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1.0 Introduction

In this assignment, I will analyse the possible advantages of developing these individuals into what they need for the organisation. I will look into how organisations bring these professional growth approaches into action. I would be objectively assessing whether technology platforms are adapted to individual personal and professional growth within an organisation. I will create a comprehensive strategy to demonstrate what the organisational climate requires for individuals to improve. Development is a key in every aspect of life and this should also prevail to make it a success in a workplace environment. It is important to keep staff involved and to promote a balanced engagement. 
This sustains long term relationships, and masters involvement. Success in the workplace environment not only benefits management but also the enterprise as a whole, as this provides optimistic expectations for the future. Feedback is important because it motivates us to realise what path they are looking for. In this, management is critical as it offers employees and expectations to step ahead effectively, as well as yourself. As companies should have processes in place to incorporate mentoring, preparation and one-on - one or even group classes, this connects smoothly with growth. 
It is effective for individuals to have leadership and leadership skills, to make the business success in a competitive environment (Srivastava, Bartol and Locke, 2006).The employee can quickly take decisions for the business through outstanding, leadership skills within the organisation. Efficiency and loyalty are favourable factors for the operation and development of the company. Loyalty is defined as a loyalty to an organisation and a commitment, and a loyalty to an organisation that involves a voluntary or involuntary involvement, which will lead people more readily to stay in a company with little regard for resignation, (Shepard & Mathews, 2000).

2.0 Employees Engagement: 
The engagement of workers is based on trust, dignity, dual commitment or communication between an organization and its leaders. It’s an approach which increases business success, opportunities and contributes to organizational, an individual productivity and wellness could be natured and dramatically increased, it could be destroyed and thrown away. 
Employee engagement is now an important and day – to day component of the HRM (Human Resource Management) language, used to express the key goals and priorities for the workforce and senior management. However very little empirical research is available on how HR (Human Resource). Executives understand and develop and implement plans, as well as what impact of this could have on the roles of Human Resource department (HRM 2005).

With its own beliefs and values, it is difficult for employees to be united in achieving the objectives of the company, if no competent leadership inspires and drives subordinates within the companies. Therefore, management types can effect company growth, adaptive leadership will motivated workers to be more willing to perform (Chen & Silverthorne 2005). 


2.1 Disadvantages:
According to (Kokemuller 2007 ). The future difficulty to promoting workforce engagement, is the possibility of blurring between level of management and level of workers. While managers respect employee engagement, it is essential to maintain the integrity of organisation, for a structured system with consistent reporting lines. Allowing workers to share ideas and agree without pushing the envelope and attempting to assume management-level. 
Difficulty of contact inconvenience in workplace engagement programmes are more coordination lines and the opportunity for poor decision-making. When more workers have feedback and the ability to take action, there is better coordination to insure that decisions across the company are cohesive. Such continuity is important for the identification and coherence of the company. Managers may have trouble tracking actions and activities, involving workers to protect against adverse effects and reduce the potential for confusion. ligations is a real risk.


3.0 Leadership & Management Development 
Differences between management and leadership, while management concentrates on planning, scheduling, staff management and control. Leadership is primarily part of the management process. According to L Smircich, G Morgan (1982).  The idea of leadership permeates and shapes organisational thought and practise, and thus the manner in which we form and appreciate the essence of collective action and its potential. Really, the idea and experience of leadership, and various ways of guidance. Leadership is to help people understand and believe in a company’s vision, work with you to achieve their goals, while management is more concerned with administering and ensuring that day-to-day activities take shape. According to (stogdill,1950).Leadership is a process that effects and organisations activities to achieve and achieve objectives.

3.1 Disadvantage: 
According to Zatzick, C.D. and Iverson, R.D., (20060. Takes time Away from success One disadvantage to management is that it is not profitable to guarantee that you provide your staff with the necessary resources and preparation. In spite of spending time leading and educating staff, managers do not generate goods or services when serving as leaders, but it is necessary for them to execute their tasks effectively. An employer who employs a few  employees will realise that the time that they spend on handling jobs, it reduces the opportunities to connect with customers and to sell. In some cases the management constraints are presented to business owners, while hiring administrators to conduct certain activities.
The downside is that high-end executives are costly and are capable of reducing the spending of the business. Small businesses also carry over all the facets of the corporation as the sole proprietorships. Even though a solo activity can be difficult to perform, issues are also simple: the owner must not be concerned about guiding or handling employees. A single company helps business people, without the need for administration, to concentrate on tasks which relate directly to the company. As small businesses expand, however, owners will ultimately hire workers to help increase the workload,( Reijonen, H., 2008).
Business owners need to adapt to become leaders at the level. One must also understand the advantages and drawbacks of being a leader, which includes becoming mindful of leadership constraints and coping with them.


