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Executive Summary

Development methods are essential to any organization in that they help develop an employee’s career. This report aims at showing how training, coaching and mentoring aid in developing a relationship and workplace achievements. It has been observed that these development methods help both an individual and an organization to grow. Maslow theory of needs, performance management theories and appraisals show that these benefits are real and if the developments methods are well integrated into the set goals plans of individual personal planning, they will result into greater potentials interests.
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Introduction

Many hours in a week are spent by an individual at work. This can be quite stressful at times. To curb this problem, many organizations are providing employee training programs to improve their mental health and physical state.  Good employee relationship is vital in any organization as it creates an excellent working condition (Carlson et al., 2006).
Additionally, a positive relationship among co-workers is essential in creating a good working environment. Many companies have realized this and are coaching their employees to build and sustain a healthy, friendly relationship with other co-workers. Improved personal relationship of employees results in reduced stress level hence build confidence and motivation to work at the company. Setting up open communication and clear boundaries in the workplace are some examples that organisations use to develop work relationship among the employees.
Creating open communication at work enables every employee to feel safe and comfortable hence share ideas and thoughts on issues without hesitation. Building a friendly relationship is a tasking job that requires understanding and patience (Arnold et al., 2005). Therefore, one is not necessary to be judgmental or confrontational while talking to each other as it will create a hostile relationship. Spending time with co-workers within and outside the workplace can improve friendship development hence motivating people to work which boosts their productivity. Organizations mostly benefit from such positive relationship because employees' job satisfaction improves, productivity increases and job loyalty to the company hence enhance attach more value to their work (Ellemers et al., 2004). The organization will have a productive and reliable workforce. This report will use various case studies to evaluate and analyse how training, mentoring and coaching develops relationships and workplace achievements and finally produce a personal development plan for a restaurant manager.










