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[bookmark: _Toc46934206]Introduction
The development and building of good relationships within the workplace is an important arena that must be taken into consideration by all organisations. This is because being considerate towards the development of their skills and personal aspects can be fundamental in terms of not only improving their morale but also boosting their overall motivation. When organisations seek to work on the development of their employees, productivity increases manifold, and the turnover also decreases (Phipps et al., 2013). This is subsequently the result of employees feeling more connected with their workplace, which ultimately benefits the business in the long run. This report shall be an academic approach to exploring the various models, theories and methods that are integral to the development of a plan that helps meet a set of identified developmental needs and expectations. The company that has been considered for this assignment is NaturalMotion, which is a fairly successful SME functioning in the UK and is responsible for numerous projects for several noteworthy clients, such as Electronic Arts, Sony, and Capcom (Crider, 2014).
[bookmark: _Toc46934207]Introduction to the organisation and the project
NaturalMotion is one of the better-known software development companies in the UK, which started as a spin-off organisation from Oxford University. The company’s speciality lies in its ability to create animations for the film and gaming industries. It was later acquired by Zynga, and therefore now operates as a subsidiary of its parent company (Crider, 2014).
The project that has been considered here is with Electronic Arts, which is a major high-end game manufacturing company. NaturalMotion has been involved with this organisation for many years, and they have shared a profitable relationship, completing numerous projects successfully, the most notable of them being the development of RAGE, a gaming platform that has been used in Grand Theft Auto, among others. This project has not only been challenging but has been fundamental in pushing the boundaries of the employees at NaturalMotion, which once again brings forth the need for advocating for the personal development and growth of the employees at the company.
[bookmark: _Toc46934208]Potential benefits to the organisation of developing individuals in the workplace
The human resource teams at organisations such as NaturalMotion often recognise the need for the personal development of the employees, since these workers are essentially the most precious assets that these companies have (Sony and Mekoth, 2016). Essentially, it is only because of the employees that project-based companies are able to generate any revenue. Employee development is not restricted to the preliminary on-the-job training that many organisations provide – instead, it encompasses a more vibrant approach that entails the assessment of the individual needs of the workers to identify their weaknesses and finalise developmental plans to improve their skills and talents (Rahman and Nas, 2013). This is an investment that definitely pays off in the long run, since happy and satisfied employees are the same as a cohesive and long withstanding workforce. Additionally, there are numerous benefits that organisations like NaturalMotion can have in terms of advocating for the development of the individuals at the workplace.
· In order to ensure that the company can be competitive in the software development sector, it needs to continually outperform the rival organisations, which would be possible through employee development. This is because the development of the individuals would provide them with the scope to exceed the performance expectations and also drastically improve the various performance metrics (Jehanzeb and Bashir, 2013).
· The more skilled and better trained the employees are, the more able they would be in terms of handling the pressure of unforeseen situations. This is another important benefit that the organisation can enjoy since the current business market is dynamic and is therefore subject to abrupt changes. The ever-evolving world of software technology, especially for gaming, requires a panel that would be innovative with the capacity to think outside the box to ensure the success of the projects.
· The most significant and easily recognisable benefit that comes with employee development is that of employee retention. When employees understand that their employer is concerned about their growth and works towards building intervention and developmental programmes to encourage the same, they are more likely to develop a sense of loyalty towards the organisation. In this manner, an organisation like NaturalMotion can benefit greatly from a low rate of employee turnover, which ultimately improves its reputation and also reduces the operational costs (Rahman and Nas, 2013).
· NaturalMotion being a software development company needs to have access to the best and the brightest pool of developers and other workers who would be willing to perform as per the demands as made by the project at hand. A culture of learning and development within the company shall not only help the existing workers grow and develop their skills, but also attract a new workforce that would be equally interested in grooming their professional abilities. This shall further add to the competitiveness that the company has (Divya and Gomathi, 2015) in the software development sector.
· Finally, mention must be made of another fundamental aspect of employee development – i.e., of getting them ready for future roles in leadership positions. Organisations that seek to thrive for a long time need to prepare their employees to handle positions of authority since it is always better to choose a leader from within the company than to hire someone externally, as the existing employees already have a holistic idea of the functions and processes involved for the deliverance of a successful project. Organisations that have a strong leadership position tend to accumulate more revenue and also increase their profit margins, as indicated in a report by Deloitte (2017).
Thus, advocating for employee development benefits organisations like NaturalMotion significantly, since these activities and strategies improve the engagement of the employees, and motivate them to work harder and smarter. Having a team of robust, dedicated employees gives such companies the flexibility to not only take on innovation but also expand in new markets, thereby improving its chances of being highly competitive within its own niche. Such strategies are often fundamental in boosting the morale of the employees, especially when they are involved with projects concerning influential and prominent clients such as Electronic Arts.
[bookmark: _Toc46934209]Available development vehicles and their significance in meeting the developmental needs
