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Introduction

Employees within an organisation are their most valuable resource and must be valued, developed and maintained. This report will critically assess the potential advantages of developing employees in the workplace. Management recognises that training is important for team performance and success. However, many managers do not take the time to understand the individual needs of employees. This is the best way to ensure that workers are able to perform effectively and to accomplish their objectives.
I will then investigate the management strategies which can be used to handle individual's aspirations with regard to their personal development. The ‘motivation’ and ‘people management’ understandings are of collective benefits and they both lie at the root of workplace engagement, a term widely popular in management.
Lastly, I will critically analyse the available development vehicles for a company which represents an individual's development needs. Employees who are well-managed in their work are more motivated to improve profitability, be successful in delivering products or services, and they are more creative. I will be evaluating various development vehicles available to organisations which are relevant to the needs of individual employees.

What Are Development Vehicles?
Development vehicles are tool’s a manager can use to identify employee skills, competencies and potential areas for growth and development. As well as being the most significant commodities, employees are essentially an organisation's foundation. In an organisation I was once employed, my colleagues would proudly refer to themselves as the ‘backbone’ of the company. Each employee adds to an organisation's progress or loss in their own way. Even the most efficient new technologies would not function without employees in an organisation. Employee development is both an employee's collaborative effort with an employer to enhance an individual's current expertise. It is highly necessary to withstand any rival organisations, training and development of employees to keep up to date with the latest developments in the business, would be crucial. Training has no age restriction. Therefore, development of knowledge and skills is crucial across all the staff within an organisation in order to deal with industry developments (Blyth, A. 2005). Once management has assessed individual employee needs and gaps in learning, development vehicles such as personal development plans, reward, recognition and feedback strategies can be utilised to help to develop and nurture them to become more reliable resources of the organisation (Riehl, H. 1996). As a result of utilising development vehicle’s, the employees will eventually develop a sense of gratitude and attachment, when they realise the benefits of their learning and development opportunities (Bolman, L.G, 2003).
Employee Engagement
Employee engagement is a workplace strategy that ensures all employees are dedicated and committed to their organisations goals and values and are contributing to the priorities, success and ideals of their organisation every day and inspired by an improved state of their own wellbeing (Reid, J & Hubbell, V. 2005).
The engagement of employees is focused on faith, honesty, two-way communication and cooperation, between an organisation and its employees. This strategy improves the potential for organisational success and leads to company and employee efficiency, profitability and well-being. Employee engagement can be measured using employee surveys, interviews, questionnaires and other feedback systems. It ranges between weak and strong. It can be nurtured and improved significantly, it can also be abandoned and discarded.
The UK has a shortfall in employee engagement. Surveys reveal that just roughly one third of UK staff claim they are engaged – a statistic that puts the United Kingdom for engagement ninth of the 12 biggest GDP economies (Business enterprise research and development, 2019).
Poor productivity figures in the UK are a significant effect of disengagement. Studies indicate that if the United Kingdom were to shift its commitment rates to the centre of the top quartile, like the Netherlands, it will be able to increase by £ 25.8 billion boost to GDP (MacLeod, D 2009) (Business enterprise research and development, 2019).
The engagement of workers is about building on the expertise and insights of staff in order to develop our goods and services and how we function innovatively.
Employee engagement means strengthening our workers 'dedication to minimise absences, reducing sick leave, injury levels, disputes and problems and rising efficiency.
Employee engagement includes individual’s behaviour to be in keeping with the principles of the company. It involves fulfilled commitments from the employees.
Employee engagement has interconnected elements: work engagement is achieved when workers use their own discretion to put in extra effort because they enjoy their work, they find it stimulating and rewarding. 
Another element is organisational engagement when the employees believe in the ideals and purpose of their employer and believe it is an ideal place to work and as a result the organisation is able to retain them as an employee for much longer.