Main Findings

Development methods
Spotting great talent is hard for any organizations; however, it is more challenging to keep the acquired skill engaged so as not to leave. Many high talented employees will move to other organizations that foster employee growth if they lack a professional growth chance in their current organization, (Armstrong and Taylor, 2014). To avoid this, many organizations are spending a lot of their time and resources to train, mentor and coach their employees so that they can reach their full potential in the specific field of work. Employee’s satisfaction is vital it will determine the amount of performance outcome for each employee such as customer ratings, revenue, output level, profitability, patient safety incidents, the value of work and absenteeism (Hunt and Michael, 1983). In a report written by Gallup in 2012, 30% of United States employees felt valued and committed in their work while 13% of employees outside the U.S felt engaged in their work. This is a margin that many managers know and wish to rectify to have happy employees.
Depending on the type of situation facing an organization, several employee development methods can be used. Information technology training, effective coaching, and leadership mentoring are some examples. 
Employee training is usually considered the main development method as it equips employees with the necessary skills, knowledge, and information concerning the job in a formalized way (Tannenbaum and Yukl 1992). General employee training sessions provide specific requirements needed for a particular task. It establishes the fundamental knowledge in certain jobs group or positions and acts a standard skill set essential for all employees for effective work performance. Some interactive computers programs help build employees relationship as they collaborate to do some projects (Aguinis and Kraiger 2009). This project supports the employees make good teamwork spirit which they will transfer to the job (Goldstein 1989). After the training sessions, an employer can be in a position to identify the skills and knowledge gap of the employee thus coach them to reach their full potential. Another development method used by organizations in developing their employees is coaching. Great leaders know the value of coaching employees is more than merely managing the workload but inspire them to be exceptional thinkers that produce quality work (Grant 2005). Skilled coaches use every opportunity they get to teach the employees how to enhance their already acquired skills and knowledge in a particular field. A key element used in coaching is communication (Ellinger et al. 2011). Coaching creates a favourable environment for workers and managers to engage in building good relationships.
Additionally, it encourages excellent and beneficial behaviours to individuals, teams, and organizations by enabling the employees to understand the kind of effect their behaviour has to fellow employees and the importance of change to facilitate positive relationships among them (Leonard 2010). Coaching positively impacts employees career paths in helping them set goals, become self-reliant, more satisfied at work, responsible and accountable for their actions (Jones et al. 2016). According to the international coaching federation annual report in 2009, 80% of the population that received coaching recounted a rise in self- self-reliance while 70% profited in enhanced work output, communication skills, and relationship. 86% of companies indicated that they recouped their coaching expenses. 
Leadership mentoring helps the mentees acquire information and connection that will assist them in life. Mentoring creates opportunities for the mentees to develop communication and personal skills, build friendship, become empowered, gain self-confidence, learn from experienced staff and establish goals (Ragins 2007). Good mentors use every chance they get to inspire the mentees. Caterpillar Company a company dealing in construction, mining, and energy equipment offers seven different development programs to its employees.  Employees choose from engineering, human resource, marketing, information technology, leadership, technical and financial services field.  Within this field, employees are offered several tracks depending on the area of interest. Each program offered is aimed at providing knowledge to participants, give them experience and allow them to learn from experienced co-workers (Professional Development programs 2019). In addition to these, the employee resource group provides additional mentoring support. Such companies support mentorship programs for it increases: knowledge transfer, job satisfaction, achievements of set goals, build a strong friendship, develop leadership skills and create smart planning in an organization (Swap et al. 2001).
An effective leader should be able to provide training, mentorship, and coaching to employees as this will show his competence.  Employee training, mentorship and coaching programs help in improving the level of employee performance, increase work engagements and improve the employee-manager relationship. Coaching is a process that involves training and supervising employees to make sure that they meet their set goals. In contrast, mentoring is a counselling process of guiding and supporting employees for professional and personal development. Mentoring process is much broader than the coaching process (Allen and Eby 2011). Training process involves teaching specific skills, job, behaviour or profession to an employee. The coaching process is different from mentoring in that it emphasizes on the performance or behaviour transformation of employees while mentoring emphasizes on the overall development of an employee professionally and personally. Training, perhaps the most critical tool, emphasizes on teaching new skills, upgrading skills or skill advancement in the specific job. 
The three development methods differ in time horizon, type and leader requirements. Coaching is a short term, formal task or performance-orientated process that is facilitated by an expert in coaching, while mentoring is a long term, informal, development and relationship driven process that is assisted by a knowledgeable, experienced person in the field (Ramaswami and Dreher 2007). Training is a formal process that depends on the purpose of training conducted by a highly qualified and knowledgeable person.