At NaturalMotion, there are several tools and frameworks that are continually deployed by the HRM department to ensure that they can successfully meet the developmental needs and requirements of the employees. These available development vehicles, along with their significance, have been explained thoroughly in this section, with relation to the relevant HRM theories and frameworks.
· Mentoring: Mentoring is when the newly recruited employees are assigned specific partners who then mentor or coach them for a certain period of time to ensure that they can learn the ropes. The more experienced workers act as mentors, and even though many organisations can have formal mentoring programmes in place, it is better to practice the same with the help of the existing employees. Such programmes can lead to the formation of a better work environment, and can also improve their performance and provide better recruitment opportunities (Lapointe and Vandenberghe, 2017), especially for those who are just starting out with their professional careers. At NaturalMotion, the mentoring programme is aimed at ensuring that the new employees can have a better understanding of the goals and strategies of the organisation with respect to the project they pursued Electronic Arts. Furthermore, such a tool also holds both the involved parties accountable for the work submitted and helps outline as well as keep track of the goals.
· Cross-training: This is when employees assigned to a project have to often work in other units or projects that may not have been formally assigned to them. This exposes them to the development of new skills and abilities that they might not have been aware of at the beginning (Abou Elnaga and Imran, 2014). At NaturalMotion, the developers not involved with the project for Electronic Arts were often assigned to design certain features or undergo mentoring by their seniors, usually on a short-term basis. This has made it all the easier for the individuals to learn new skills that they previously did not hope of acquiring or developing, which will essentially benefit NaturalMotion in the long run since its employees will be able to perform better.
· Stretch assignments: This tool, along with numerous on-the-job training assignments, often help workers to acquire important skills while also giving them a chance to learn real-life work. These stretch assignments are nothing but developmental assignments which help them gain knowledge and also develop their competencies with respect to those that are required for the management and maintenance of higher-level positions (Chambers, 2013). While pursuing the project on Electronic Arts, NaturalMotion had ensured that the newer recruits had the opportunity of learning from the ongoing work, so that they could be professionally trained and groomed as per the organisation’s requirements.
These three individual development vehicles as utilised during the project by NaturalMotion can be said to be in alignment with the developmental needs of the workers and the employees. In this regard, two theories can be stated with respect to the growth and motivation of the workers – Abraham Maslow’s hierarchy pyramid, and Alderfer’s ERG theory, which is essentially based on the first framework. As understood from Maslow’s pyramid, employees usually have a sequence of needs which also act as the motivating factors for helping them progress with their activities (Jerome, 2013). The learning frameworks, as discussed above, are hinted at helping the individuals develop from their basic needs to understand the importance of attaining the stage of self-fulfilment needs. In fact, the developmental programmes such as that of cross-training and the stretch assignments during the project were challenging in nature and were thus fundamental in helping build the self-esteem and confidence of the employees. Such assignments throughout the project processes had been quite useful since they also gave the employees the much-needed scope for the development of their personal skills. Also, as inferred from Alderfer’s ERG theory from the discussion put forth by Caulton (2012), the element of growth needs is the one that has the maximum relevance in this aspect. The workers at NaturalMotion who were involved with the Electronic Arts project are more likely to stick around and develop a sense of loyalty towards the organisation since the aforementioned vehicles or programmes gave them the scope to take control of their professional and personal growth.
[bookmark: _Toc46934210]Plan to meet the identified developmental needs and expectations
As understood from the analysis conducted above, there are few arenas at NaturalMotion with respect to their Electronic Arts project, which has been identified as being lacking with regard to the individual development needs. For instance, there are no fixed developmental goals or any individual development plan for the workers since the vehicles deployed are mostly generic in nature. Thus, there is a lack of specificity when it comes to providing the appropriate information and training on career development. Also, there are no internal job opportunities that were created, which could actually harm the organisation in the event that a sudden need for a new leader or manager arises.
· The setting of developmental goals can be extremely helpful since they provide a sense of direction to the training or development programmes that have been implemented. It is also one of the better ways to hold managers as well as the employees accountable for their skills development (Jehanzeb and Bashir, 2013).
· Having an individual development plan can actually help with addressing the personalised developmental needs of the workers, and the goals as described can be either focused on short-term gains or deal with long-term objectives (Swarnalatha and Prasanna, 2013). These individual development plans are typically finalised after thorough discussion between the HR department and the employees, and they are very much a part of the career development programmes at any business firm.
· The HR department must also provide information and support materials related to overall career development so that the workers can benefit from these resources and understand the pathways available to them. This will give them a better understanding of the approaches available to them while also gaining new opportunities.
· Internal job opportunities are extremely important for SMEs like NaturalMotion since such arrangements also encourage them to work harder and strive for better. The system at the organisation should be such that the existing employees should be able to develop their skills and work on themselves to get ready for managing and leading their own teams in the future.
A simple development plan to meet the specific needs and expectations of an individual working for the project at NaturalMotion can be listed as follows.
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Table 1: Development plan for individuals
	Identified developmental need
	Priority
	Target individuals
	Expected benefits to the organisation
	Expected benefits to the individual
	Cost of the development plan
	Person(s) responsible
	Review

