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Introduction

According to (Stewart, H. and Gapp, R., 2014.) Creating a positive and healthy relationship within the workplace is essential when it comes to being successful in our careers. These relationships will influence our satisfaction with our careers, our desire to succeed and obtain recognition for our success in a positive or negative way. We feel more relaxed in our interactions with colleagues when we create more better and positive relationships and less intimidated or threatened by others. Also, we have a stronger connection with who we spend much of our time working with. 

I have been tasked with creating a report in which there are three requirements, they are as follows:

Task One: In the first part of my report I will be required to critically analyse three developmental tools that are applicable to an organization which will be tailored made to meet an individual’s developmental needs.

Task Two: In the second section of my report, regarding the organizational examples from section one, by using these development tools in the workplace, I will critically examine the potential benefits to a company or an organisation.

Task Three: In the third section of my report I have been tasked with creating a structured plan, from a management point of view, by using six methods or examples to address the development needs defined and the employee’s objectives or expectations in the workplace. 

By analyzing the development tools and how they could potentially benefit the company or organization, I will also evaluate certain arguments against implementing them which may have a detrimental effect on employees, managers or the company as a whole.















Task One: Development Tools.



The three development tools that I have been required to examine in task one are Leadership and Management Development, Employee Engagement and Feedback and Reward. By analyzing these three tools, I will hopefully explain the importance that they hold in the workplace and more importantly, what potential future rewards they may hold for the success of the company in which they are to be implemented.

Leadership and Management Development: This is a model or structure which has been built so that it can be adapted to suit the needs of both a manager and that of a company. The most important reason leadership and management development programmes are necessary is to make sure managers have the leadership, managerial abilities and expertise required of them to thrive and excel in their roles. Essentially, it is the corporate or business requirements that are transformed into the outcomes of leadership.
While using leadership development, leaders are equipped with skills that will help them enhance their team’s productivity. It allows future leaders to take on managerial positions and it can also improve workplace efficiency. This will further turn into more profitable business decisions and techniques for the company. (Why leadership development is important, 2020)

The difference between leadership and management was made clear by (Birkinshaw (2010) when he explained that although leadership was a process of social influence dealing with individual attributes, patterns and practices that drive others to imitate, management on the other hand was the act of mobilizing people to achieve desired goals and objectives. Simply put, both roles of leaders and managers are what are needed, whether working closely as a team or through the same person as defined by Burgoyne (2010). Also, according to Galagan, P.A. and Rhinesmith, S.H., (1998.) great leaders should not be judged by what they have accomplished, but how good their companies are managing after they have departed.


[image: Some are born great, some achieve greatness, and some have greatness thrust upon them. - William Shakespeare]


Leadership and management development programmes ensure that most managers have the leadership and managerial qualities required to achieve success. They form a vital ingredient in talent management in association with the career planning and management activities. A blended learning approach is used which combines several learning activities such as planned experience, self-directed learning, coaching, mentoring, action learning, outdoor learning and formal education and training in programmes based on an analysis of learning needs. These management development tools, which include varied teaching strategies and approaches, are used to improve the abilities of some workers who display relatively higher results than other employees. A few examples of this are:

Performance management: In the book titled ‘Performance Management’ by (Aguinis, H., 2009.) it explains that it is a system which includes the identification of the goal of the company, the analysis of challenges to reaching a certain goal and the creation of techniques for advancing further. Generally, a strategic plan acts as a guideline outlining how much the company can manage resources and accomplish its objectives. 

While working for ATS Euro master, the disadvantage of performance management was when the procedure was not deemed fair, employees were easily offended and choose to leave the company, either physically by quitting or resigning their job, or mentally, where they would greatly reduce their commitment or effort until they could land a job somewhere else. Had these systems been implemented incorrectly or poorly designed, they could have potentially been a waste of money and time lost in working hours.
[bookmark: _GoBack]
Other leadership development activities I experienced when I was employed by ATS Euro master included such things as work or job placements, this was a time of supervised training, during which employees or managers had the chance to learn working for the company in a different role. The benefit of this was that it assisted employees in recognising their future career paths and what steps were needed to be taken in order to achieve this, it also gave them a chance to experience the role without having to commit to it or by signing a formal work contract. Even thought it helped many of my former colleagues to grow and develop, some were unwilling to devote their time or effort as they viewed this as additional and unpaid labour or were comfortable in their present roles, unwilling to accept the additional responsibilities of promotion or management.