Theories                                 
Motivation is the primary key behind productive and happy employees. Many studies have been conducted to determine what motivates people behavior, why and how into doing specific tasks. Maslow's theory of needs is one among many motivation theories that have been established to try and explain motivation. In the opinion, Maslow suggests that people needs are aligned depending on the hierarchy of their needs (Neher, 1991). Maslow categorized human needs into five stages under three broad groups: Self-fulfillment needs, The lowest needs are the basic needs that are vital for every human being survival. These are food, water, and shelter. Safety needs are personal and financial security of the person as well as the health and wellbeing. Third, in the hierarchy is love or belonging. These needs are a relationship, friendship and family needs Esteem needs to relate to an individual’s level of confidence (Neher, 1991). Self-actualization the highest is the highest level of need that an individual can meet. A person becomes self-actualized after having met all the other requirements (Linder, 1998). Maslow hierarchy of needs suggests that a person must fulfill a lower requirement to be able to achieve a more significant demand. 
The founder of Joie de Vivre hotel chains Chip Conley, applied Maslow hierarchy of needs in his business after he discovered that he never showed appreciation to his employees. According to Conley, his firm has improved performance and work relationship among employees since the adaptation of the process (Conscious Company Media 2018). Conley established that for his staff to reach the higher hierarchy of needs, they had to understand the value and meaning of their job. During a staff retreat, he was able to show his staff their value; therefore, motivated them to work harder since they felt respected. Conley advised employers to be supportive of their employees within and outside work environments so they can build relationships with employees; therefore, have satisfied employees (Conscious Company Media 2018).
From the Conley case study, it is evident that both the organization and individuals will benefit from training, coaching and mentoring. Employers can transform their employees into a productive, happy worker. All they need to do is to employ the Maslow motivation hierarchy of need into their company. Individuals also can grow past their set goals if their employers motivate them.
Performance management describes the process of measuring, developing and aligning an individual’s performance with the organization goals (Hersey et al., 2007). The goal-setting theory implies that employees’ individual goals play an imperative role in motivating them to achieve their desired performance. They set goals to push the employees to continually pursue them, and if they fail in meeting the goals, they either improve their performance or modify them into realistic goals. Coaching employees to strengthen their identified strengths will motivate them into setting higher goals thus results in higher performance.  Increase in performance results in the achievement of the set goals (Moon, 2013). Apple Corporation applies the goal-setting theory to motivate its employees to work hard. They applied goal setting management to help Apple employees meet their performance expectations. Apple provides its employees with a foundation for behavioral self- management which aims at motivating employees to work performance and self-satisfaction (UKessay 2015).      
Expectancy theory hypothesizes that individuals behavior in an organization is based on the anticipated satisfaction form goals set by individuals. Individuals will align their actions toward achieving these goals (Lawler, 1973). This theory suggests that peoples' performance is based on future expectations (Hackman and porter, 1968).
Employee performance appraisal is critical as it determines career progression, value and salary increment of an employee (Bernardin and Beatty, 1984). Additionally, it is used to establish whether an employee needs any career development training. An appraisal is mostly conducted annually by many companies. Assessments are a motivation tool that increases the work performance of an employee due to the expected rewards. Companies use different methods and techniques in checking the employees’ performance. However, three techniques exist, simple method, comparative method, and the result-oriented method. The perfect method evaluates and employee performance using the standard performance (Murphy, 1991). The comparative method is used to calculate the output of employees in a team.  Employee performance in the group is measured by paired comparison, ranking or forced distribution. The last technique that can be used is the result-oriented technique which is based on a specific job performance outcome rather than behavior (Robert, 2003). Appraisals have many benefits to both an organization and individuals. It provides feedback, measures performance, set goals, determine weakness and strength of employees, determine training and development of employees, build communication, determine salary and rewards and evaluate the effectiveness of a company’s program (Cowley, 1998).
Maslow hierarchy of needs, performance and appraisal theory suggest that benefits acquired from using training, coaching and mentoring to develop employee relationship and work achievements are right and more potential of growth exists for both the employers and employees if they properly intergrade their needs in the development vehicles.
