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Abstract

This report provides us with a close analysis on various vehicles of development that can support employees, as well as organisations when it comes to work performance and career progression. Many companies have training and development in place for their employees but often fail at improving their methods, to accommodate individuals from various backgrounds and mainly focus on just team training. This can however, overlook the support and needs of the individual which can affect work performance and then impact on the overall team.
Taking Employee Rights into account, we got an insight on circumstances that can sometimes become a hindrance on career progression and work performance but should not be discriminated against. This report also shares some further knowledge and information on the two most used vehicles of development, and a critical evaluation of their pros and cons. How can a 24 hour run security company, implement these development methods and achieve organisational success as well assist employees in professional development?
A Professional Development Plan is the solution proposed to driving individual success as well as organisational success cooperatively. We identified the short-term and long-term benefits, by looking closely at the chosen job role within the company, and the career progression that is accessible, including the requirements to succeed.
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Introduction

In this report we will be analysing how the UK’s leading security service provider Eurotech Monitoring Services focus on individual development within the organisation. This organisation has been surviving in the security sector for almost 40 years, providing a number of services to the public, such as CCTV Monitoring, Mobile Patrol/Alarm response, Keyholding, just to name a few.
Based on the service provided and the intense usage of IT infrastructure, it is essential for this organisation to integrate both team and individual training. This is to ensure that employees gain relevant knowledge on new IT software and the organisation is able to maintain a high standard of service when meeting the requirements of new/existing clients.
This report is to critically evaluate Eurotech Monitoring’s development vehicles for individuals within the organisation. What are the advantages and disadvantages of these vehicles and how are they impacting on the needs of employees, as well as the organisational performance and success?

In the first section of this report, we will be looking closely at Eurotech and how they operate their services on 24/7 basis. What development vehicles do they currently have implemented for individuals within the organisation, and what impact is this having on workplace performance, including employee relationships, attendance and punctuality, wages/salary, daily/monthly/yearly targets etc.?

The second section of this report is where we will identify and critically evaluate two different vehicles of development such as, Cross Training and 360 Degree Feedback, based on how pragmatic and attainable they can be for this type of organisation.

The third section proposes a Professional Development Plan (PDP) as a wider development vehicle, for Eurotech to strive for most effective management of individual development. The PDP will highlights employee objectives, actions and resources required to achieve within a scheduled time period. 

The final section of this report will conclude our findings and critical analysis, of how Eurotech can continue to further greater opportunities for individuals working within the company, and the organisation growing successfully within the Security sector over the next 5 years.

1. Eurotech Monitoring Services

Eurotech Monitoring Services was initially founded as ‘Intertech Security’ in 1979. The company first provided guarding services for The National Freight Corporation at a few of their London Warehouses and are now the leading service provider in the security industry.

Over the decades, they have evolved in technology and have expanded their services, which include 24/7 CCTV monitoring and surveillance, Vetting, SIA License Verification, Keyholding, Mobile Patrol and Alarm response. These services are regionally outsourced to various security companies, homeowners and big corporations. 

With almost 40 years in the security industry, Eurotech continue to make advances on the best way to manage your workforce. We employ the latest software
coupled with the most  robust IT infrastructure to ensure your business is kept running and service levels are delivered consistently.
We pride ourselves on service delivery of the highest order and constantly retrain and assist our employees to be the best at what they do. (Eurotech Monitoring Services, 2020)

1.2 Control Centre Administrator

A Control Centre Administrator requires flexibility to work days and nights between Monday – Sunday, 4 out of 5 days a week, 6.30am-6pm/6pm-6.30am.

Expectations:
· SIA License/CCTV Licence preferred (training given to gain qualification if required)
· Minimum 6 months’ experience in customer service/admin/security
· Excellent IT Skills and able to learn various IT systems at a fast pace
· Organised
· Punctual
· Able to work well under pressure
· Excellent customer service skills



Benefits:
· Annual Salary - £22,500 - £26,000 annually
· Overtime available
· Training and Development
· Career Progression
· 20 Days Holiday (plus bank holidays)


1.3  Training and Development

An "engaged employee" is one who is fully involved in, as well as enthusiastic about their work, and thus will act in a way that furthers their organization's interests. Employee engagement is important to the competitiveness of any organization, particularly in the current business environment. (Furst, 2018)

Control Centre Administrators are required to attend scheduled training meetings to ensure that they are up to date with the implementation of new software programmes, IT equipment and introduction of new clients and their requirements. 
The National Accounts Manager at Eurotech also manages the Control Centre department, and is in charge of training meetings, with occasional assistance from the Managing Director. All training meetings along with any other important meetings, are compulsory on weekdays excluding weekends as this is most convenient for management.
As the job role requires managing and multitasking with various duties, it is important that administrators pay excellent attention to detail and provide all clients with a high level of customer service to build and maintain rapport and gain new clients.