Employee Engagement:

Kahn (1990) regarded personal engagement as a psychological condition encountered by workers in regard to their employment, along with similar behavioural patterns. Employee engagement was described by Maslach, C. and Leiter, M.P., (2008.) As a strong rewarding, work related mindset with energy, commitment and absorption. Also, according to Macey et al (2011) transforms into good practices, thoughts and theories into tangible and realistic actions that can transform every organisation’s level of engagement.  
While looking at the significance of employee engagements, Buckingham M and Coffman C (1999), stated that this can be one of many motivating factors that encourage employees to go that extra mile, to work harder to improve their careers, to identify the goals of the company and its beliefs and it gives them more insight into the company framework.
The theory of employee engagement has now gained even greater significance according to (Bedarkar, M. and Pandita, D., 2014) who stated that several factors have now been established that impact on work place successes and that of the well being of employees.







Feedback and Reward:

Feedback can be constructive in encouraging people they’ve done good, helpful in offering advice on how to do more, and critical in telling people they’ve done poorly. It also improves positive actions, which illustrates when and how practices requires to focus on improving.

360 feedback is a learning measure created to help employees, leaders and managers to identify strengths and flaws and how to make themselves more productive in the workplace. It is a performance evaluation tool that collects input or feedback from a varying range of sources which include consumers, experienced co-workers, direct reports and management, in turn this may give a specific insight into helping make progress monitoring a more transparent, fair and balanced procedure. It automatically calculates the finding of the feedback and presents the results in a format that lets the collector of the feedback to develop a detailed strategic plan. It is one of the key fields of research in social psychology that modern companies have incorporated the 360-feedback process as part of their leadership improvement programmes. (Dunnette,1998).

The advantage of the 360-feedback method is that it encourages staff to fulfill their colleagues and managers need, this would avoid any perceived discrimination or bias directed towards them, however, this does not come without its disadvantages. Such as the fact that assessors may offer negative remarks, false facts or contradictory opinions. This may result in resentment from the employee or manager being assessed. It may also lead to a form of lowered self esteem which would have a negative impact not only on the employee but the organisation as a whole. 














Task Two:

In this section I will highlight and attempt to demonstrate the importance of certain development tools and their importance to that of both the organisation I used to work for, ATS Euro Master and that of the individual employee. 

Regarding staff retention, it has been stated by (J.D Shaw, J. E. Delery, G. D. Jenkins Jr., N. Gupta, 1998) staff turnover is one of the patterns most studied in the field of Human Resource Management. We can describe staff turnover as the transfer of workers between labour markets based on availability. This rotation may lead to a change between organisations, a change of jobs and professions or more often a move between the two states of being employed or unemployed. There are many numerous explanations as to why people switch from one organisation to another. As shown at ATS Euro Master, job tension and a wide variety of factors, a low degree of workplace commitment and job frustration were the most often identified causes for employees to quit their jobs. A manager’s leadership style can be amongst the main stress factors, from the point of view of an employee, their manger is the first image of any organisation that they see. So, it is very important that he or she possesses strong but fair leadership skills. While it is common that most companies need to recruit and maintain current staff to the business through the recruitment process, it is much more necessary for mangers to develop strategies to keep experienced staff in the company. As stated by (J.Ng’ethe, (2012) the retention of skilled workers is critical for retaining existing customers and reducing the costs of replacing the employees.

Staff morale is a very important factor in retaining skilled staff and in the lowering of staff turnover. Factors which were missing from ATS Euro Master, those that determine the levels of high staff morale are such things as recognition and appreciation, promotion of risk taking, motivation and creativity, the lack of prospects for successful job advancement or promotion and lastly was the lack of trust and communication between the staff and management.

The lack of motivation to work and improve were other reasons of staff dissatisfaction at ATS Euro Master. To address this issue, Human Resource Management and the direct line managers must understand what the causes and the nature of the underachievements are, they also need to gain a better understanding of the relationship between motivation and performance. It is believed that the motivation of the staff to engage effectively in enhancing the workplace environment is vital for the effectiveness of investments for that specific reason. (Hedlund, A., Åteg, M., Andersson, M. and Rosén, G., 2010)
Another major issue at ATS Euro Master was the imbalance of any effort and rewards schemes in place, which may have been a major factor for occupational stress amongst its employees. It demonstrates the damages caused by a stressful work environment which leads to a wide range of mental health issues amongst the staff and that of the current state of the organisation. This can be resolved by securing or reinforcing a sense of justice and reciprocity amongst current employees by addressing them directly and allowing them to express their views and grievances as described by (Tsutsumi, A. and Kawakami, N., 2004.)
Personal growth is another factor that is required to be urgently addressed by management at ATS Euro Master, in order to stem the flow of high staff turnover, increasing positive motivation and improving staff morale. (Irving, J.A. and Williams, D.I., 1999.) have defined the process of personal growth in the work place as a more standard method that applies to the nature of the individual employee and it is often measured in terms of the value he or she has to the company.
Task Three: 