 Maslow’s theory suggests that if workers needs are established, an employee will have a chance to grow if the employer decides to help solve this need. Employee mentoring creates a friendly environment where the employee can talk of their insecurities, strength, and weaknesses to the mentor. Such opportunities allow the mentor to know more about the employee (Neher, 1991). By exploring the worriers, the mentor will be able to establish the immediate help that the employee needs and strategize the employee development plan into short term and long term goals. Additionally, the mentor will give the employee some suggestions on the way to handle some issues since they have more experience than the employee. Company mentors will alert the manager of the employee needs who will then delegate duties concerning the employee needs. If the employer feels that an employee needs may require training, the manager will advocate for some employee training in a specific field. Companies like Tata have a company mentorship program that aids their employees to grow their career. This theory still suggests that an organization will benefit in terms of productivity because, ones one need is met, the employee will set new goals to meet unique needs. Additionally, employee growth will increase self-confidence. This theory suggests that growth is a continuous process with many more potentials.
Performance theories suggest that individual development is an essential decision that is motivated by rewards. In the expectancy theory, an individual is only driven to improve performance if there is a greater reward awaiting them. Coaching and training employees using the goal setting theory will enable them to realize their full potential. This theory encourages the employees to set their goals so that they can have something to measure their progress with (McLaughlin and Talbert, 2006). Using performance management, organizations will be able to determine the development of their employees and track which area in their career needs improvement. Technology training of employees will boost their innovation which will help the organization launch innovative products in the market. Strong ethical goals by an organization will foster positive relationship as the employees will include them in their goal setting list of achievements. The employees will train in good communication skills and adopt positive ethics to obey the company’s regulation (Spencer, 2008). Therefore, create good working environments which will results in better productivity by the firm.
Performance appraisals are critical to any firm. They not only motivate employees to work hard, but also help improve the output of a company. In regards to employee appraisals, development methods are of high benefit to an organization. Training employees have so many benefits to the company since it can improve an employee weakness that has been identified by a performance appraisal by indicating the necessary action plan to be taken. Additionally, a company can have skillful and qualified employees. For the employees, they are motivated to set new goals ones they achieve the old ones because the size of reward has increased. Coaching builds a relationship between supervisors and employees (Kadushin, 2014). This relationship is reflected in the appraisal during the one on one conversation between the manager and employee while reviewing 
performance. Appraisal method helps the organization weigh the need for developing techniques that their employees need. From the above theories, benefits accrued from training, coaching and mentoring employees are correct. If the development methods are correctly utilized, they have much more potential to both the employees and an organization.
Below Is my personal development plan based on to be a restaurant manager. Personal development plan can be a process of an individual’s short term and long-term career goals.
Personal Development Plan
Objectives
What do I want to be able to do
or do better?	Success criteria
How will I recognise success?
How will I review and measure my improvement?	Actions
What methods will I use to achieve my learning objectives?	Implementation
How will I practise and apply what I learn?
The individual should give clear and brief instructions to employees		The individual should use feedback from his employees to gauge his improvement.	The individual should take short training course in communication skills.		The individual should accept constructive criticism to improve his communication skills (Neher, 1991).	The individual should become keener to observe nonverbal communication to be able to respond accordingly.
	The individual should be able to comfortably solve conflict		The individual should use feedback from the employees to gauge his performance	The individual should take training courses in conflict and resolution mechanisms.	The individual should establish a plan to follow when conflict arises.	The individual should prevent small issues from escalating into big conflicts while maintaining employees’ positive friendship.
	The individual should be able to relate and coordinate all duties in the restaurant.		The individual should use the feedback from the customer reviews to monitor progress		The individual should look for a mentor to guide him on appropriate steps to take to accomplish this goal (Swap et al. 2001).	The individual should take courses in team building skills.		The individual should be able to identify and coordinate the strengths of each employee to the assigned duties
The individual should help create a positive working environment 		The individual should use feedback from the employees and customers.		The individual’s mentors should guide him on the steps to take (Grant 2005).	The individual should take courses in building interpersonal skills	The individual should look for a mentor to guide him on appropriate steps to take to accomplish this goal (Swap et al. 2001).	The individual should take courses in team building skills.	
The individual should make and abide by a planned schedule to ensure time management	The individual should use feedback from the employees and customers.	Take a short course in organizational skills and Ensure on time delivery of services.	The individual should set short term and long term targets(Ragins,2007)
The individual should improve his knowledge about the restaurant	The individual should use the performance appraisal.	The individual should take training classes on customer service skills (Aguinis and Kraiger 2009).	The individual should look for a coach or mentor to guide him.	The individual can suggest new ways to improve the customer service skills of the restaurant

