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Developing Workplace Relationships and Employee Performance at Virgin Atlantic Airways

Introduction
Developing employees is an important part of running a successful business. When employees are given opportunities to improve their skills and knowledge, they can become more confident in their roles, work better with colleagues and contribute more to the organisation. This is important in the airline industry, where different departments need to work together to make sure daily operations run smoothly.
Virgin Atlantic Airways operates in a busy and competitive industry where good communication, teamwork and employee performance are important. The airline relies on many departments, including flight operations, customer service, finance, human resources and office based operational teams. Although office employees may not work directly with passengers, the work they carry out can still affect the airline's overall performance and customer experience.
For example, employees working in operations may be responsible for preparing reports, sharing information, organising resources and communicating with other departments. If employees do not have the correct training or struggle to communicate effectively, mistakes and delays may occur. This shows why developing employees and building good workplace relationships should be a priority.
Aguinis and Kraiger (2009) explain that training and development can benefit employees, teams and organisations by improving knowledge, skills and performance. However, providing training does not always mean employees will perform better. The training needs to be suitable for their roles, and employees must have opportunities to use what they have learned.
Virgin Atlantic already recognises the importance of developing its employees. Its Annual Report 2025 explains that the company offers different learning programmes to help staff develop skills such as communication, resilience, project management and prioritising work (Virgin Atlantic Airways, 2026). 

Performance management is another important part of employee development. According to the Chartered Institute of Personnel and Development (CIPD, 2026), performance management involves setting clear goals, reviewing progress and giving employees the support they need to improve. It should be an ongoing process rather than something that only happens during an annual review. 
This report will look at the benefits of developing employees at Virgin Atlantic, particularly within office and operations departments. It will also explain how managers can support employees with their personal development, compare different training methods and provide a six month development plan for an operations employee who would like to become a supervisor. The report will consider how these activities can improve performance, build stronger working relationships and create a better working environment.