	Improvement in teamwork
	1
	Employees involved with the project
	Shall be helpful in terms of improving the team dynamics, and will be fundamental for the successful completion of the projects
	Shall be fundamental in allowing the employees to understand the need for working harmoniously with their team members, which will enrich their professional portfolio
	Around £100 on a monthly basis
	Team leader and HR managers
	Monthly assessments

	Supply of support materials
	2
	All employees at NaturalMotion
	Shall enable the HR to reach out to the workers and identify any gaps in the development programme
	Will help employees understand why their personal development is necessary from their individual perspective
	Approximately £50 per week
	HR department
	Monthly assessments

	Leadership training programme
	2
	Employees who have been working with the company for at least two years
	Will eliminate the need to look for leadership roles from outside the organisation and make use of the internal resources
	Shall allow the senior employees to have access to the opportunities for unleashing their leadership skills and undergo promotion within the workplace
	Around £200 every month
	HR department, managers
	Weekly feedback programme


(Source: Author’s creation)
With regard to the development plan as outlined above, NaturalMotion also needs to have an appropriate performance management plan in place for the thorough monitoring and review of the employees’ work and developmental performance. Having such a process shall also help with accomplishing the organisational objectives, which are part of its strategy for NaturalMotion, thereby allowing its projects to be successful. The best option, in this case, would be to encourage a 360-degree feedback process, as discussed by Mohapatra (2015), which is also sometimes referred to as the multi-source feedback process. In this case, the HR department shall encourage feedback and assessment from not just the supervisors and the managers, but also the employees and their colleagues themselves. Such a performance management process is often conducive to the development of the individuals working with the project at NaturalMotion.


[bookmark: _Toc46934211]Conclusion
This report is thus a comprehensive take on the individual development needs of the employees at a specific organisation, especially those who are working with the project on Electronic Arts. While the company, NaturalMotion, does have numerous developmental vehicles in place, incorporating the individual development plan, together with a 360-degree feedback process for the performance management purposes, would be extremely useful with regard to benefitting the organisation in the long run.
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