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[bookmark: _Toc235801668]Introduction
Safran Seats GB is a aerospace company based out of Cwmbran. In this essay we will be diving into their organisational performance and researching the four main management function to support it.
Within Safran the author is currently a Level 2 Setter working with MAZAK 5 axis machines who make parts to go onto the first class and business class eating on the aeroplanes. 
Having effective organisational management is paramount to running a successful operation, to do that the four key stages of organisational management that must be implemented are Planning, Organising, Leading and Controlling.
Effective organisational performance depends on clear objectives, suitable workforce organisation, adaptable leadership and balanced performance controls.



[bookmark: _Toc235801669]Planning
[bookmark: _Toc235801670]Three strategic objectives
[bookmark: _Toc235801671]Strategic objective 1: Improve Operational Efficiency
When Safran improve their operational efficiency they will reduce production costs, improve machine utilisation, reduce downtime and increase output this is all vital as it increases profitability which is ultimately the mainline of any company.
Strategic actions to enable this could be to invest in modern machinery and automation, use Industry 4.0 technologies, improve production planning and to standardise working methods. Safran used machine modernisation to as a strategic action when they spent £500 million on a completely new machining department from 2022-2026.
Operational actions that can be taken are to monitor Overall Equipment Effectiveness (OEE), reduce setup times, improve preventive maintenance and monitor cycle times and downtime.
[bookmark: _Toc235801672]Strategic objective 2: Improve Quality and Customer Satisfaction
Possible reasons to improve are because aircraft seating requires strict quality standards, Defects create rework, delays and additional costs and Customer satisfaction affects future contracts.
Strategic actions could be to strengthen quality-management systems, develop a continuous-improvement culture and improve supplier and production quality.
Operational actions can be to use FMEA and root-cause analysis, monitor defects and rework, provide employee quality training and review customer complaints.


[bookmark: _Toc235801673]Strategic objective 3: Develop and retain skilled employees
Possible reasons to activate objective three is because advanced manufacturing requires skilled employees, employee turnover causes knowledge loss, Training supports succession planning.
Strategic actions will be to develop apprenticeships like the ones that Safran send to UWTSD, introduce succession planning, create career-development opportunities, Improve employee engagement.
Operational actions would be to use skills matrices, provide mentoring, create individual development plans, conduct regular performance reviews.
[bookmark: _Toc235801674]Evaluation of the planning approach
[bookmark: _Toc235801675]Traditional planning
With traditional planning senior management sets objectives which then those objectives move down through the organisation resulting in employees having limited involvement.
[bookmark: _Toc235801676]Management by Objectives
Management by Objectives (MBO) is different as it allows managers and employees to agree objectives which results in those objectives are specific and measurable ultimately resulting in performance which is reviewed against agreed targets.
[bookmark: _Toc235801677]Likely judgement
Safran use a combined approach. Senior management establishes wider business objectives, while departmental and individual objectives are agreed through performance reviews and operational meetings.
[bookmark: _Toc235801678]Critical point
Traditional planning creates clear direction but may reduce employee involvement. MBO can improve motivation and accountability, although poorly designed targets may encourage employees to focus only on measured outcomes.
[bookmark: _Toc235801679]3. Organising
[bookmark: _Toc235801680]Proposed Customer-care Centre Structure
Safran could potentially design a small central team that operates continuously throughout the year. With the possible structure of one customer-care manager, four shift supervisors, four rotating teams, Multi-skilled customer-care advisers, relief or part-time employees for sickness, annual leave and busy periods.
[bookmark: _Toc235801681]3.2 Shift model
A possible system is a four-team, 12-hour rotating shift pattern:
[bookmark: _Toc235801061]Table 1 - Shows Possible Shift Pattern
	Shift
	Working hours

	Day Shift
	06:00–18:00

	Night Shift
	18:00–06:00

	Relief Team
	Covers absence and demand

	Part-time
	Scheduled rest period



[bookmark: _Toc235801682]Flexible working arrangements
Safran could offer many different options to become flexible such as part-time contracts, compressed working weeks, shift swapping, hybrid or remote working, weekend-only contracts, flexible start and finish times.
[bookmark: _Toc235801683]Employees’ external commitments
Everybody has commitments outside of work and it’s vital that Safran tries to help it employees by potentially implementing childcare help, if necessary, this can be implemented by allowing parents to work from home in school holiday or work hours back in busier periods.