Feedback and Reward
Communication in an organisation contributes to improving partnerships and unity and in building morale among employees in an organisation (Chinomon and sandata 2013). A research conducted by Abduwarda (2010) reported that there is a strong link between communication with employee productivity. Furthermore, a 2017 research by Mani,A, (2017), indicates that communication openness is important for the stable partnership between workers and managers especially when providing feedback to individuals in the workplace (Penny, B. 2008). 
When communicating feedback, it would be beneficial for managers to ask employees to consider their own goals and ambitions and make notes as to whether they are matched with the aims of the organisation. Training and development plans can then be decided jointly to benefit the employee and the organisation.
Prior to providing feedback managers should be observing members of their group, to track how well the team members execute core functions.
Through studying the body language of employees, managers can obtain certain valuable insights into the needs of their employees, for example, if your employees begin to look away and fidget, when questions about specific skills, it can indicate that the individual feels insecure in this area.
These concerns may well be simpler to include in an appraisal or feedback session confidentially, as appose to confronting them in front and colleagues and risk embarrassing the employee.
Some employees could be faster at performing certain task and may procrastinate in other situations. Sometimes, employees can be insecure in their abilities and are not properly qualified in core areas of expertise, this is why visually monitoring is essential when gathering feedback (Latham, G.P, 2008).
It is imperative that managers seek to be honest and open about observing for the purpose of providing feedback. When team members are conscious that you're monitoring them, for a specific time period, they can behave differently. Employees might lose their trust in you if they feel, they are being observed secretly. Therefore, managers should be polite, ask open questions and justify their behaviour, if necessary (Roberts, L.M. 2005).
Having seen people operating, it can be beneficial to validate your evaluation by setting unique, time-limited tasks for them to demonstrate their skills. 
Due to the growing complexities of workplaces and the inevitability of rewarding employees, organisations are forced to adopt a systemic solution to a comprehensive programme of incentives that meets both the alignment of workers and organisational demands (Huse, E.F. 1966).
The reward systems have much been drawn from the work of certain motivational theorists such as Maslow, Herzberg, Alfie Kohn, Jeffrey Pfeffer, Huselid (Dirks, K. 2002).  This led to the recognition of the importance of linking rewards with increased productivity.
I believe both feedback and reward are significant development vehicles. Feedback is important for employees to know how well they are performing or not. This is essential for personal development and to refrain from becoming a complacent under performer, which would be detrimental for employees and the organisations. 
In my opinion offering incentives to encourage more productivity is a great motivator. The rules would have to be fair and based on performance data, to avoid any accusations of favouritism. However, I also feel the criteria and categories to earn rewards should be varied, as some employees may not be as able as others, therefore may never have an opportunity to earn a reward and this can have an opposite affect and be demotivating for them.
Leadership & Management Development
The following six stages, allow managers to better grasp the training needs of their employees and fully utilise the development vehicles:
1.  Review the job specifications of the employees.
2.   Arrange meetings with individuals.
3.  Monitor them, whilst they are working.
4.  Collect more evidence and data.
5.  Review and process the data.
6.  Decide plans for action.
Meeting members of your team; managers need to visit each member of their team individually. The aim here is to speak freely about the employee’s needs, to be able to function efficiently and to develop the employees’ career (Doran, G.T, 1981). Managers may find that training is not necessary, so it is important for managers to communicate effectively using their emotional intelligence, effective questioning and constructive listening methods to interact with openness and consideration (Buckingham, M. 2005) (Russo, C. 2008).
I feel organisations must encourage their employees to participate in employee development activities, if they fail to do this in an ever-changing economy, they would be setting up their organisation unable to cope and potentially failure.
Managers should explore with employees what they expect from their further learning and training and encourage them to imagine the outcome they expect and how it would impact them in their future (Reyna, M & Sims, R.R. 1995).

