, 2015).
Training and development is helpful development vehicle for individuals, because it enhances their skills and makes them confident about their performance abilities. Through training individuals prioritize tasks and difficulty that they will face at workplace.
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The example that is discussed in this section is of Tesco. Tesco is one of the leading chains of stores in the United Kingdom. And plotting the above discussed three development vehicles on personal approach for understanding how these development vehicles helped me gain the right potential to work in Tesco (Zhao, 2014). A wide spread and world known chain of stores has made a boom in the international market. There are thousands of employees and stores in the world, owned by Tesco and the biggest advantage of the wide spread business is their long range and vast range of product line is making new customers day by day, both online and in stores. The product line includes groceries and house hold objects, electronics, décor and furniture, home appliances, gardening and lifestyle kits, clothing and attire, fashion and accessories etc. These stores have a number of branches and sub-branches in their product lines. A lot of products are being sold and bought from these stores. Larger organizations are hard to manage as well as it is difficult to concentrate on the performance of each and every employee. For that purpose, the employees are trained at the beginning of their job and then moved in the field. During my working period in Tesco, I was hired as an intern and later based on my performance and ability of customer dealing I was promoted to be a permanent employee within 2 months (Albrecht, 2015). 
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Social Learning Theory proposed by Albert has the following four steps, attention, retention, motor production, and motivation/reinforcement. And these steps can justify all the three proposed development vehicles in the first task. The motivation, employee engagement, developmental training is three interlinked states and core idea for linking them is learning process. As Albert has stated that social learning plays vital role and this learning can come from any way. It can be either through your colleagues, sub-ordinate, management of an office boy. Because motivation and employee engagement are the two factors that can be learnt from anyone in your workplace. Motivation to work comes when there is interest and loyalty to your job. Individual engagement is based on sense of responsibility and productivity. Attention is a trait similar to training part (Bandura, 2014).
Keeping in mind Social Learning Theory, here critically analyzing my performance and output based on performance towards organization is done first of all through my personal engagement. “Employee engagement” as I was loyal to my work and was punctual no matter the distance and my duty hours. There was a friendly atmosphere among colleagues and low rate of workplace politics. Managing one’s enthusiasm in such a productive environment was easy for me. I made myself comfortable at work doing the same work again if there was any mistake in the previous one. The buyers that used to visit this store were well aware of their needs and they did not need a full time supervision, solving their confusions and making them choose the best product was one of my personal roles to be considered in employee engagement. The work done in Tesco was over all a good relationship within organization. A respectable work with a good salary package is enough for a starter to motivate them to work well. Each employee was assigned with a number of tasks and to fulfill them timely was considered to be a good employee performance criterion (Wood, 2016). In large organization like Tesco, personal learning was with interaction with colleagues. The head management was involved in teaching and training to ensure a good skilled output from us. This is an applied example of Social Learning Theory in Tesco.
The third factor was training and development, each employee was trained at the start of the job with essential salesperson skills. A manual of customer dealing tactics were given to each new hire, and that manual comprised of major possible questions as well as information about products each new hire was employed on. My initial duties were on kitchen utensils and furniture department but my interests lied in electronics and gadgets. Later based on my personal interests I was shifted to the electronics section. This was another push start for my motivation, where I was able to improve my customer dealing skills (Kukreja, 2016).
The above details study how I was benefited by the three development vehicles in the organization I worked in. Below are the benefits discussed that I have been able to provide to Tesco. Working in the furniture and house hold section was less interesting to me, and I was not able to attract much of the customers which is why I found myself as a responsible employee by telling the immediate boss about my likes and interests and requested to be shifted to a department of my interest and for that I had to prove myself that I was capable enough and this gave me motivation again. The management shifted my duties to electronics department, I learnt by heart all the major features and qualities of televisions, fridge, Air conditioners and other appliances, and soon I was the most featured salesperson in that area due to better buyer handling and selling attitude. My friendly attitude made the customers visit and shop again and repetitive customers is the sign of a growing profit. This was also because, I believe that a product alone is not enough to sell itself; you have to make people realize they need it in their lives, and I was successful in doing so at a good rate. This overall made a slight difference in the sales of electronics at our store. This led me to become a permanent employee of this store. Tesco as a whole is providing a number of benefits to its employee including bonuses, promotions, transport facilities and much more (Sabherwal, 2013).
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The following section is most interesting and informative part of the entire assignment. In this section, there is a proper implementation plan developed for the understanding of how motivation, employee engagement and development/ training can meet the needs of individuals at workplace and what are further needs to meet the expectations of individuals. Discussing how these combine to meet the expectations of the employees and what more can be done to make employees committed and happy. 
The three development needs required for meeting the expectations of the individuals and the time required to meet those needs are described in the sections later on. The improvement in tasks take a lot of time but steps taken timely can enhance the performance. The needs for development in Tesco, are listed in the section below:
1. Engaging employees in activities and parties at workplace once a month
2. Providing employees motivation through regular increments
3. Appreciate and recognize them more.
Plotting these in a table and understanding how these three examples of development needs help to meet expectations of the individuals in workplace and what time is needed to meet these tasks.
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	Sr.#
	Development Needs
	Related Development Vehicle
	The Impact on Tesco
	Time Required to Meet these needs

