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Introduction 
This report will evaluate critical analyse the potential benefits to develop individuals in the working environment. How to manage individual expectations in the respect of personal development plans it will critically evaluate development needs of the individual and generate a detailed plan to identify the development needs of an individual and to develop the leadership roles of an individual. The report has three tasks the first task will be evaluating three development vehicles to an organization. The second task will be critically evaluate the potential benefits to the organisation using these development vehicles in the workplace. Finally, the third task will be developing a plan using six examples to meet the identified development needs and expectations of an individual.

Task 1- Will be evaluating three development vehicles employee engagement, feedback and reward leadership and management development available to an organization.
[bookmark: _Hlk33726162][bookmark: _Hlk33726403]I have critically evaluated three development vehicles employee engagement, feedback and reward leadership and management development available to an organization appropriate to the development needs of the individual, the potential benefits to the organisation of developing individuals in the workplace.  

Employee engagement
“Employee engagement is when employee will go the extra mile committed with the work they do, put extra effort work longer if necessary(truss2006)”. 
Corresponding to research “A engaged employee can be positive at his workplace and work better with other team members also positive about any change the company puts forward. Their efforts will the organizational goal and be more orientated about the success off the business reaching its targets and goals and will be affective in doing their job. Hopefully be happier at the position or role off the job they are going to do so it is important that the manager engages with his employees in a positive manner to get the best out of their employees(truss 2006)”.
Engagement is a positive emotional connection to an employee’s work; engagement is affective and continuance commitment from the manger to help Involved employees, so they are inspired to go above and beyond the call of duty to help meet business goals
According to study To Become a “great place to work” through building trust in colleagues and ensuring employee pride and enjoyment Subdivision is the key to managing employee commitment and efficiency Great managers are key to achieving an engaged workforce To achieve motivation, give the employee a “kick in the pants”(council 2010)”.
 It will Increase total shareholder return percent Reduce absenteeism Better customer feedback less shrinkage of inventory Higher sales and profits for the company.
According to research” The meaning of employee engagement is ambiguous between mutually academic scholars and amongst professionals that make use of it very likely use it in daily circumstances and workplace conversations with associates and employees (Marcey, 2008)”.
The term is used at different times it can refer to psychological situations and characteristics and behaviours as well as their experiences and outcomes. Drawing on diverse relevant literatures, we offer a series of propositions about emotional state engagement; social engagement; and trait engagement. In addition, we offer propositions regarding the effects of job attributes and leadership as main effects on state and behavioural commitment and as moderators of the relationships among the little aspects of engagement. The organization must assume with thoughts about the measurement of the few issues of engagement and potential qualifications, especially measurement using employee rewards.

[bookmark: _Hlk36504815]Feedback and reward leadership
The manager must recognise its employees and reward its staff with money promotion if available or can be informal with a praise. The team members will feel more valued and more confident in doing their job and more content. Expectantly that will give the employee more confidence. the but the more confident we are than can achieve our best, we are we achieve bigger goals.
[bookmark: _Hlk36495661]To give them confidence because if they are confident, they will work harder and try to learn more skill to do the job more efficiently and stay with the company. Must find what people need more training so they can do the job better and work to the company regulations the manager will have to draw a plan of action than identify what training will he be giving to the employees if it will be relevant or necessary to the job they are doing  also the manager has to identify which employees need to be trained first and which workers they will have to train last or need less training and how they will train the employees because not all people will be trained the same some might have learning difficulties and might need extra training and help.
[bookmark: _Hlk36492545]The manager must then implement the plan and then gather the information from the research and identify the staff that could do the job better if they were trained more in a systems approach. better so achieved its outcome also but it was relevant or if they need more training and then start from the same prosses identify what staff need training to develop its employee.
According to analysis” If we had to identify the major areas of growth in relation to techniques for supporting leadership development, it would have to include use of 360-degree feedback. Development, the topic of multi‐rater or multi‐source feedback, as it is also known, formed a key component will summarize several of the arguments why this is the issue, and certain of the research assumptions that have surfaced in the past few and far between years involving concerns involving to gender and opinions of management. It will also explain how involved in introducing 360-degree feedback processes in several public sector organizations in the United Kingdom, together with lessons that have emerged.” (Metcalfe, 2002)”.

[bookmark: _Hlk36504913]Management development
The manager must develop and then gather the information from the research and identify the staff that want job progression to train to become leaders they will have to be trained in the company way of thinking and working to up hold the company values and beliefs were trained more in a systems approach. 
better so achieved its outcome also but it was relevant or if they need more training and then start from the same prosses identify what staff need training to develop its employee.

Permitting to the conclusion “How do engaged employees stay engaged? Most academic research agree that job assets are the highly important drivers of work engagement. Research has confirmed that career growth opportunities, supportive relationships with fellow co-workers and adding performance feedback, and employee skill development facilitate engagement, particularly when the job is challenging Given these findings, one may argue that the organization plays an important role in encouragement engagement, through the provision of resourceful and challenging jobs (Bakker 2012)”.
[bookmark: _Hlk36501123]Corresponding to research” investigated the relationship concerning loyalty to supervisor and employee's in‐role and extra‐role performance in comparison with that of organizational commitment in the People's Republic of China. Two studies were conducted. In the first study, a five‐dimension loyalty to supervisor scale was developed and validated. In the second study, the relationships between loyalty to supervisor, organizational commitment practices in multicultural settings (Chen 2002)”.