Developing Employees and Building Workplace Relationships
The Benefits of Developing Employees in the Workplace
Employee development is about helping individuals improve their skills, knowledge and confidence so they can perform better in their current jobs and prepare for future opportunities. For a company like Virgin Atlantic, this is important because employees need to work together, adapt to changes and deal with different challenges.
Developing employees can benefit the company in several ways, including improving productivity, increasing motivation, encouraging teamwork and preparing employees for more senior positions. However, these benefits depend on how well the development opportunities are planned and supported.
Improving employee performance and productivity
One of the main benefits of developing employees is that it can help them become better at their jobs. When employees understand their responsibilities and have the right skills, they are more likely to complete tasks correctly and efficiently.
Arthur et al. (2003) found that workplace training can improve employee knowledge and performance. However, their research also showed that some training methods are more effective than others. This means organisations should choose training based on what employees need rather than providing the same training to everyone.
At Virgin Atlantic, office and operations employees may need skills in data analysis, reporting, communication and problem solving. For example, an employee who regularly prepares operational reports could benefit from advanced Microsoft Excel training. This could help the employee work more efficiently, reduce mistakes and present information more clearly.
Better reporting could also help managers make decisions because they would have more accurate information available.
Training does not solve every problem. If an employee is struggling because of a heavy workload, poor systems or a lack of staff, additional training may not make much difference.
Bakker and Demerouti (2007) explain that employee performance is affected by both job demands and the resources available to employees. Virgin Atlantic would need to look at the reasons behind poor performance before deciding whether training is the correct solution.
This shows that employee development can improve productivity but only when employees are also given the right tools, time and support.
Increasing motivation and job satisfaction
Another benefit of employee development is that it can help employees feel more motivated and valued.
When a company invests in its employees, it can show that their work is appreciated and that there may be opportunities for future progression. This can encourage employees to take more pride in their work and become more involved in the organisation.
Saks (2006) explains that employees who feel supported by their organisation are more likely to show positive levels of engagement. This suggests that development opportunities can help build stronger relationships between employees and their employers.
Deci et al. (2017) also explain that employees are more motivated when they feel capable, have some control over their work and feel connected to other people. These ideas are important when considering personal development.
For example, an employee working in Virgin Atlantic's operations department may want to become a team leader. If the employee receives coaching, leadership training and opportunities to take on additional responsibilities, this could increase confidence and motivation.
The employee may also feel more positive about staying with Virgin Atlantic because there is a clearer opportunity to develop a career within the business.
Employee development does not always lead to better retention. Once employees gain new qualifications or skills, they may decide to apply for jobs elsewhere. Employees may also become frustrated if they are encouraged to develop but are not given opportunities to progress.
Virgin Atlantic should make sure that development opportunities are supported by honest conversations about career progression. Employees should understand that completing training can improve their chances of applying for future roles but it does not automatically guarantee promotion.
Improving Teamwork and Communication
Good workplace relationships are important at Virgin Atlantic because different departments need to work together. Poor communication between office, operations and customer service teams could lead to mistakes or delays.
Edmondson (1999) explains that employees work better when they feel comfortable asking questions and raising concerns without being criticised. Managers should therefore create a supportive environment where employees feel respected. Colquitt et al. (2001) also found that fair treatment can improve workplace attitudes and behaviour.
Virgin Atlantic could encourage better relationships through team meetings, mentoring and regular communication between departments.
Supporting Career Progression and Succession Planning
Employee development can help prepare staff for more senior roles. At Virgin Atlantic, an experienced operations coordinator could develop the skills needed to become a supervisor. This could benefit the company by keeping experienced employees and reducing recruitment costs.
However, being good at a current job does not always mean someone will be a good manager. DeRue and Wellman (2009) explain that practical experience and feedback can help develop leadership skills. Virgin Atlantic could support this through leadership training, supervisor shadowing and opportunities to manage small tasks.
Supporting Employee Wellbeing
Employee development can also support wellbeing, especially when staff are dealing with deadlines and heavy workloads. Training in time management and prioritising tasks could help employees feel more confident and organised.
Bakker and Demerouti (2007) explain that workplace resources can help employees manage demanding jobs. However, training alone cannot solve problems such as staff shortages or unrealistic workloads. Virgin Atlantic should therefore provide suitable support alongside development opportunities.
Overall, employee development can improve performance, teamwork and career opportunities, but it needs to be fair and supported by managers.
Managing an Individual's Expectations of Personal Development
Managing expectations is an important part of personal development because employees may have different ideas about what they want to achieve.
Some employees may want a promotion, while others may want to improve their confidence, learn new skills or take on more responsibilities.
Managers need to understand these expectations and help employees set realistic goals.
Within Virgin Atlantic, an office or operations employee may want to progress into a supervisory position. Although this is a positive career goal, the employee would need to understand what skills are required and what opportunities may be available.
Understanding the employee's development needs
The first step is to identify what the employee can already do well and which areas need improvement.
The CIPD (2025b) explains that learning needs analysis helps organisations understand the skills employees currently have and the skills they need to develop. 
For example, an operations coordinator may be confident using internal systems, preparing reports and completing daily tasks. However, the employee may need more experience in leadership, communication, delegation and decision-making before becoming a supervisor.
A manager could identify these needs through a one-to-one meeting, performance reviews and observations of the employee's work.
It is important that the employee is involved in this discussion rather than being told what development is needed without having an opportunity to contribute.
This can help the employee feel included and more motivated to work towards agreed goals.
Setting realistic development goals
Once development needs have been identified, the employee and manager should agree on clear goals.
Locke and Latham (2002) explain that setting specific and challenging goals can help improve motivation and performance.
For example, rather than setting a general goal such as improving leadership skills, the employee could aim to complete leadership training and deliver two supervised team briefings within three months.
This gives the employee something clear to work towards and allows progress to be measured.
Goals should also be realistic. Setting too many difficult targets may leave employees feeling overwhelmed.
Managers should consider the employee's normal workload, available training and level of experience before agreeing on objectives.
Being honest about career progression
It is important for managers to explain that personal development does not automatically lead to promotion.