	1
	Engaging employees in workplace activities and having monthly birthday parties at office
	Employee engagement is clearly the development vehicle related to this development need
	The impact of this on Tesco’s employees and workplace will be very positive, they will feel themselves as an important part of their team and this will create a friendly atmosphere within colleagues and their team leads.
	The time required to meet this need is not in months. It can be done within days and creating data of all employees, sorting them to understand flexible time schedules as well as availability can lead to a gathering for lunch, dinner or a birthday.

	2
	Regular Increments for Employees to keep them motivated
	Motivation is the development vehicle that is concerned in this development need.
	Tesco’s employees are large in number and to diminish the turnover rate organization need to keep their employees to stay loyal and motivated. This is an ongoing process under reward based motivation.
	Time taken to recognize the capable employees that had not been given an increment within last 1 year require roughly more than a month. Keeping database of such large organization requires more time for something.

	3
	Appreciation and Recognition of Employees
	This development needs is considered under the area of development and training
	The benefit to this development need in Tesco is that appreciation builds a healthy relationship between employee and their workplace. Whereas, recognition will encourage employees to perform up to their maximum potential. Overall this will increase employee’s performance output.
	Appreciation and Recognition can be done on monthly basis. Tesco can do these two within a month.
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Through the implementation of the personal development plan, employees of Tesco becomes more self aware, has a sense of direction, sees an improvement in their focus and effectiveness, are much more motivated and have greater resilience. Each of the development needs that have been included in the above table are subjected to the use of the three development vehicles of employee engagement, motivation and training and development. With the use of these vehicles the individual development needs can be overcome. The first developmental need of engaging the workers of Tesco in events like birthday parties, is something that can be done for the sake of increasing the employees engagement with the organization. By installing events like these into the workplace environment, will entice and excite the workers and increase the relationships they have with each other and the organization. With the use of the personal development plan, it is clear that the structure of the plan makes its simply for the development needs to be met with the time span requirements and the certain actions that need to be undertaken for this adjustment to be made in the workplace. 
By giving employees regular additions or deliver them with new ways of gratitude, will only benefit the company. Employees will have an increased motivated mindset when performing their jobs as well as the sense of value received from the leaders. Due to Tesco being a very large organization, with several bases all over the UK only, going through each and every file of the employees and assessing their performance will take some time. Once information like these are gathered, the number and type of increments can be evenly distributed within the team.
Through training and development, the assessment that is used can also be used to recognize the effort and hard work of the employees. This will increase the relationship with the leaders and the organization. 
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Organizations in the modern world are becoming more flexible and helpful for the employees. There are improved development tools and processes for improving employee’s skills and driving their forces in the right directions. Increasing technology and technical means in life are opening ways to engage employees at workplace better than it was in previous times. The workplaces are compact and have friendly atmosphere. Managers are not bossy instead they are lively with motivational approach such that their actions influence team members. Dictating employees for each and every matter in office annoys them at times and makes them demotivated. 
The assignment discussed development plan for understanding the benefits that are attained to the organization due to well-developed employees. The strengths of employee are known when they are performing their duties in time with 100% of their potential and dedication. In order to evaluate a person’s strength there needs to have some time, and efficiency can never be assessed over a week or day. It takes time for employees to adjust in new workplace or new team. Once they are settled their potential is automatically enhanced. Practical example of performance enhancement based on work life engagement and innate motivation is how I performed well over the period of time in Tesco. Dealing with shortcomings at work and lack of interest can lose self-confidence in oneself, making them less productive and ultimately lazy. To omit these things, companies keep their well performing employees motivated through reward, award and leadership skills (Schunk, 2012).
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