[bookmark: _Hlk36334081]Task 2- Will critically evaluate the potential benefits to the organisation using these development vehicles in the workplace.
[bookmark: _Hlk36324237][bookmark: _Hlk33743373]Using Hilton hotels as an organizational example this report will critically evaluate the potential benefits to the organisation using these development vehicles in the workplace. For instance, practise the development vehicles your employees will improve performance be more productive. 
The employees will likely achieve the company goal look after the business and the benefits will be more engaged employee. Other benefits will be saving money and time with turnover of employees leaving and having to recruit and losing trained employees because there is no job progression. 
employee engagement
[bookmark: _Hlk36504723]The potential befits off employee engagement are more engaged employees will work to the company values. Other benefits  are the employee will work better as a team member for instance believe in the leaders because they can be more involved for instance if they have to work longer or have to be more productive, work over when necessary they will be happy.to do because they are thinking about their future progression in the employment would like to attain with the organization because they will be profits become more involved with the association. 
Consequently, for instance they would feel more respected and employees would take company to heart “engaged employees make the team disengaged employees break the team (Brett 1992)”. 
[bookmark: _Hlk36501663]“Engagement methods could start with informal morning briefings abouts targets and latest company information and have group bonding exercise which could include different activities informal or they could be more formal depending on the needs (Brett 1992)”.

Management development
The possible, benefits to the organization to develop management in its company it will save money and time and recruiting.it will de crease employee turnover and hold on to its valued and trained staff. Overall aim is to improve performance and to reach the organisational goal.
According to Various points of difference have been discovered in opinions are discovered, suggesting that there is possibility for the position, organisation to secure greater.  
Suggested by “engagement of its first in line managers in roles. Reducing the workloads and short‐term job pressures of these managers, together with capitalising on the excellent relations with the hotel Human Resource experts are means to build on greater engagement. Importantly, improving all line managers’ understanding of the organisational basis of their involvement in human resource may reinforce their functioning in Human Resource activities (Watson, 2007)”.

Feedback and reward leadership   
The benefits of Feedback and review will give a better insight into the employees and the productivity of its employees. The manager could also introduce a company bonus an incentive to hold on to its staff it could be money or a formal appraisal or informal thank you which in return will increase the moral of its employees.  
Therefore, efficient management of reward system may have a beneficial effect upon the performance in numerous behaviours for instance instilling a sense of ownership amongst the employees. It may possibly accelerate long term focus with continuous improvement, reduces service operating costs, encourages teamwork, decreases employee dissatisfaction amongst dissatisfied employees and enhanced employee interest in the long-term financial performance of the company.


[bookmark: _Hlk36334147]Task 3- This task will be developing a plan using six examples to meet the identified development needs and expectations of an individual.
The manager is to Develop a personal development plan the strategy is to identify specific skills or needs of the individual and expectations. Using six examples to meet the identified development needs and expectations of an individual they are lacking in and need training in to develop workers to leaders. Treating all the other colleagues the same and expect promotion to move higher for all the staff therefore the organisational responsibilities as a manager you must develop people.
The personal development plan it will show a reflection, of the individual it will give feedback and support and will give the employee, self-awareness, and give personal support to develop opportunities. Coaching mentoring to build the individual goals of the individual will include appraisal and recording performance and reviewing performance, training needs.
To identify the needs of the individual the manager would have to find out if the person is engaged in his job or role. Also identify if the employee has leadership skills and attributes to become a leader.
This personal development plan to is to expand the needs of an individual.” It can also help achieve mastery in any field creating a plan is your guideline for future susses and determination de increases things going wrong (Tracey 2002)”.
Must find what people need more training so they can do the job better and work to the company regulations the manager will have to draw a plan of action than identify what training will he be giving to the employees if it will be relevant or necessary to the job they are doing  also the manager has to identify which employees need to be trained first and which workers they will have to train last or need less training and how they will train the employees because not all people will be trained the same some might have learning difficulties and might need extra training and help.
The plan could be formal with coaching and performance management courses and structured self-development or informal approaches meet the manager every day and have an informal briefing to develop approaches in management skills and practices.
Self-assessment through performance management reviews to determine if the personal development plane is achieving its goal and review of the personal development plan with outlines off improvements if needed and to draw a more vigorous plan. To define problems still not addressed from the first plane and then the final review and the overall outcome to see if the plan was a working plan or a waste of time and company profits.
The individual person will include to develop specific skills and leadership qualities to grow the individual to become a leader.   
Leadership means inspiring people to achieve and to do their best to accomplish desired results. 
A blended learning approach which can combine several activities for example:
1. Reflection. 
2. Practice.
3. Self- awareness.
4. Personal support. 
5. Opportunities. 
6. Coaching and mentoring. 
conclusion
This report has shown that if managers develop its employees and engage with the workers and develop their skills, working with personnel and workers being commended and recognised. Formal education and training with programmes based on analysed learning needs. Will potentially uphold the original values and help the company expand.   
[bookmark: _Hlk36503945]Being a part of structural training to progress higher in the company will achieve better targets. Keep company outgoings down because the organization will save time and money on retraining new staff and the organization could focus on human resources on other activities to maintain the employees wellbeing, or think off using the extra money to expand the businesses or have an employee’s bonus arrangement. Methods the company could use even expand the business because you have loyal workers and managers and leaders. And formal education and training with programmes based on analysed learning needs.
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