4.0 Feedback & Reward
Initially the necessary objectives must be set, and employees should know clearly what their contribution should be towards achieving their desired goal.
Effective feedback management systems are essential, important for the successful management of performance, proving employees with proper feedback helps them to improve performance, to correct themselves intime when they fall apart from the desired goal, feedback helps motivate them to follow the right path. It’s an important skill set for workers because it significantly increases their capacity to give them, feedback and realistic incentives (Kouzes & Posner, 2006).
The main purpose for rewarding employees is to inspire them, retain them in the company and reduce the cost of turnover. Employees represent the companies most important value, it is very important that they are constantly motivated to contribute to the organization, (Amar, A.D., 2004).
Rewarding systems are utilised by business owners to attract the talent and to retain talent for their company, and to pay off their loyalty and commitment to the company from the point of view of employees rewards.
A direct link between performance and motivation exist, when an employee is highly motivate, they would perform better at work. Motivating employees by increasing their salaries, by giving them bonus or promoting them, this reinforcement is given an award to the employee for repeating the employees intended behaviour, (Shahzadi, I, 2014).
Negative Reinforcement strengthens the employees behaviour, increase it by attempting to avoid or ignore if the employee doesn’t work as they should. 

5.0 critically assessing the benefits of an organisation 
According to Lamming, R. and Walker, H., (2005). Creating positive relationships within the workplace, it is vital to career success. The ability to advance and gain recognition for your accomplishments in a positive or a negative way. You will feel more comfortable with your interactions and less threatened by others, when you develop positive relationships. feeling closer ties with the people with whom you spend most of your time working with.
However, for a lot people building relationships is not normal or easy to do. Most people refuse to acknowledge this, it is such a fundamental concept of common sense. We presume that they already know how to do it. Anyone in this critical area even the most outgoing, engaging personalities should improve their skills.
In a business, engagement, where individuals pay effort on the job to meet the organisational goals and expectations of the supervisors, will contribute to employees loyalty Lockwood (2007) engagement with employees is linked positively to the result that employees are more loyal and satisfied. Employees who take responsibility for the decision-making process are likely to develop their responsibilities and interests in the workplace, and then Gafoor, Qureshi, Khan and Hijazi (2011), support employees ability to have psychological ownership of their actions and their outcomes, if they are given opportunities to engage in a business ideas, which indicate their sense of belonging. Since belonging is psychological requirements rather than physical need. Workers should believe that they belong to companies by having the power to participate. 

6.0 Employees engagement in the organisation:
The dedication of employees is to recognise their position in an organisation and to be knowledgeable and enthusiastic as to where it suits the purpose and goals of the company. Employee engagement is about a clear understanding of how a company fulfils its priorities, how it improves in order to be better to achieve these aims, and how it has a voice on its own to provide ideas and opinions that are taken into account through decision-making. Employee engagement is about being fully integrated as a team member, respecting and encouraging receiving regular and positive input, supporting the development of new skills, rewarding and acknowledging accomplishment, (Burnett, J., 2006).
Employees engagement requires constructive attitudes and behaviours in a way that leads to a better business performance. The involvement of the companies employees is about who feels the pride and loyalty to work for the company, represents the customers the role of the workers is about building on the knowledge and ideas of our employees in order to develop our product and services and how we operate, (Dagher, G. and Junaid, N., 2011).
Employees engagement can not be achieved through mechanistic approach that efforts to extract discretionary effort by manipulating the commitment and emotions of the employees. Employees see very easily through such attempts, and may become cynical and disillusioned. 

According to J Foley & J Kendrick ( 2006).  The culture of an industry can make or break a business. I have seen how the culture of an organisation will lead to the performance not only of the staff but of the entire business. When employees do not enjoy coming to the office, they will be doing the bare minimum to get through. They are unwilling to come up with new ideas early or late and don't care how the company will grow. When team members are excited about their responsibilities and work, on the other hand, they will go further and further to ensure the first time the job is done correctly.

[bookmark: _Hlk35971945]6.1. The tone for creativity is set.
The best work is done if employees can get out of their comfort areas and create something completely unique. Nonetheless, it does not leave much room for imagination when you operate the business like a strong, working machine. As CEO, even if they contradict your own, you must be open to hearing new thoughts, perspectives, and opinions. You are encouraging your employees to think outside of the box, giving them the freedom to speak in their work. This can help you build better products and to develop more innovative campaigns, (Zhou, J. and Hoever, I.J., 2014).