								















Conclusion 

Developing vehicles are necessary to many organizations for they help in increasing employees career path, therefore, rising their work productivity (Guskey and Yoon, 2009). Many development methods are used in evolving an employee career, but training, coaching and mentoring remains to be the most effective development vehicles especially when developing work relations and achievements. Technology training of employees has become a must in the training session for the world has become digitized and all work done in organizations use computers. Training will result in an increased output of the work by employees for are aware of their job requirements(Hakanen et al., 2008).
Additionally, training helps in building a relationship in the workplace. Coaching and mentoring of employees results in increased productivity for the employees are given a chance of practicing what they have learned in the training session. Employees gain experience from qualified and experienced skill person that teach them building a formal and informal relationship with the coaches and mentors. This interaction by the coaches and mentors help in developing employees’ career and relationship through networking with people (Leonard 2010).
Many theory models acknowledge the benefits of using training, coaching and mentoring to develop employees’ relationship and work achievements and suggest that more can still be gained from the development vehicles if they are properly aligned with the employee’s needs (Schaufeli et al., 2009). Maslow’s hierarchy of needs suggests that if employees identify employee’s needs, they will be able to help them raise the ladder of their needs. Mentoring will help the employers establish needs required by employees. Performance theory like goal setting and expectancy theory helps individual build their development plans which when aligned with the company goals help them develop their career. Performance appraisal measures employee career development suggesting areas to be improved (Moon, 2013). When an appraisal is used properly, it motivates employees to produce more because of the anticipated reward. These theories support the use of developments vehicles in developing employees’ needs and prove that there is still the potential for growth.