An employee may complete a development programme successfully but still need to wait for a suitable vacancy.
Within Virgin Atlantic, a manager should explain the skills and experience needed for a supervisory position and provide guidance on how the employee could prepare for future opportunities.
This would help avoid unrealistic expectations and possible disappointment.
Managers should also recognise that employees may have different career goals. Not everyone wants to become a supervisor, and employees should not feel pressured into leadership development if they prefer to improve their skills within their current roles.
Giving regular feedback
Regular feedback helps employees understand whether they are making progress and what they still need to improve.
Kluger and DeNisi (1996) found that feedback does not always improve performance, particularly when it is delivered in a way that makes employees feel personally criticised.
For this reason, feedback should focus on the work being completed rather than making negative comments about the employee.
For example, a manager could explain that a team briefing needs to be clearer and more organised rather than saying that the employee is not confident enough to lead.
At Virgin Atlantic, monthly one-to-one meetings could be used to review progress, discuss any difficulties and agree on the next steps.
Employees should also be encouraged to give feedback about the development they are receiving. This would help managers understand whether the training is useful and whether further support is required.
Fairness and confidentiality
Personal development should be managed fairly so that employees have suitable opportunities to improve.
Employees should not be chosen for training simply because they have a good personal relationship with a manager.
Colquitt et al. (2001) explain that fair treatment can influence employee satisfaction and commitment.
Within Virgin Atlantic, decisions about development opportunities should be based on relevant skills, performance and career interests.
Managers should also consider different working arrangements and any support employees may need to take part in training.
Performance reviews and development records should be kept confidential. Employees may be more comfortable discussing areas they find difficult if they know their information will be handled professionally.
Overall, managing expectations requires honest communication, clear goals, regular feedback and fair treatment. These practices can help employees feel supported while ensuring that development remains realistic and useful to both the individual and Virgin Atlantic.
Employee Development and Managing Performance
Evaluating Development Methods and Creating a Personal Development Plan
There are several ways that organisations can help employees develop their skills and knowledge. These include formal training, online learning, coaching, mentoring, job shadowing and practical workplace experience.
Each method has its own advantages and disadvantages. This means that organisations need to consider the employee's individual needs before deciding which method would be most suitable.
Salas et al. (2012) explain that training is more likely to be successful when it is planned properly and supported by the organisation. Blume et al. (2010) also found that employees need opportunities to use what they have learned for training to have a positive effect on workplace performance.
For Virgin Atlantic, a combination of different development methods would be useful because office and operations employees need both technical knowledge and good communication skills.
Formal Training and Online Learning
Formal training helps employees develop skills and knowledge. At Virgin Atlantic, programmes such as Elevate focus on communication, resilience, project management and prioritising tasks (Virgin Atlantic Airways, 2026). These skills could help office and operations employees prepare for supervisory roles.
Formal training provides clear guidance, while online learning allows employees to study around their work. However, learning new skills does not always mean employees can use them confidently in real situations. Arthur et al. (2003) explain that training success depends on how it is delivered and assessed. Virgin Atlantic should look at improvements in employee performance rather than just whether training has been completed.
Coaching and mentoring
Coaching and mentoring are useful development methods because they allow employees to learn through discussions and guidance from more experienced colleagues.
Coaching normally focuses on improving skills or areas of performance. Mentoring usually involves a more experienced person supporting another employee with their wider career development.
According to the CIPD (2025a), coaching and mentoring can improve employee skills and performance when they are used as part of a wider development strategy. 
At Virgin Atlantic, an operations coordinator who wants to become a supervisor could receive coaching from their line manager.
For example, the manager could help the employee improve communication skills, become more confident when making decisions and learn how to prioritise work.
The employee could also have a mentor who already works in a supervisory position. This person could explain what the role involves and share advice based on their own experience.
Eby et al. (2008) found that mentoring can have positive effects on career development. However, the research also suggests that the benefits are not always the same for every individual.
One advantage of coaching is that it can be adapted to the employee's specific needs. It also allows employees to ask questions and receive feedback.
However, coaching can be less effective if the manager does not have enough time or lacks the skills needed to support the employee.
Mentoring can also be difficult if the employee and mentor do not communicate well or have different expectations.
For Virgin Atlantic, coaching and mentoring would be useful methods, but the organisation would need to make sure that suitable people are chosen to provide support.
Job shadowing and job rotation
Job shadowing involves an employee observing someone who already carries out a particular role.
For example, an operations coordinator at Virgin Atlantic could spend time observing a supervisor during team meetings, operational discussions and daily planning activities.
This would allow the employee to understand what the supervisory role involves before applying for a similar position.
Job rotation is slightly different because it allows employees to gain experience in other roles or departments.
Within Virgin Atlantic, an employee could gain a better understanding of how different office and operations teams work together by spending time learning about another department.
This could improve communication because employees would have a better understanding of how their own responsibilities affect other teams.
However, job shadowing does not always give employees enough practical experience. Watching a supervisor manage a difficult situation is not the same as handling that situation personally.
Job rotation may also be difficult to organise if departments are busy or do not have enough staff to support additional training.
Virgin Atlantic would need to plan these opportunities carefully and make sure they do not affect normal operational responsibilities.
Learning through practical experience
Practical experience is another important method of employee development.
Employees often learn new skills by completing tasks, dealing with challenges and receiving feedback about their performance.
DeRue and Wellman (2009) found that challenging workplace experiences can help employees develop leadership skills. However, employees also need suitable support because tasks that are too difficult may have a negative effect on learning.
At Virgin Atlantic, an operations coordinator could gain leadership experience by helping to organise a team meeting, supporting a small improvement project or coordinating a task under the supervision of a manager.
For example, the employee could be asked to review an existing reporting process and suggest ways to make it more efficient.
This would allow the employee to practise problem-solving, communication and planning skills while contributing to the department.
One advantage of practical experience is that employees can immediately see how their new skills relate to their job.
However, there are also risks. Employees may feel pressured if they are given additional responsibilities without enough support or time.
Therefore, managers should make sure that practical development activities are suitable for the employee's experience and do not create unnecessary pressure.






