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[bookmark: _Toc36553573]Introduction:

Every organisation needs to have a plan in order to develop relationships between employers and employees, to prosper. This helps employees feel engaged and results in better performance at the workplace through their motivation and enthusiasm. When an organisation invests in developing effective relationships and positive environment for all their staff; it creates an atmosphere for people to achieve better success. This as a result makes all the staff feel welcome and gives them a sense of belonging within the organisation and results in better turnover in terms of profit for the businesses.
There are several aspects that showcase that in an organisation there is effective relationship between employers and employees. A manager is responsible to manage factors which are trust amongst all staffs, mutual respect for every employee, positive environment. Diversity and equality must be accepted and welcomed through open communication between the managers and staff. (Armstrong et al, 2010).
This report will look at the available vehicles within an organisation to develop the needs of individuals for a successful career and achievements. It will also unsympathetically look at the practical examples from within the organisation to determine whether the vehicles used within the organisation are beneficial for everyone involved within the organisation or not. The performance of Human Resources Management, (HRM) within the organisation will also be studied to identify any issues.
The report will finish with examples and plan based on found issues to tackle individual’s needs and expectations to improve their developmental behaviours and performance. It will also help everyone involved within that organisation to feel committed, to influence prosperity to give “beyond the call of duty”. (Gratton,2000).
[bookmark: _Toc36553574]Main body:

A school has been chosen for this task as an organisation and three development vehicles will be looked at for the development needs of an individual. Schools have an enormous responsibility to educate children in both formal and an informal way as well as enhance the wellbeing of their families too. (Sue, 2012)

It is vital for schools to have enough staff to cover all learning aspects of children by carefully considering their physical as well as mental developmental needs. Hence employee engagement is a dynamic role for this.  Before any engagement takes place, all staff involved within school must have adequate training and skills to perform a specific job assigned to them.  HR specialists work closely with the Headteachers to support them in achieving their objectives by providing effective training and developing existing skills of all the staff. As it shows in the figure below, HR responsibilities range from basic to a large number of activities for a successful running of any business.
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Figure 1
Chosen school, works according to the HR system which consists of the Headteacher, Deputy Headteacher, two Assistant Headteachers for upper and lower school; SENDCo; School Business Manager, teachers and Support Staff. There is also a team for office work that carries out all the paperwork, deals with queries and handles data. The school also has an IT expert to monitor all the equipment and a chair of Governors who look at the policies and help make any suggestions and changes according to the needs. 
Headteacher is responsible for selecting the staff and manage their behaviour and performances at the workplace. They offer constructive atmosphere for individuals to work in and monitor their performance.  They use SMART objectives and monitor the staff engagement at work, communication with the students/ parents and handling situations under pressure.  This enables the Headteacher to review and make judgement on giving further training to those working within the school and classroom environment which leads to workplace success and curricular achievements beyond expectations. Training based on competency enables teachers to improve their Knowledge, Skills and Abilities (known as KSAs in HR). (Maund, 2018). They also monitor communication within staff and ensure no unnecessary gossip takes place within workplace. The best thing about this school is that all staff are treated with respect and care. There is almost a family orientated atmosphere and gives everyone a warm and welcoming feeling.  All involved in school are aware that the management listens to their concerns and suggestions actively and appreciates their efforts in performing better, punctuality and activities that develop and promote positive professional relationships. (Mullins, 2005).
As the above figure shows, it is very important for the headteachers at school to be aware of the system within the school as well as nationally, to ensure delivery of best performance  Any political, change or update by the government directly impacts the school within. 
This can be looked at as a Positive Educational Practices (PEPs) Framework. 
1. The development of social and emotional competency; 
2. The building of positive relationships; 
3. The enhancement of positive emotions; 
4. The use of strengths-based approaches; and, 
5. The fostering of a sense of meaning and purpose.
(Noble and McGrath, 2010)  
Schools, just like any workplace will come across challenging behaviour by the staff as well as the students within school and parents and other community members outside the school. It is the management responsibility to deal with such behaviours and issues as soon as possible to minimise the risks that follow such issues. 
School management needs to articulate a plan to approach the staff in order to develop their skills in order to produce high level of results in curricular and developmental activities. This will result in improved performance and profits for school as well as the staff. This also helps boost the confidence of the teachers and students by making them feel as an important and valuable part of the school.
It is essential for organisations to look out for their employee for opportunities to develop their skills in order to perform better for themselves as well as the field within the organisation that they’re working in. This helps employees to overcome any issues That they are struggling with within their workplace. It also gives the management a chance to look at the performance of the teachers, support staff and the students following the skills training provided by the school. Teachers and students are challenged by being pushed to work under pressure and in complex situations such as exams and tests and other class-based skills tests. By the two-way communication system, the staff and management can discuss any issues and help resolve them together using the best available method compared to dealing with issues on their own. (Berkun, 2015). Brainstorming also saves time and efforts, which is much needed skill within school environment.