As a manager, I will now develop a plan that will meet an employee’s defined development needs and expectations. The six examples of these that I will be using are: 

Job Satisfaction: As defined by (Hoppock; 1935) it is the combining of the psychological, physiological and environmental circumstances that truthfully lead a person to claim that they are satisfied with their work or job. It can also be described as, to what degree an employee likes or dislikes his or her job, a sense of accomplishment and workplace success, it indicates someone who loves doing a job, performing well and getting rewarded for their efforts. This can then contribute to acknowledgement, earnings, promotion and other objectives that contribute to a sense of fulfilment. (Kaliski, 2007) 

Salary and Bonuses: While most employees looking for new employment often concentrate on yearly pay and conditions, another way of attracting talented employees is by providing bonuses as a way of rewarding their best performers. Although, wages and benefits are the truest expression of that worker’s compensation. Possible downsides to providing bonuses could be that they will create unrealistic expectations, they could create a rivalry between employees rather than teamwork and they are subject to taxation.

Recognition: This would offer staff a feeling of gratitude for all of their hard work and dedication, in turn employees would achieve greater levels of productivity, thereby providing the company they work for the capacity to become more profitable. Acknowledging hard workers may not be much of a cost to the company, most of the time it could be a simple pat on the back or a thank you from management. A disadvantage to employee recognition may arise if one member of staff appears to be recognised more often than anyone else, it could create an atmosphere where other employees deem favouritism, this may create divisions within a team or the company.

Development Opportunities: To start we would be required to identify learning gaps such as weaknesses and shortcomings, we would then require employees to be trained in these areas. It is important to do this as it would enhance or expand on any skills already possessed and allows the employees to learn new skills. This will help with the employee’s personal development and assist in their career advancement.

Flexibility: The most common flexible work practice is called a staggered hours contract, this allows employees to start and finish work at varying times. Some of the benefits of this are there are fewer sick days in workplaces where flexible working is conducted, it will help decrease staff turnover and increase productivity and dedication of employees and it will reduce stress as it is not unusual for employees to spend more than an hour travelling to and from work during rush hour. 


Working Environment: According to (Górny, A., 2014) that enhancements to the working environment not only help to improve flexibility, quality, reliability and the cost effectiveness of the work process but also allow the organization to satisfy certain legal requirements. This can always be achieved also by creating an atmosphere in which employees can draw upon new theories and by allowing them to improve their skills which will enable them to reach their full potential, providing the possibility for employees to learn about their fellow colleagues and to discover how they can sustain these important relationships and allowing staff to discover and study new techniques, strategies and processes.
Conclusion

Amongst other things, what I have concluded from this report is that strong relationship building in the workplace offers us the necessary improved tools that can help us to get our jobs accomplished easier and in turn this helps us to be a lot more productive. According to (Locke, E.A., 1969.) Within our work and job roles we will find definitely discover greater fulfillment and improved satisfaction, hopefully our colleagues and workmates will feel the same way too. Without these development tools, employees’ skills and techniques would have remained unexplored and unidentified. 
By analyzing the management development program, we can establish that it benefitted those employees who were less likely to become engaged to step up and take on higher leadership positions and projects. I also found that it indicated a significant and substantial boost to the organizational success of the workplace commitment. I also found that engaged employees are passionate about their careers, dedicated to seeking purpose in their work, and actively engaged in putting forward their valuable efforts and intellectual abilities to accomplish organizational beliefs. Also, by identifying the benefits and acknowledging the importance of employee engagement, we can establish that employees are willing to work harder to identify the company’s goals, to believe in them, it builds their confidence, it assists them in exploring their techniques and skills, it teaches them to show respect to and assist their work mates in tasks. Overall, engaged employees are willing to go that extra mile to achieve their goals and that of the company. (Kataria, A., Rastogi, R. and Garg, P., 2013.)
We can also conclude from this report that great leaders who use their position of authority to move employees into pursuing their own goals and this in turn leads to an increase in the organizational benefits of a company. Although leadership can be demanding an it can lead to the creation of alliances or enemies within the work environment.
There are plenty of opportunities which companies can offer to improve the work environment and well being of its employees, such things as allowing them to feel like they are a part of the organisation, showing them that their opinions are taken seriously and most of, giving them that boost of confidence by making them feel that their hard work and dedication is very much appreciated.
Also, the importance of staff retention as stated by (Michael, 2008) it is one of the most important challenges faced by corporate executives due to the shortage of professional labour and economic development.
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