Comparing the development methods
Comparison of employee development methods
	Development method
	Advantages
	Disadvantages

	Formal training
	Provides clear information and structured learning
	May not provide enough practical experience

	Online learning
	Flexible and convenient
	Less direct support from other people

	Coaching
	Focuses on individual needs and performance
	Depends on the manager's skills and availability

	Mentoring
	Provides career advice and guidance
	Depends on the relationship between mentor and employee

	Job shadowing
	Helps employees understand other roles
	Mainly involves observing rather than doing

	Job rotation
	Builds wider knowledge of the business
	Can be difficult to arrange

	Practical experience
	Allows employees to develop skills through real tasks
	Can increase pressure if not managed properly


Based on this comparison, a combination of formal training, coaching, mentoring and practical experience would be the most suitable approach for an employee at Virgin Atlantic who wants to become a supervisor.
Formal training would provide the basic knowledge, while coaching and mentoring would help the employee understand how to apply it. Practical experience would then allow the employee to demonstrate the skills they have developed.
Creating a personal development plan
A personal development plan is a document that identifies the skills an employee needs to improve, the activities they will complete and how progress will be measured.
For this report, a six-month development plan has been created for a employee working as an operations coordinator at Virgin Atlantic.
The employee is interested in progressing into an operations supervisor or team leader position.
The employee is assumed to have good knowledge of daily office and operations tasks but needs to develop further skills in leadership, communication, delegation and performance management.
The plan uses SMART objectives, meaning the goals should be specific, measurable, achievable, relevant and time bound.

Proposed six-month personal development plan
	Development area
	Activity
	Timescale
	How success will be measured

	Leadership communication
	Complete leadership training and deliver supervised team briefings
	Months 1–2
	Two briefings completed to an agreed standard

	Reporting skills
	Complete advanced Excel and reporting training
	Months 1–3
	At least 95% accuracy in checked reports

	Delegation
	Shadow a supervisor and coordinate two tasks
	Months 2–4
	Positive manager assessment

	Teamwork
	Take part in a project involving other departments
	Months 3–5
	Feedback from three colleagues or stakeholders

	Performance management
	Complete feedback training and practise an appraisal discussion
	Months 4–5
	Meet agreed assessment criteria

	Career development
	Complete a final review with the manager
	Month 6
	Progress reviewed and future goals agreed