Development Vehicles in the Workplace

For the purpose of this report I will be using the organisational example of the MoJ. I will be looking into the potential benefits to the organisation in using various development vehicles including reward and recognition, employee engagement and management development programmes. 
Case Study; The Ministry of Justice includes the Courts Service, Tribunals and the Prison Service, it is the third largest Government department. Senior management recognised the links between employee engagement and performance and its potential for increasing productivity. With a cost savings target of over £1bn within three years, MoJ developed a strategy based on employee engagement to boost productivity. The project team was formed in 2007, initially focussing on building on the current good practice and raising understandings managers had of employee engagement. Various leadership development materials and activities, including a practical engagement toolkits, were created. Alongside this, the team established a framework to roll-out an MoJ-wide employee engagement survey and gain initial data. The survey took place in September 2008 across the organisation’s 80,000 employees. Employee Engagement Champions implemented the strategies at a local level. Within the public sector the MoJ’s approach has been recognised as an example of good practice and the synergies between learning and engagement have been bearing fruit for the MoJ ever since (Departmental Annual Report, 2008). 
For this task I have selected an employee of the MoJ. Mr Ahmed has worked for the MoJ in an administrative role for 5 years. He is part of a team with eight members a deputy manager and a manager. His manager conducts an appraisal every 4 months and reviews his performance and his productivity. 
During the appraisal Mr Ahmed is also asked about his health, as Mr Ahmed has an Occupational Health Referral regarding his Migraines. The productivity expectation from Mr Ahmed is lower than his other team members, as he suffers from migraines. He is asked during appraisals if he feels he could increase his productivity, however he has not been compliant with the requests as he feels the additional pressure could trigger his migraines. It is essential during reviews that Mr Ahmed is questioned in regard to his productivity, as if he felt his migraines were subsiding, he could prove more productive for the organisation. During appraisals he is also asked if would like job shadow in any other departments of the organisation, if he is happy in his role, whether there is any issues troubling him and he was recently offered the opportunity to act as deputy manager to build his competencies. 
Mr Ahmed has taken the opportunity to job shadow in various roles to determine if he can work at full productivity levels without suffering from a migraine, he enjoyed the experience, however found himself still suffering from migraines when under the additional stress of working at a higher productivity expectation. 
Mr Ahmed appreciates the continual support his manager shows him and the opportunities that are offered to him. The support is a strong strategy to ensure continual loyalty and retention of employees. 
In 2017 a project for healthy minds and bodies was launched were various staff engagement schemes were launched. Funding was made available for Mr Ahmed and a number of other employees within the organisation to start a cricket team, they would meet locally on a weekly basis and joined a tournament representing the MoJ. This was a huge boost to Mr Ahmed’s morale and in general to the other members of the team and there was also a positive buzz in the wing especially when they had won a match. The results and league tables were on a dedicated page on the intranet. As a huge fan of the sport, this meant a great deal to Mr Ahmed, however the funding was subsequently cut after they won the first tournament. They were encouraged to continue, however told that they could no longer represent the MoJ. This was hugely demotivating for Mr Ahmed, he felt as if management used the employees to tick certain boxes and to show senior management that they were implementing projects and meeting their targets for employee engagement levels. Mr Ahmed felt senior management manipulated the commitments and emotions of many employees to extract discretionary efforts. Mr Ahmed feels betrayed by the lack of integrity and consistency from senior management and has been harbouring negative feelings for the senior management since and has lost a lot of faith in the employee engagement schemes. The MoJ must be careful of offering promotions based on the success of employee engagement projects, as the employees are at risk of being manipulated in some cases to produce successful projects and positive data. This kind of behaviour from senior management can have a detrimental impact for MoJ, with the employee engagement efforts in building trust and loyalty being eliminated.
Mr Ahmed does find his team manager’s continuous support encouraging. He has been nominated as top team member on a number of occasions, receiving vouchers as a reward and recognition on the intranet amongst the other winners.
After much encouragement in 2018 by Mr Ahmed’s manager, he decided to deputise for two months. Following this experience Mr Ahmed really enjoyed being deputy manager and supporting to the other team members, he feels very strongly about utilising his integrity to honestly support the employees, for the benefit of the employees and the organisation unlike some of the senior management he has had negative experiences with. 
Mr Ahmed recognised that he lacked the managerial knowledge and skills, so he decided to enrol on a management course. Mr Ahmed’s manager was very accommodating and even amended Mr Ahmed’s contract hours, releasing him from work two days a week to study. Although he has had negative experiences there has been positive employee engagement strategies which Mr Ahmed has benefitted from and appreciates.