Bibliography and References

A meta‐analysis of learning and performance outcomes from coaching. Journal of Occupational and Organizational Psychology, 89(2), pp.249-277.
A social identity perspective on leadership and group performance. Academy of Management Review, 29(3), pp.459-478.
Aguinis, H. and Kraiger, K., 2009. Benefits of training and development for individuals and teams, organizations, and society. Annual review of psychology, 60, pp.451-474. 
Allen, T.D. and Eby, L.T. eds., 2011. The Blackwell handbook of mentoring: A multiple perspective approaches. John Wiley & Sons. 
Armstrong, M. and Taylor, S., 2014. Armstrong's handbook of human resource management practice. Kogan Page Publishers.
Arnold, J., Silvester, J., Cooper, C.L., Robertson, I.T. and Patterson, F.M., 2005. Work psychology: Understanding human behaviour in the workplace. Pearson Education.
Bernardin, H.J. and Beatty, R.W., 1984. Performance appraisal: Assessing human behaviour at work (p. 212). Boston: Kent Publishing Company. 
Barber, J., 2004. Skill upgrading within informal training: lessons from the Indian auto mechanic. International Journal of Training and Development, 8(2), pp.128-139. ( Barber 2004)
Bono, J.E., Purvanova, R.K., Towler, A.J. and Peterson, D.B., 2009. A survey of executive coaching practices. Personnel Psychology, 62(2), pp.361-404. (Bono et al. 2009)
Buchner, T.W., 2007. Performance management theory: A look from the performer's perspective with implications for HRD. Human Resource Development International, 10(1), pp.59-73. 
Campbell, J.P., 1971. Personnel training and development. Annual review of psychology, 22(1), pp.565-602. 
Carlson, D.S., Kacmar, K.M., Wayne, J.H. and Grzywacz, J.G., 2006. Measuring the positive side of the work-family interface: Development and validation of a work-family enrichment scale. Journal of vocational behavior, 68(1), pp.131-164.
Conscious Company Media 2018, How Chip Conley created a hotel empire by building a positive cooperate culture, accessed on 29 March 2019, <https://consciouscompanymedia.com/workplace-culture/how-chip-conley-created-a-hotel-empire-by-building-a-positive-corporate-culture>.
Cowley, B.D., Keeping, L.M. and Levy, P.E., 1998. Participation in the performance appraisal process and employee reactions: A meta-analytic review of field investigations. Journal of applied psychology, 83(4), p.615. 
Ellemers, N., De Gilder, D. and Haslam, S.A., 2004. Motivating individuals and groups at work: A social identity perspective on leadership and group performance. Academy of Management Review, 29(3), pp.459-478.
Ellinger, A.D., Hamlin, R.G., Beattie, R.S., Wang, Y.L. and McVicar, O., 2011. Managerial coaching as a workplace learning strategy. Supporting workplace learning (pp. 71-87). Springer, Dordrecht. 
Grant, A.M., 2005. What are an evidence-based executive, workplace and life coaching? Evidence-Based Coaching Volume 1: Theory, Research, and Practice from the Behavioural Sciences, p.1. 
Goldstein, I.L., 1989. Training and development in organization 
Guskey, T.R., and Yoon, K.S., 2009. What works in professional development? Phi Delta Kappan, 90(7), pp.495-500.
Hackman, J.R. and Porter, L.W., 1968. Expectancy theory predictions of work effectiveness. Organizational Behaviour and Human Performance, 3(4), pp.417-426. 
Hersey, P., Blanchard, K.H. and Johnson, D.E., 2007. Management of organizational behaviour (Vol. 9). Upper Saddle River, NJ: Prentice Hall. 
Hunt, D.M. and Michael, C., 1983. Mentorship: A career training and development tool. Academy of Management Review, 8(3), pp.475-485. 
Hakanen, J.J., Schaufeli, W.B. and Ahola, K., 2008. The Job Demands-Resources model: A three-year cross-lagged study of burnout, depression, commitment, and work engagement. Work & Stress, 22(3), pp.224-241.
Jones, R.J., Woods, S.A. and Guillaume, Y.R., 2016. The effectiveness of workplace coaching
Kadushin, A. and Harkness, D., 2014. Supervision in social work. Columbia University Press.
Leonard-Cross, E., 2010. Developmental coaching: Business benefit–fact or fad? An evaluative study to explore the impact of coaching in the workplace. International Coaching Psychology Review, 5(1), pp.36-47. 
Lawler III, E.E., and Suttle, J.L., 1973. Expectancy theory and job behaviour. Organizational behaviour and human performance, 9(3), pp.482-503. 
McLaughlin, M.W. and Talbert, J.E., 2006. Building school-based teacher learning communities: Professional strategies to improve student achievement (Vol. 45). Teachers College Press.
Moon, J.A., 2013. A handbook of reflective and experiential learning: Theory and practice. Routledge.
Murphy, K.R. and Cleveland, J.N., 1991. Performance appraisal: An organizational perspective. Allyn & Bacon. 
Neher, A., 1991. Maslow's theory of motivation: A critique. Journal of humanistic psychology, 31(3), pp.89-112. Lindner, J.R., 1998. Understanding employee motivation. Journal of extension, 36(3), pp.1-8. 
Professional development programs 2019, Caterpillar, accessed 29 March 2019, https://www.caterpillar.com/en/careers/career-areas/college/professional-development-programs.html.
Directly Psychology 2018, Maslow hierarchy of needs, accessed 29 March 2019,<https://www.simplypsychology.org/maslow.html>.
Schaufeli, W.B., Leiter, M.P., and Maslach, C., 2009. Burnout: 35 years of research and practice. Career development international, 14(3), pp.204-220.
Sorenson, S., 2013. How employee engagement drives growth. Gallup business journal, 1, pp.1-4. (Sorenson 2013)
Spencer, L.M. and Spencer, P.S.M., 2008. Competence at Work models for superior performance. John Wiley & Sons.
Swap, W., Leonard, D., Shields, M. and Abrams, L., 2001. Using mentoring and storytelling to transfer knowledge in the workplace. Journal of management information systems, 18(1), pp.95-114. 
Tannenbaum, S.I. And Yukl, G., 1992. Training and development in work organizations. Annual review of psychology, 43(1), pp.399-441. 
Ragins, B.R., 2007. Diversity and workplace mentoring relationships: A review and positive social capital approach. The Blackwell handbook of mentoring: A multiple perspectives approach, pp.281-300. 
Ramaswami, A. and Dreher, G.F., 2007. The beneﬁts associated with workplace mentoring relationships. The Blackwell handbook of mentoring: A multiple perspectives approach, pp.211-231. 
Roberts, G.E., 2003. Employee performance appraisal system participation: A technique that works. Public personnel management, 32(1), pp.89-98. 
UKEssays. November 2018. Motivation And Rewards Of Apple Inc Business Essay. [online]. Available from: https://www.ukessays.com/essays/business/motivation-and-rewards-of-apple-inc-business-essay.php?vref=1 [Accessed 28 March 2019
