The employee, activities and targets in this plan are examples and are not official Virgin Atlantic policies.
The plan would begin with a meeting between the employee and their manager to discuss performance, career goals and areas for improvement. During the first two months, the employee would focus on communication, leadership and reporting skills. Months three and four would involve shadowing a supervisor and taking on practical tasks. In month five, the employee would practise giving feedback and working with other departments. The final month would review progress and identify any further training needed.
Using the Development Plan to Manage Performance
The development plan would help Virgin Atlantic monitor employee progress and provide support. According to the CIPD (2026), performance management involves clear goals, regular discussions and feedback.
Managers could compare the employee's work before and after training to see whether performance has improved. Blume et al. (2010) explain that training is more useful when employees can apply their new skills at work. Actual improvements are more important than simply completing a course.
Regular Performance Reviews
Monthly meetings would allow the employee and manager to discuss progress, challenges and any extra support needed. A formal review could take place after three months, followed by a final review at six months.
Managers should also consider workload and other factors affecting performance. Holton (1996) explains that improvements may be influenced by factors other than training, such as new technology. This would help Virgin Atlantic assess employee development more fairly.
Fair and objective performance assessment
Performance assessments at Virgin Atlantic should be fair and based on evidence, such as completed tasks, training records and manager observations. Skills like leadership and communication can be harder to measure, so feedback from colleagues can also be useful. Smither et al. (2005) found that feedback from different people can help improve performance, although the results may vary. Employees should also have the chance to discuss their progress and any difficulties to make the assessment fair.
Recording Performance and Maintaining Confidentiality
Managers should keep accurate records of employee development, including training, feedback and progress towards goals. This helps identify achievements and areas needing improvement. Personal information should be kept confidential and only shared with authorised staff. This can help employees feel comfortable discussing their development needs and build trust with managers.
Career Development and Sustainability
Personal development should help employees improve in their current roles and prepare for future opportunities. At Virgin Atlantic, the six-month plan could help an operations coordinator develop the skills needed for a supervisory role, although further training may still be required.
Development can also support sustainability by reducing paperwork, improving digital processes and using resources more efficiently. This benefits Virgin Atlantic while helping employees develop useful skills.
Overall, the development plan can improve employee confidence, performance and career opportunities while supporting better workplace relationships.
Conclusion
Developing employees is important for Virgin Atlantic because it helps staff improve their skills, work more effectively with others and contribute to the success of the organisation.
This report has explained how employee development can improve productivity, motivation, teamwork and career progression within Virgin Atlantic's office and operations departments.
The research shows that training and development can provide several benefits. However, these benefits are not guaranteed. Employees also need the right support, resources and opportunities to use their skills in the workplace.
Managing employee expectations is another important part of development. Managers need to understand what employees want to achieve and help them set realistic goals. Regular feedback and honest conversations about career progression can help employees feel supported and valued.
The report has also compared different development methods, including formal training, coaching, mentoring, job shadowing and practical experience. Each method has advantages and disadvantages, but using a combination of methods would be the most suitable approach for an employee preparing for a supervisory role.
The proposed six-month development plan demonstrates how an operations coordinator at Virgin Atlantic could improve leadership, communication, reporting and teamwork skills. Regular reviews and clear performance measures would help the employee and manager monitor progress.
Overall, Virgin Atlantic can benefit from continuing to invest in employee development and encouraging positive working relationships. When employees feel supported, understand their responsibilities and have opportunities to improve, they are more likely to work well together and contribute to a better working environment.
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Appendix

Personal Development Plan
Organisation: Virgin Atlantic Airways
Department: Office and Operations
Employee: Hypothetical Operations Coordinator
Career goal: Progress into an Operations Supervisor or Team Leader position
Development period: Six months
Development plan
	Month
	Development activity
	Expected outcome

	Month 1
	Meet with manager, identify strengths and weaknesses, and begin leadership training
	Clear understanding of development needs

	Month 2
	Complete communication training and lead supervised team briefings
	Improved confidence and communication

	Month 3
	Complete advanced Excel training and shadow a supervisor
	Improved reporting and understanding of leadership

	Month 4
	Help coordinate operational tasks and work with other departments
	Better teamwork and delegation skills

	Month 5
	Practise giving feedback and take part in an improvement project
	Improved problem-solving and people management

	Month 6
	Complete final performance review and discuss career progression
	Clear understanding of achievements and next steps













Monitoring employee performance
The employee's performance would be reviewed monthly by their manager to discuss progress and any support needed. Bandura (1977) explains that confidence can affect motivation, while Hattie and Timperley (2007) highlight the importance of clear feedback. The manager would monitor progress through training records, work quality checks and observations.
Measuring success
	Performance area
	Proposed target
	How it would be checked

	Reporting accuracy
	At least 95%
	Manager checks completed reports

	Communication
	Two successful team briefings
	Manager observations

	Leadership
	Complete two supervised coordination tasks
	Manager feedback

	Teamwork
	Receive feedback from three colleagues
	Structured feedback

	Training
	Complete all agreed essential learning activities
	Training records

	Career development
	Complete final review
	Development meeting


Final evaluation
At the end of six months, the employee and line manager would review the development plan together.
If the employee had achieved the agreed goals, the manager could recommend further leadership development or encourage the employee to apply for suitable internal opportunities.
If some objectives had not been achieved, additional training or coaching could be arranged.
The final review should focus on what the employee has learned, how performance has improved and what development is still needed.
This would help Virgin Atlantic support employee progression while making sure that future responsibilities match the employee's abilities and experience.
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