[bookmark: _Toc235801684]Implementation guidelines
Managers should publish rotas at least four weeks in advance, maintain minimum staffing levels, monitor working hours and fatigue, ensure shifts are allocated fairly, approve all shift swaps, arrange cover for sickness and annual leave and provide clear handover procedures.
Employees should request changes as early as possible, attend agreed shifts punctually, provide accurate handovers, follow confidentiality requirements, inform managers promptly about absence and complete training for different customer-care duties.
[bookmark: _Toc235801685]Critical evaluation
Benefits of implementing these procedures are continuous customer service, greater flexibility, improved work-life balance, better coverage during absence.
Limitations of this could be night work may cause fatigue, Twelve-hour shifts may affect performance as the long days can unsettle some employees, flexible arrangements may create scheduling difficulties, and a small workforce may struggle during unexpected demand.
[bookmark: _Toc235801686]
4. Leading
[bookmark: _Toc235801687]Workplace leadership example
I have been selected to mentor the next generation of Safran machines into the World Skills 2027 campaign. My role is to develop a structured training programme and mentor them in every way from CNC machining support to CAD/ CAM training. This is a huge honour which will improve my leadership, communication, planning and technical coaching skills.
[bookmark: _Toc235801688]Personal leadership style
My personal style will be very encouragement based with lot of hones on uplifting the trainee through positive feedback. From my background in sport as a player and a coach I have learnt that there are many ways for each person, but encouragement is a key favourite for myself. Encouragement and positive feedback can improve a learner’s motivation, confidence and sense of achievement (Berntzen and Lagestad, 2025).
[bookmark: _Toc235801689]Relevant theories
[bookmark: _Toc235801690]Situational leadership
Every individual has different capabilities and needs. Coaching methods should be adapted to the learner, with some individuals benefiting from exploratory learning and others requiring structured, step-by-step guidance (Yang et al., 2025).
[bookmark: _Toc235801691]Transformational leadership
There are many ways to motivate your employees but in my World Skills mentorship will take a clear vision from myself and passed through the competitor with that vision we will look into his personal development and ultimately as it’s a competition be setting high standers. This will hopefully build his confidence while giving him the encouragement to achieve something that nobody has ever done in Safran Seats GB.


[bookmark: _Toc235801692]Democratic leadership
Also, within the world skills training I will be asking questions to the competitor such as, What are you finding difficult? Which part of Fusion do you want to work on today? This approach will encourage problem solving.
[bookmark: _Toc235801693]Critical self-evaluation
Personally, in this journey some of my strengths are a very strong technical base of knowledge with an approachable style will leave a door for any types of questions. Another strength is my willingness to encourage others mixed with the want for him to do well should lead us with a recipe for success.
Possible weaknesses could be my limited experience leading, outside of sport being a young man I have very little involvement of leading teams in the workplace.
[bookmark: _Toc235801694]Leadership development action plan
[bookmark: _Toc235801062]Table 2 - Shows Leadership Development Action Plan
	Development Area
	Action
	Measure of Success
	Timescale

	Delegation
	Give trainees responsibility for defined activities
	Greater employee independence
	Three months

	Feedback
	Hold structured feedback meetings
	Monthly feedback completed
	Monthly

	Communication
	Ask manager and colleagues for feedback
	Improved communication reviews
	Quarterly

	Leadership Knowledge
	Complete a leadership course
	Course completed
	Six months

	Conflict Management
	Observe experienced managers and attend training
	Greater confidence handling disagreements
	Six months





[bookmark: _Toc235801695]Controlling 
[bookmark: _Toc235801696]Purpose of management control
Control measures allow managers to, compare actual performance against targets such as OEE (overall equipment effectiveness), identify problems, take corrective action and improve employee and departmental performance.
[bookmark: _Toc235801697]Individual assessment methods
As a WorldSkills mentor, it is important that I use individual assessment methods to monitor the competitor’s knowledge, practical ability and development. Methods such as observation, questioning, practical machining tasks and reviewing completed components will allow me to identify their individual strengths and areas requiring improvement. Wiliam (2011) explains that assessment is most effective when evidence of a learner’s current progress is used to guide future teaching decisions. Therefore, regularly assessing the competitor will allow me to adapt the training programme, provide targeted feedback and ensure that the coaching remains appropriate for their developing ability.
[bookmark: _Toc235801698]Departmental performance indicators
Key indicators to identify a departments performance is their OEE result, with 85% being classed as world class, is the on-time delivery being met with lateness being classed as unacceptable and potentially lack of scrap or rework.
[bookmark: _Toc235801699]Justification
A balanced approach to mentoring is required because the competitor needs appropriate guidance without becoming overly dependent on the mentor. At the beginning of the training programme, I will provide closer supervision, demonstrations and step-by-step instructions. However, as the competitor’s knowledge and practical ability develop, I will gradually reduce the level of support and allow them to complete tasks and solve problems independently. Van de Pol et al. (2015) found that the effectiveness of instructional support depends on how it is balanced with independent working time. Therefore, adapting the level of control and supervision should help the competitor develop both technical competence and the independence required during the WorldSkills competition.
[bookmark: _Toc235801700]Limitations
Although a balanced mentoring approach has several benefits, it also has limitations. One difficulty is judging when to provide guidance and when to allow the competitor to work independently, as their ability may differ between tasks such as programming, machine setup and component inspection. Providing too much support may reduce independent thinking and result in the competitor continuing to rely on the mentor. However, providing too little support may make the task overly demanding, cause frustration and increase the likelihood of mistakes. Van de Pol et al. (2015) explain that excessive control can result in superficial processing, while insufficient guidance can place excessive cognitive demands on the learner. In a CNC machining environment, this balance is particularly important because independence cannot be allowed to compromise safety or component quality. Therefore, I will need to continually assess the competitor’s performance and adjust the level of supervision and support provided.

[bookmark: _Toc235801701]
6. Conclusion 
Strategic objectives should be clear and measurable, Safran should use ‘SMART’ targets. Safran is also likely to use a mixture of traditional planning and MBO to keep production running smoothly and effectively. A rotating and flexible workforce can provide continuous customer service. Meanwhile, situational and transformational leadership are appropriate for employee development and performance should be measured using a balanced set of individual and departmental indicators with high performers gaining benefits or promotions.
All four management functions should work alongside each other and not separate to create and happy end effective working environment at Safran Seats GB.
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