6.2. You are building pipelines for communication.
In a productive office, communication is key. It is crucial for everybody to know exactly where an object is in the final process when you have projects going between workers and agencies. However, if you expect your team to sit down from 8 a.m. to 5 p.m., the communication is stifling you. Clear, open communication between teams means giving them the freedom and the tools they need to easily discuss the products in which they work and to ask for assistance when necessary, (Charan, R., Drotter, S, 2010). 

[bookmark: _Hlk35971996]6.3.You are creating an exciting brand.
As the brand's head, nobody's excited about the company except you. It is essential that you believe in the goal, mission and values behind the company, whether or not you are the founder of the company you lead, and make sure that your group does the same. It is difficult for employees to find value in what they are doing if you try to manage the company without a clear purpose. When you help the staff understand exactly how its tasks relate to the broader goals of the organisation, you will stay inspired and participate in the success of the business, (Kapferer, J.N., 2008).

6.4. You are taking control of expectations and development.
Each team member must have personal goals to which they are working in order for the company to grow. As they reach their own milestones in personal development, they have more to contribute to their positions and to the entire company. If you don't invest in your employees ' personal development, you don't invest in the success of your company. By working with various team members to understand their specific aims, expectations and learning, you provide them with the tools they need to improve and refine their skills.
The culture and success of an enterprise both start at the top. As Manager, you are responsible for ensuring that there is an atmosphere, structure and purpose in your workplace that your entire team can get behind. Take a minute to get out of the tablets and quarterly reports to see how your team can help you meet your business goals. While your bottom line is important, investing in the team is more important, helping you grow your business. Establish a culture that excites your employees to work for your brand and you might be surprised at what you can achieve, (Conger, J.A. and Benjamin, B., 1999).

7.0 Tesco PLC
HRM emphasises the accomplishment of innovative development and the most effective use of available materials. This causes business aims and goals to change. The main purpose of Tesco is to provide services to the customers as they want. The main purpose is to support shoppers a little better every day. Tesco PLC company was founded with a simple mission, to be the champion for customers to help them experience a better quality of life and a simpler way of living.  Customers deserve great products with great value which they can easily buy. Tesco’s job is to deliver that to them in the right way.
Tesco Values help them understand how to bring this into practical terms: No one tries harder for shoppers 
· Consider consumers
· Be the first to address their expectations 
· Work professionally with the stakeholders Seeing individuals–customers, employees, neighbourhoods–and what happens to them, and then trying to make those things better, is at the core of Tesco. It's about listening to people and connecting to them using all the resources that are open to them – from Clubcard to social media–and then responding by adapting and innovating to meet their needs. Tesco treats people how they want to be treated.
· Operate as a team 

· Trust one another and value one another
· Listen, encourage and say thank you 
· Tesco recognise that caring for co-workers in a community of trust and respect is central to Tesco's exchange of knowledge and experience. Where employees are appreciated and respected for the job they do together, where they have the chance to get on with it. when they are encouraged in their growth, as they progress through their company careers-they try their hardest with consumers in turn.
· Any little support makes a huge difference
· Ensuring that food waste is minimised internationally and that surplus food goes to those in need
· Making it easier to live healthier 
· Sourcing of high quality, inexpensive and renewable goods 
· Making a positive difference to the neighbourhoods where we work.

Through supplying employees with a safe, private and accurate way to receive input, a business provides useful visibility into the organization's internal leadership, staff and environmental wellbeing. 360 Insight surveys give members valuable information and input about what works and what doesn't. 360 Degree Input is a programme or process where workers seek personal, secure input from those working with them. This usually includes the manager, colleagues and direct reporting of the employee.  360 Reviews can also be a helpful tool for those who are not in the role of management. (JF Hazucha, SA Hezlett 1993).
Tesco provides the biggest difference by reflecting on the three foundations of the Little Helps Program, individuals, goods and places there. Such structures are underpinned by a variety of places where they stay dedicated to doing the right thing they term their roots, which tackle critical topics such as emissions reduction, health and welfare, information protection, and anti-bribery concerns. The strategy aims at building a market where employees can get involved, despite their background; helping consumers make healthy decisions and appreciate high quality, safe goods at competitive prices; ensuring that no food is wasted; rising the environmental impact of their packaging. Tesco supports and protects the communities. They have made strong strides in both of these aspects since the start of the Little Helps Program in 2017. A key belief at Tesco is' A little support makes a huge difference.' It guides what we do for their colleagues around the world every day, in the thousands of societies in which they work and for the millions of customers they serve. It's also the philosophy behind the Little Helps Program which stipulates how Tesco can impact their clients, colleagues and communities on the social and environmental challenges they face.  Tesco Careers 2020.



