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Introduction 
Looking into a modern day society there is a reason to amylase a personal development program. Looking at all factors we can determine what is top priority and decide what is at most important. The first part of the paper recognise the importance os motivation, The paper will critically review the importance os keeping a team together. The paper will also look at employee engagement which will look into how the company can open doors to make employees feel accepted, Finally the paper will look into how it can develop into the modern changing world to help the organisation and the individuals.


How can the organisation motivate?
Motivation is often overlooked as the leaders look at the productivity rate rather than cater to individual needs. Training someone will have many benefits include leaders will have more time on their hands as the individuals can do activities resulting in better productivity. On a motivational side of training the trainee will more productive. The reason for this is that the trainee will feel more valued because they will receive satisfaction and feel valued. This has a better approach than just being delegated any task without training because the individual will feel less valued. (Buchanan, Finegold, Mayhew and Warhurst, 2017)
Training can also have negative effect. One example training can demoralise is cognitive conflict. As the trainer and the trainee work together there may look at the approach in different ways. This will cause them to have different point of views and will affect the goal of the task. Relationship conflict may also occur which has a more emotional effect to each other’s motivation. This can affect the trust also; personal issues may arise which could affect to outcome of the training. The team may refuse the training resulting in less productive training. (Medina, 2016)
In the modern world health and safety has gone beyond bounds compared to the early 1900s. Companies find its more important to keep a healthy workforce. To have a health a safety in company polices will help the workforce to keep motivated towards working at a safe level. This involves everyone as its everyone’s responsibility. If there is an unfortunate circumstance that and employee may suffer a work-related incident, then they may lose faith in the company resulting in less motivation. This can make them leave the workplace but also on return they may feel neglected so the will power to go that extra mile will be affected. (Hedlund, Gummesson, Rydell and Andersson, 2016)
The perspective of having heath and safety can cause confusion. The company can come across as safety is their priority. The leaders mostly think about the performance of the company and some directors may not imply safety as one of their priorities because there is only one priority. So when the company come up with multiple priorities then confusion can sit could prevent leaders to priorities safety. The workers who are told to follow guidelines from department then another department tells them a different approach then the employee will lose motivation on which way to go. (Burns, 2021)
In the working environment its important to retain your best employers. The most common way is to reward them such as money, promotion and being ethical. These rewards are positive because it’s a gain for individuals who do well and increase motivation and retention. People work for money so giving them that little bonus or pay rise will gain them satisfaction. If the leader is ethical then the employees will look at them as a role model. If the rewards are equal, then employees will remain happy. If unethical and the leader is rewarding with favouritism, then employees will copy and do unethical things themselves or cut corners to gain ranks to be rewarder unethically. (Wang and Yang, 2015)
Giving rewards in theory is a winner for the organisation. This could also open many doors for employees and employers to work in an unethical way. Some companies become obsessed with targets that bad behaviour is encouraged. If an employee can increase results by cheating customers or cutting corners, then the company will become more negative. Management is included in this because if they let this happen then they will become corrupt themselves. If an organisation decides to motivate their employees through promotion and if the wrong person gets selected because the employee was going against codes of conduct, then when they give out commands it is more likely their culture would involve other employees to act like the commander. (Appelbaum, Iaconi and Matousek, 2007)
Review of employment engagement.
Communication is key in the workplace as giving feedback to each other helps new ideas but also creates a more connected environment. One way an organisation can approach this is giving the employees or customers a voice. Giving them a voice will let them tell you about personal issues inside and outside the workplace, this will make them feel more valued. The customer or employee may give you feedback that you cannot cater for every need but listen to all options so you can build a connection with the client or employee. Receiving feedback in forms of questionnaires will help give more honest feedback as the person giving the feedback can remain anonymous. (Mckenzie, 2009)
Having an open book can cause problems. Employees may question themselves are they allowed to give the right feedback. They may be anxious to give a leader feedback as it might have a negative effect on them. This may be too complex, or they might feel they are giving irrelevant feedback. Questionnaires are a good source but can be open to scrutiny. The employee will never know if the feedback was listened to or they might not trust if the feedback is actually anonymous. On the other side the person receiving feedback may not get accurate results. The questions could be answered emotionally with bad attitude not intellectual. 