Personal Development Plan

Employee Development refers to the steps taken by an organisation and employee to enhance the skills of an employee and motivate them to acquire new knowledge and leanings. Employee development activities upgrade an individual’s existing knowledge, sharpen their skills and also prepare them to take up new opportunities in the future (Wilson, Carol. 2008).
As a result of trainings and employee development activities, employees can face adverse conditions, unforeseen situations and challenges with a prepared and positive outlook.

	Skills to Develop
	Current Proficiency
	Target Proficiency
	Development Opportunity/Time Scale
	Evidence

	IT Skills
	Competent enough for basic administrative role, not enough for a higher professional standard.
	To develop skills and capabilities to oversee management of a team, using various IT system programs.
	Level 4 UWTSD Skills for the Workplace
13/01/2020
11/01/2021
	The progress will need to be reviewed every term. 
There will be three terms in the year of study.
Tutor feedback and results will be evaluated, when the information can be obtained.

	Communication Skills
	Mr Ahmed needs to improve his communication skills, as he lacks the confidence and skills to approach senior management to convey openly about how he feels. 
	To build confidence and communication skills, making progress at UWTSD in modules covering communication.
	During the first academic term Mr Ahmed has already had three opportunities to lead a presentation. He is already gaining confidence and is sure he will be able to communicate more effectively by the end of the academic year.
	Completing the academic year and gaining a qualification in Skills for the workplace, also implementing those skills at work and requesting feedback on my communication skills from my manager during appraisals.

	Team Working Skills
	Mr Ahmed needs to develop more effective team working skills, current skills are poor as he dislikes working with others and has trust issues. 
	To become a more reliable, competent and positive team player.
	Read about team working, attend study skills sessions when module for team working is covered, by 01/09/2020
	Mr Ahmed will request feedback from his manager during appraisals.

	Leadership Skills
	Mr Ahmed lacks confidence, not good at delegating or monitoring. 
	He needs to build confidence and display more authority.
	Utilise team leading opportunities and management skills learnt at UWTSD. During the first academic year, 11/01/2021
	Mr Ahmed will request another opportunity to deputise and demonstrate to his manager whether he is an effective leader.

	Written Skills
	Currently quality of written work in workplace is poor and under review from quality control.
	To improve writing skills and come off review. He will also receive feedback from UWTSD.
	Join ‘Get it Write’ course at work. 09/09/2020
	Mr Ahmed will know the course has been beneficial if his quality of work improves.

	Improving Health 
	Currently suffering from migraine attacks, occasionally triggered by looking at a screen too long.
	Mr Ahmed should request another occupational health referral, adaptations which could reduce eye strain, such as screen filter panels. 
	Mr Ahmed’s manager can arrange an occupational health referral and also request vouchers for free eye tests every six months.
	Once trialled and tested, only then can Mr Ahmed know if making any of these changes will reduce the chances of him getting a migraine.



Conclusion

This report has endeavoured to examine the effects employee relations on employee performance. From this it was concluded that good employee relations motivate employees to perform better and contribute more effectively to the overall success of an organisation. It also concluded that employee relations, management elements such as communication, leadership, reward and feedback, employee engagement have a significant effect on the performance of employees. Organisations are realising the benefits of building stronger relationship with their employees. If employee relationship management is able to develop, reinforce and enhance 
loyalty, it enhances employee morale, which, in effect, increases company productivity.
A review of literature has demonstrated the significance of rewards in the motivating employees. Rewards systems have gradually evolved from being one dimensional financial reward to an integrated system that includes financial rewards and rewards in the form of recognition, which can be held in a higher regard by certain employees as appose to financial reward. The total reward system is an important element in determining the level of motivation of employees.
Personal development plans are increasingly being utilised in workplaces, they aid employees in the event that they are faced with challenges and difficult tasks, they possess the ability to achieve that goal because of high level of desire to succeed and meet targets set out in their personal development plan. Internal focus on goals and development, inevitably lead to progress and the delivery of a high level of performance. The strategies employed to achieve successful performance levels have focussed on, diligence, perseverance and targets for achieving goals. Utilising personal development plans are of great benefit to organisations as it results in high performance and productivity, for the employee it results in an increase in job satisfaction as well as motivation.
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