[bookmark: _Toc36553575]TASK 1 – Three development vehicles (Employee Engagement, Feedback & Reward, Leadership & Management Development)

There are several ways and vehicles that can be used by the organisation to develop skills in their employees to meet organisational needs and requirements. This report will look at the three main vehicles used by the school to develop individuals. 
[bookmark: _Toc36553576]Employee Engagement:

Engagement can be defined in various ways. According to (Maslach et al, 2001) engagement is a state of mind that satisfies an individual by completing their task through enthusiasm, commitment and concentration. School management provides SMART objectives for their staff, both teaching and non-teaching to ensure the best performance throughout.
This is where the employee really needs to show their individual qualities and skills by going that extra mile in performance. In order to perform best they must demonstrate how engaged they are with the work that they’re doing. It must include their dedication, involvement and commitment about the work.  The management provides training to the individual with potential of development and focuses on two interconnected characteristics. Job engagement and organisational engagement. Individual shows their interest and excitement by overcoming challenging situations and focus on the reward of completing their given task. The training is provided to the individual through organised workshops by addressing the areas that they’re weak in and gives them ideas and opportunities to work together more effectively. Positivity all the time is the key to success when working in schools with the children and this sets an example for all the learners within school setting. Teachers are expected to focus on providing the best learning materials as well as delivering their performance. This goes one step further when the individual identifies and focus on the school values and follow steps to make it better for continuous work for improvement.
[bookmark: _Toc36553577]Feedback and Rewards:

Once the effective development vehicle has been in place for an agreed period and the performance has been monitored on regular basis. It is essential that the assessor provides feedback to the individual on training about their performance and productivity as well as engagement with the schools’ aims and objectives. The feedback is recorded based on the performance and is documented on regular basis. This helps protect the school as well as the managers by providing evidence of agreements as well as plans in place. This helps the school principle/ manager determine how well the performance of the trainee has been on periodic bases and they’re also able to identify any further gaps or hurdles in the required field and decide whether or not to provide any further training to the individual. Since this process is time consuming as well as costly for the school. The decision is made very carefully as the skills that are provided for the individual must meet their needed skills to perform in a most successful way. Feedback is collected from colleagues, class-based performance and other members of the school. The individual is then informed of their progress through and explained if they will receive any further training to enhance their skills or not. This feedback is provided directly or through subordinates and a final decision is made for the individual to either continue at their job or move on to a different field within or outside the school. Based on a positive feedback, the teaching staff are rewarded and fully recognised for their performance.  This helps the individual understand how to set their targets for the future by either registering at  an institute to further train for their desired job or improve their skills further based on their performance to provide best for the school that they’re working in.
[bookmark: _Toc36553578]Leadership and Management Development:

This section of the report focuses on how Leadership and Management Development programmes can be used and ensure that the managers within a business have the right leadership qualities to achieve success amongst their workplace. There are many reasons skills required for these qualities for example, communication, awareness, honesty, integrity, innovation etc. Every organisation has a leadership and management development programme within their setting. Managers are given training through these programmes to build and enhance leadership qualities for a successful career. Leadership holds a definition of motivating individuals to do their best to achieve an anticipated result. This tends to involve communicating and developing for the future. A vital difference between leadership and management, and often overlooked, is that leadership always involves leading a group of individuals, however management, is only concerned with responsibility for things such as promises, equipment, money and so forth. Management is typically reflected from an individual’s title. This individual can hold the title of a manager and never actually have staff or employees under his influence due to the fact he/she may be managing a program, budget, project which he/she may need to handle or oversee to control effectively.
[bookmark: _Toc36553579]Task 2: Potential benefits of development vehicles:

It is essential for school management to hire and train staff as a most valuable assets for their school. Every member of staff plays a major role in contributing towards success or failure.  Teachers have a much broader role to play when it comes to children and young people’s education nowadays. 
A school’s success is based on the success of students and teachers in a classroom. This does not just remain within the classroom. In fact, a teacher can develop a whole school into a completely new learning environment. This helps the local community and parents to feel connected and motivated as well as fully involved with their local school. 

[bookmark: _GoBack]Since the teachers have responsibilities from an individual student to a classroom level, and from planning lessons individually to a group planning, it is essential that Headteachers/ managers invest in best schoolteachers for this. It is important to know that teacher engagement is built between staff as it motivates them to produce better quality and motivates their enthusiasm towards quality teaching. If the teacher is engaged and motivated towards the students, they will also show the same attitude and motivation towards learning. An example of this would be a class activity where I was working along the teacher during a maths lesson. Children did not really want to do any activity due to a hot summer’s day. During the break time she discussed with me and we turned the normal boring maths lesson into an interactive game where all the children were able to play a game of tic tac toe involving maths questions. (Tic Tac Toe Game, 2020). Through this activity she was able to get them to not only work on their maths lesson, but also have some fun while learning.

After the game/ lesson we had a group discussion with the children about how much they enjoyed their lesson. All of them agreed and requested for all their lessons to be just as fun as the one they had just had. This was a very positive and confidence boosting feedback for my class teacher as well as myself.  She discussed how we could improve future lessons through this method and come up with different other games to work with children on weekly or monthly basis. This little activity was discussed in the staff meeting and we were given an appreciated recognition during school assembly. This rewarded feedback helped in boosting my confidence in working with the school and helped my teacher to rely more on me onwards, which was rewarding for me and gave me further insight into learning more tasks and ideas to help support my teacher during lessons.

Benefits of developing leaderships and managements in school is essential for the school to thrive and reach beyond expectations. Developing great leaders and managers gives several benefits to the organisation on both, short term as well as long term basis. School can compete against other schools under a strong management and leadership and achieves higher level of success. School ethos is followed by all the staff and training or mentoring is provided by the leadership for support staff within classrooms and senior management for teachers and other senior staff members.
Teachers feel that they’re more productive, motivated and feel happy at work through individual training. This gives a boost to their self esteem and makes them feel like they’re able to achieve better this way. They feel valued as the class and school prospers under their hard work, resulting in better results overall. These achievements can be looked at and compared with, over the previous years either through accessing record with the permission of the headteacher, or through Ofsted website by comparing the performance results over previous years. 
Through strong leadership and management my setting has been able to promote higher level of skills for everyone within my setting. Positive attitude, learning/ enhancing skills, improving teaching styles and commitment are all part of development under an outstanding leadership and management. Everyone has an equal opportunity to improve their skills under my school setting.
Training like, SEN, (Special Educational Needs) training and First Aid training is provided to all the staff in different areas within school. This is to ensure that all the staff can provide support to the children when they need it most. This not only just boosts the whole school morale, but also strengthens staff confidence on the leadership and management. Training is provided to all the staff to meet educational needs of all individuals and provide best learning environment for them. Since it is a continued process, the leadership and management also must continue to work on improving their staff and employees even when new staff join they’re also able to benefit from the training provided for better learning environment for staff and students.
Policies are regularly looked at and changed and improved according to the new laws and legislations set by the Local Authority (LA) and the government. These are then discussed in school meeting with staff and any updated field is informed to all the staff. The staff are then provided with adequate training under the updated policies. Since it is an ongoing process, the staff also undergo training throughout their career in school.
Under a strong leadership and management, the school has started performing very well and it can safely be said that it will result in being rated as “Outstanding” under Ofsted in their next visit, which will be a greatly profitable achievement by the whole school in academia, efficiency, better reputation and finance.
There comes a time where it feels like some of the personal and organisational benefits are exaggerated and overstated. However, by applying a critical thinking model such as RED these facts can be looked at.  Below is an image for RED that can be used in organisation to remove exaggeration by evaluating the available information as well as creating a plan of action for all the positives and negatives. It helps in implementing as well.
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Figure 2
 