Development Plan for six individuals in an organisational setting.
	Identified areas of Development
	Developmental tactics
	Time frame
	Impact / Expectations
	Evaluation method / period
	Comments

	Jane has limited IT skills and the recent manufacturer’s update means she is unable to perform some of her routine tasks.
	Coaching – an IT staff would be assigned to coach Jane over her development period 
	1 week
	The goal is to broaden Jane’s IT skills. And at the end of the training Jane is expected to be able to work independently with the updated software.
	Progress report from assigned coach.

The evaluation period would be 1 week after the coaching period is completed
	In general, it is essential to ensure that Staff remain comfortable with software updates moving forward.

	Muhammad struggles to analyse customer data using analytics and this affects his ability to develop a more effective marketing strategy for the company.
	Professional training - Muhammad would be signed up for a 1-week professional course on analytics with an approved training provider.  
	1 week
	The goal is to enhance Muhammad’s analytical skills. At the end of the training, Mohammed is expected to be adept at analytics for marketing
	360-degree feedback from customers, Muhammad’s manager and Mohammed’s colleagues can evaluate outcome of the training. Customer retention would be another evaluation tools.

Evaluation will begin a month after the completion of the training.
	A long-term partnership with a training provider may earn us some discounts for future training.

	As a newly employed, Ken has very limited knowledge of the Health and Safety procedures of his new workplace. 
	Observational learning – Mohammed would need to observe a colleague on the same routine to improve his knowledge of the H & S practices in his new workplace
	3 days
	At the end of the observational learning, Ken is expected to be conversant with the H & S procedures in his workplace.
	By the end of the week, the outcome of the learning can be reviewed via self – assessment by Ken to see how safe he feels at the workplace after the training.
	

	Kenisha would be due for promotion to a managerial role in the coming months but her leadership / management skill is weak and she may struggle to effectively manage during her 7-year tenure.
	Education – Kenisha would be granted scholarship to take a part -time course on management to prepare her to succeed in her future role
	6 months
	At the end of the course, it is expected that Kenisha would be better at planning, coordinating and allocating resources to achieve set goals
	A variety of evaluation tools such as self – reflection, self -assessment, certificate of study completion and feedback from team members can would be used. 

An evaluation period of three months immediately after competing the study has been set.
	It might be beneficial in the long-term to further develop staff eligible for management roles through short courses or PG degrees depending on their training needs. 

	Dennis is a very productive employee but has weak customer acquisition skills which is currently affecting his ability to grow his customer base
	Peer coaching -  Dennis will be assigned to work closely with colleagues with track record of good customer acquisition to share skills ideas and ideas that may improve Dennis
	1 month
	At the end of the peer coaching period, It is expected that Dennis would be able to significantly grow his customer base.
	Evaluation metrics have been set as: number of Dennis’s customers and Customer retention rate.

Evaluation will be conducted on a monthly basis over a four-month period.
	

	As a team leader, Fahima needs development in Equality and Diversity matters so she can work amicably with her diverse team.
	Onsite training or webinar alternative
	1 day
	The training should enlighten Fahima on equality and diversity issues that she must be aware of to effectively manager her team
	360-degree feedback from Fahima’s team and Fahima’s line manager can help evaluate her awareness of equality in the workplace. This would be done over a 3-month period.

Also, an online assessment at the end of the course may also help evaluate learning. This would be done in the same day the course is completed
	

	
	
	
	
	
	





Conclusion 
The study evaluated three development vehicles that can be used to improve organisational performance. Three of them include leadership & development, rewards and feedback and the employees engagement. The workplace reward has been described as having the potential to inspire hard work and boost employee morale. Development vehicles have been determined to theoretically boost workplace efficiency, increase employee morale, job quality and increase satisfaction. The report also addressed how to prepare a production strategy in order to consider the possible advantages of development vehicles. It is viewed as a systematic process to ensure that workers are continually trained by an organisation. Steps   include development goals, development needs recognition, the opportunities for development, the development of an action plan, development of commitments, the recording of outcomes, the analysis and evaluation of the development plan. The development plan has been designed to be essential in developing a creative and innovative workforce.
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