Appendix

Notes of in class presentations and the inclass seminar.
Tesco’s training programme and the benefits in terms of return on investing in training
Tesco offers both on the on the job training and off the job training to employees. On the job training methods at Tesco include:
Shadowing – this is when an employee is showed by another person already in the job how the job is done.
Coaching – a selected member of staff or management will help trainees work and motivate them to find a solution and to work through problems.
Mentoring – a more experienced member of staff is given the role of acting as an advisor.
Job rotation – the trainee is given the chance to cover the targeted role by taking on full responsibility on a temporary or limited basis.
According to Edwin B. Flippo, “Training is an act of increasing the knowledge and skills of an employee for doing a particular job”.
On the job training is directly relevant to the employee’s work, by undertaking on the job training they get to know the people in their department and are made to feel part of the team quicker. There are several advantages for the company for providing on the job training, these include:
· It is cheaper than off the job training
· Managers themselves can see the development of the employee and help when problems arise and can resolve them quickly.
· The employee is still working during training so is more productive and will pick up on experience and knowledge faster therefore the employee is more productive.
· The employee will put everything they have learnt into practise.
Off the job training is more appropriate for training in specific new skills or for developing the individual itself in areas such as communication (this could be making presentations) or team building or organising and planning. Off the job training usually involves attending courses out of the business run by professional training organisations.
Tesco offers a programme offering a work experience placement for teenagers 15 years old in high school. The child will attend for 2 weeks work experience.
The skills they learn while during in placement are:
Team work
Communication 
Problem solving
Understand how money is earned
The benefits of training for Tesco are that it makes the business look good within the community and gain respectable reputation.
They gain more customers
Employees in the company are the most important assets. Their training and professional development is something that needs to be highly invested in. According to Henry Ford he alleged “the only thing worse than training your employees is having them leave is not training them and having them stay”.
The benefits of investing in employee training and development are:
· Increased employee loyalty – when a company is to invest in employee training the employee feels valued and appreciated. This makes them loyal to the company and the more loyal your employees are, the more likely they are stay within the business and refer others to work at the company, also loyal employees are more involved and motivated and require less supervision.
· Decreased turnover – employee replacement can cost a company between the time of six and nine months of the departed employees salary. As well as the financial losses a high turnover also affects the company’s market position so therefore by training and investing in career development the employee will be made to feel respected by the organisation.
· [bookmark: _GoBack]Flexibility in the market – when an employee is well trained, they are able to respond to changes in the market better this makes the company successful in the long term.

Business Case Studies (2019), How training and development supports business growth [Online] businesscasestudies.co.uk Accessed Date 8th March 2019.

Hetsevich, I (2017), Why is it critical to invest in employee training and development? [Online] https://www.recruiter.com Accessed date 8th March 2019.

The late footballer

Today I will be discussing the case study of a football player who the manager has started to notice is always late, although the footballer does not seem to think this is the case, the manager would like to address this in a formal way.

The key points that need to be bought up by the manager are:
· What is causing the footballer to be late? Are there any home issues which the footballer would like to speak about?
· Assure the player whatever is said will be kept confidential.
· Bring up the number of lateness’s and have the records to back it up.
· Make sure the player knows the impact he is having on the rest of the team
· Come up with a solution that could be give or take an additional 10 minutes of the start/finish time.
· Bring up the value of the employee and how he has such a great record and assure him that you have his best interests at heart so to take any support which is offered.
The key points as the football player that need to be bought up in this meeting are:
· Although the player has problems with punctuality in the past you feel that the last 3 weeks you have made progress and tried your best not to be late. 
· Point out although other members in the team are late you do not purposely be late, only when you have had a genuine reason.
· Bring up the fact that if you could start 10 minuets later every day you can guarantee that you will be on time.
· Express your feelings about how you feel in regard to the situation and remind the manager that you have been a good player since your time joining the team three years ago.

According to Stephen Covey prioritize wisely on how important and urgent tasks are, which can be categorised from important an urgent and not urgent and not important.

Polevoi,L. (2019), 8 Tips for Effective Time Management: [online] https://quickbooks.intuit.com. Accessed date 2nd March 2019.
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