[bookmark: _Toc36553580]Task 3: a plan to meet identified development needs and expectations of an individual:

As part of a development it is crucial for every organisation to have professional and personal development plans (PDPs). These help individuals and organisations to understand their targets and achieve them through continuous development and training of their skills. Every management and setting have PDPs for their staff based on ethics, reproduction knowledge and responsiveness. By following these, individuals can achieve short- and long-term goals and improve their career by educating themselves. This results in boosting their social and personal confidence and gives them a feeling of satisfaction through achievement. By providing training to the individual organisation can set action plans on weekly, monthly and yearly basis. Below is a plan created for individual based on their needs and expectations. The plan is for a member of teaching staff who has worked in school for many years on a same post. An opportunity to improve their skills to a SEN has given them a chance to take their professional achievement to a next level. Headteacher approached her due to her kind nature and ability to work better with children with special needs. She was happy as it gave her a confidence boost knowing that she could achieve and fulfilling this role as a Special Needs Coordinator. 
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Figure 3

She was provided with a plan to begin with personal analysis and establish whether she would be suitable for this role or not. She did a personal SWOT analysis for this to identify her strengths and Weaknesses. This helped guide her to look out for opportunities within the school and enabled her to set goals to overcome any threats to achieve those opportunities. She was supported by the management at school through strategies accordingly to develop the plan in achieving those goals. 
Once a purpose was established and development needs were identified development opportunities were looked at to take advantage of. The goals were also set. These goals were clear and achievable in a set timeframe. She was given guidelines of how the training would be provided. She was offered help and guidance through colleagues in the same field but with a lot more experience through staff mentoring, training workshops and one to one motivational conference. This helped her feel encouraged and engaged while learning through working. Further training was provided through outside school to give her further understanding of the required tasks and targets set in her PDP. 
She had 9 weeks to complete her training, which was divided in three weeks intervals. She spent first week by observing her colleagues at work and watching how she was expected to handle difficult situations. Headteacher as well as manager within the classroom were able to guide and answer her questions and help her through. She was then assessed on what she had learnt so far and given the next 8 weeks plan. 
While the training continued, she would record her findings of anything that she struggled with and discussed this with line manager on their meeting. This not only helped her to understand her role, but also provided her with motivation of asking for help when she struggled on her own.
Once her training was complete. Record was provided to the headteacher by her line manager that kept her own experience as well the line managers findings during her training. Based on her outstanding performance she was given the job on a six weeks trial period. Upon completing her trial, she started on a full time as a SEN Coordinator and started working alongside the team within the school setting. 
Her performance is monitored and evaluated on a regular basis to ensure consistency and positive behaviour throughout. School management monitors and regularly provides advice and instructions to everyone involved within the school setting and this an ongoing process to improve progress to achieve school aims and targets.
[bookmark: _Toc36553581]Conclusion:

Within this report I have critically evaluated 3 development vehicles which are Employee Engagement, Feedback & Reward, Leadership & Management Development and how they are available to an organisation appropriate to the development needs of the individual. It has also been established that developing skills in individuals are essential for any workplace for it to be successful in achieving its targets and goals set within. I have also used organisational examples to critically assess the potential benefits to the organisation in using these development vehicles within the workplace. This report also includes a plan which I have prepared using six examples to describe how an individual can meet their identified development needs and expectations. I have used the organisation ‘St John’s COE School’ within this report as this is the most recent organisation, I had worked in.
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