These training meetings entail an informative session of IT software updates, client SOP’s etc. additionally, informal 3 months review are provided for management and employees to engage and address any issues and give constructive feedback for guidance.
An employees work ethic and work performance will open opportunities for career development within the company, at no specific pace. A more senior role in the control centre as well as other available roles are offered, with the benefits of a salary increase and adjusted work hours. 


1.4  Employee Rights

Any individual employed to work for an organisation/company are entitled to ‘Employment Rights’.
These rights include:
· Written Contract that clearly states job role and responsibilities, terms and conditions 
· National Minimum Wage
· Protection for Unlawful Discrimination
· Protection for Whistleblowing 
· Paid Holiday leave
· Maternity leave/pay
· Paternity leave/pay
· Statutory Sick leave/pay
And more...

Working Parents

Flexible Working

According to (Taft, 2015) both parents and carers are entitled to flexible working and have the right to put in a flexible working request. Flexible working can include working part-time, working hours suited to their commitments, or working from home. Unless the employer is rejecting the request for sensible reasons that can impact on the organisation/company, it is compulsory for employers to consider an employees’ flexible working request, to avoid the matter being taken to tribunal. 
Maternity 

You can take up to 26 weeks of ordinary maternity leave (OML) and a further 26 weeks additional maternity leave (AML), regardless of how long you have worked for your employer. In order to qualify, you must tell your employer the date when you wish to start your leave before the end of the 15th week before you’re due to give birth. The first 2 weeks after birth are compulsory maternity leave, when you are not permitted to work. (Taft, 2015)

In the event that an expectant mother becomes a burden to the workplace and is dismissed as a result of this, it can be classed as an ‘unfair dismissal’. However, if she is dismissed fairly, resigns or is made redundant, she will still be entitled to statutory maternity pay. It is important that individuals read through their employee contract to be assured that the workplace have this support in place, to avoid any miscommunication ahead.

Paternity

Men are entitled for up to 2 weeks’ paternity leave when their partner is expecting a baby and they are responsible for that child’s upbringing, this can also include adoption. The paternity must be taken within the first 8 weeks of the birth or adoption. If for any reason there are changes such as, baby being overdue etc. it is the individual’s responsibility to make their employer aware so that amendments to their paternity leave can be made as soon as possible. It is also their responsibility to inform their employer of these details formally in writing, such as; due date, how many weeks leave (1 week or 2 weeks), the date you would like the paternity to commence. Some employers may ask you to fill and sign a ‘self-certification form’ (SC3). Employers should not refuse paternity leave unfairly or unlawfully, as long as the right amount of notice is given.


Carer Rights

If you are trying to juggle caring with paid employment you are not alone. The UK has nearly five million working carers – 1 in 7 of all workers. You may feel under additional pressure and stress because of your caring role – and have extra needs. (Action for Carers Surrey, 2021)

If you’re employed and caring for someone with a terminal illness, you have legal rights that protect you from discrimination at work. Working while caring is important to some carers, giving them an income and some normality. You may have the option for flexible working or reducing your hours to fit in with your caring responsibilities. Some people have to give up work completely so they can care full-time. (Marie Curie, 2021)


2. Vehicles of Development 

To begin connecting engagement and performance, you need to identify KPIs that matter to your organization. You can track key performance metrics at the individual employee level or at an aggregated level by team, department, or location.
It's often helpful to think about performance data at different levels of analysis. Some performance data is best kept at an individual level, while others might be best tracked at the team, department or location level. 
· Individual Level: Performance ratings from a manager
· Team Level: Projects completed on-time or on-budget
· Department Level: Profitability (McFeely, 2021)


2.1 Cross Training

The Power of Cross-Training
Cross-training your employees to mitigate risk may involve developing your team’s capacity so your company has the flexibility to respond to fluctuating workflows. It can also include training for different skill sets in the event that a key employee leaves, or simply as a way to prepare a lower-level employee to move up in the organization. Either way, cross-training can be extremely beneficial to your organization as a whole. (Forbes, 2014)

According to (mindtools.com, n.d.) Cross training employees in the workplace come with various benefits such as:

· Money Saving 
· Amend Objectives and Workplace conditions immediate effectively 
· Teamwork 
· Satisfaction Improved  
· Workflow Design and Success Improvement 
· Knowledge Assets Protection 

Succession Planning can also be achieved with the support of Cross Training. Allowing juniors to train in managerial roles for a week, allows employers to observe employees’ performance so that they can get a mental note of who can progress to a managerial role, if the position later becomes vacant.
The workplace can however, be adversely affected when trying to implement Cross Training, and it would take great dedication from the leadership team, to ensure that consistency and transparency is evident, whilst supporting employees. One of the main concerns that arise amongst employees when cross training, is employees doing the job role of other who are on a higher salary and receiving no increase in pay. This can cause a reluctance in work performance, especially if there is no incentive or career progression set in stone. 


2.2 360 Degree Feedback

According to (Novative, 2021) The wellbeing of employees has been a priority for most companies over the last year. Throughout Covid-19, some employers have had to put their employees on furlough for a long period of time, before welcoming them back into the workplace. Whilst others who have continued to work throughout the Pandemic have put themselves at higher risk of being exposed to the coronavirus. This has forced employers to make changes to the workplace environment, including shifting to remote working.

Meanwhile from an organisational point of view, aggregate level 360 feedback data can provide crucial insights for business leaders. At a time of unprecedented change for organisations, and as they set out plans for the months ahead, some of the skills and competencies they now need from their employees and leaders will change in order to deliver their strategy. Many of us will need to work in different ways, to flex and adapt ourselves.
Group 360 degree feedback findings can therefore shine a useful spotlight on trends and possible skills gaps, allowing organisations to address early on where they need to focus development efforts in order to prepare for the new normal. (Mcgrane, 2020)

Individual Benefits:
· Increases Self-Awareness
· Increases Engagement
· Improves Performance and Skills
· Identifies Personal Development Requirements
· Management of Work Performance and Career 
· Improves Knowledge

Company Benefits: 
· Promotes Training and Development 
· Builds Customer Rapport
· Improves Customer Service
· Beneficial Career Development for Employees

Irrespective of the benefits 360 Degree Feedback can provide, it is imperative employers carefully consider how this method is applied. They can aim to do this by providing honest, informative and empowering feedback and finding solutions for any adverse issues. Failure to make the 360 degree feedback effective in this way, can stunt the growth of employees as well as the organisational performance.

3. Professional Development Plan (PDP)

A professional development plan (PDP) is a document outlining an employee’s path to career advancement. Essentially, it’s a working tool for career growth that employees and managers can adjust and build upon over time. (Training Industry, 2021)

According to (Tony Robbins, n.d.), the main factor required to apply the professional development plan created is to set realistic goals that are attainable. SMART goals will assist in career growth and success, when the outcomes set are specific, measurable, achievable, realistic and time-bound. Applying this method will allow a short-term or long-term goals to be set, that are inclusive of benchmarks that are reasonable and well suited to assist with measuring progression and success. Additionally, adjustments can be made along the way if these benchmarks are looking unattainable at any point, to avoid any disappointments.

Appendix A

We propose that Eurotech support employees from various backgrounds individually by implementing a Professional Development Plan vehicle to help drive individual and organisational success. Employees will have the opportunity to understand the objectives of the company and the contribution required to achieve organisational success. In return, employers will get the opportunity to understand the employee’s individual objectives and requirements, to meet targets and achieve success in their chosen career path. (See Appendix A for PDP details).




4. Conclusions and Recommendations

To be promoted to a Senior Control Administrator, you must first demonstrate excellent time management, organisation, reliability and knowledge of the job role, along with all the desired qualifications.
The aim to identify the most suited development vehicle for Eurotech has been achieved through careful research and an analytical approach. We recommend a Professional Development Plan that includes Cross Training, to assist with career development and organisational success. A more detailed approach to 360 Degree Feedback should also be integrated with their current feedback system, increasing the formality. 
Once these are implemented, the importance of providing employees with the right support for training and development, should be a clear vision and contribute to a health workplace culture.
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Appendix A
	Development Objectives
	Priority
	Activities to be Undertaken
	Resources
	Start Date
	 End Date
	Criteria for Success

	Promote to Senior Control Adminitrator
	1
	Improve
Attendance & Punctuality



	Travel Expenses Covered by Employer







	1/1/22
	1/6/22
	Maintain 90%+ Attendance and Punctuality

Employer notices reliability and time management


	
	
	Attend Control Centre Training Meetings

	Remote Working on days off– Laptop Required

Send a Copy of Minutes from the Meeting when unable to attend

	1/1/22
	1/1/23
	Ensure that information from all training meetings are acknowledged and implemented, reflecting in your job role.

Employer is confident that you will be efficient in your job role.

	
	
	Exceptional Work Performance – Opt in for more duties at work, increase hours, overtime etc.
	Mentor – to balance & maintain mental health

Acquire CCTV License

Acquire SIA License

Employee Cross Training

360 Degree Feedback

	1/1/22





1/3/22



1/2/22


1/6/22



1/10/22
	1/1/23





1/6/22



1/5/22


1/10/22



1/1/23
	Obtain all the guidance, support and qualifications required to progress in your job role and achieve success in your career.

Complete 6-month probation period successfully

Increase in pay from £9.50 p/h to 11.50 p/h

Positive mindset now that you have all the required tools to assist in managing the department with a high work performance that will impact on the organisations success.
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