Engaging an employee direct is not always preferred as it can take up the leader’s time. Organisations in modern times now have adapted to human resource management (HRM). The main benefits of having HRM is it prevents classical management practices which only care for productivity. HRM caters for the production but also looks on behalf of the employee’s welfare. The HRM has a say in the company policies but also has a say how the employees work to make sure working environment is healthy. (C.G. Davidson, McPhail and Barry, 2011)
Outsourcing to agencies to cover extra work has become more common in modern times, this is because big organisations have less predictable workloads. The benefit of outsourcing is they can do the vague tasks and, leaving your internal HRM to do the more crucial direct work. Using external services gives the organisation more control. If the external cost is the same or more than it is to outsource then the organisation can be flexible to outsource also, on the other side if internal becomes more cost effective then they can cut ties with the outsource HRM. (Sheehan and Cooper, 2011)
While using HRM in your own organisation there is an option to outsource your HRM to external organisations. This comes with some complications. This could end up costing the organisation more because extra fees are expected. Another negative is that the company will lose control on how HRM is controlled which could prevent innovation and creativity. On the employee side they may feel lack of trust in the organisation and the outsourced HRM agency. (C.G. Davidson, McPhail and Barry, 2011)
Having a psychological contract can benefit the connections with the employee and organisation. The two parties will gain a sense of trust to feel each other’s needs. This is seen as the employee is allowed to work more freely than the organisation will gain respect by trying to adapt. This strategy of having a hands-off approach will help employees develop on their own, then process of the employee might not be in line with the organisation but a bond between them. (Conway and Briner, 2005)
The use of psychological contract can also be neglected. This is when both parties’ agreement has been abused and one or the other feels violated. One way of neglecting the contract is reneging. This is when the organisation has lied or mislead the employee. This could be done on purpose to deceive the employee or some drastic change in the organisation that was unexpected. Incongruence can occur when both parties have a contract and there has been a slight misunderstanding in the contract. This could make the employee feel that the organisation isn’t meeting their standards. (Turnley and Feldman, 1999)
Importance of increasing training in organisation.
Training is an important aspect for new and experienced recruits. Investing in training and time may be cost the organisation in time and money but the rewards on investment will have a great return. One way to train especially new employees is on the job training. The advantage of on-the-job training is that giving your worker extra skills will result in more productivity. Another advantage of on-the-job training is that you have control on what you teach. The leaders can go for generic approach, or they can focus their trainees to expand in a specific role. (Barron, Berger and Black, 1997)
Even though on the job training has its benefits, it also has some negative traits. One of the negatives is you are using up employee resources to provide this training so as a whole the company is losing productivity. The trainer may only know the traditional ways the organisation works. 
When teaching there is not forward thinking and being creative or adapting to new technologies. the person giving the training is not just a specialist in training. The trainer may lack skills than someone outsourced, or the trainee may not acknowledge him or maybe the trainee is qualified anyway. (Advantages and disadvantages of on-the-job and off-the-job training - Training - Eduqas - GCSE Business Revision - Eduqas - BBC Bitesize, 2021) 
Another training method is off the job training. This type of training is done away from the premises and the training is put in the other hands of another agency. The advantages of this are because it’s away from the grounds no resources are used so productivity won’t be affected. You can also implement vestibule training. This is done near the workplace and still doesn’t directly involve production. When the trainees are away from the grounds, they can learn more up to date skills, or bring back to the company a different perspective on how the outsourced training works. (Bhatia, 2017)
With off the job training there can be some factors that could be a bad decision. Because the training is outsourced then the trainer will expect a fee. So it is more than likely that the training will effect the finances. A knock-on effect off this is that if you spent money on this employee and you expect an investment in return then that could be compromised if the trainee leaves the organisation. You have no control on the quality or relevant the training is given out so, this investment in time and money could be pointless. Even though on the job training is slowing production the trainee is still producing something so, when they are away, they have no way of directly contributing to the organisation. (Advantages and disadvantages of on-the-job and off-the-job training - Training - Eduqas - GCSE Business Revision - Eduqas - BBC Bitesize, 2021)
While training you need to make sure you give quality training. Many mistakes happen in training and one of these is the trainer needs to be trained to train. Many leaders tend to shy away from training duties as the process may have evolved beyond their knowledge. Looking from a top down view it is important the personal at the top of the ladder receive up to date training so, the knowledge can be passed down making more quality and confident training. (Taylor, 1974)
Within the organisation the reason to invest in the new up and coming generation is essential. The modern way of life looks at each angle and find new technology is the way forward. So when training people in the organisation you want to make sure your involved in the progression of the individuals. So when it comes to apprenticeships there are options to relive the cost through government funding, (Funding an apprenticeship for non levy employers, 2021)
Problems can occur when there is a skill gap. When employing someone they can be either over experienced or under experienced. A skill mismatch may disrupt the organisation because unqualified personal will lead to less productivity. (What is skills mismatch and why should we care?, 2021)

Summary
In conclusion it is important to see that the data includes a new generation of life. Lookkng at the pyrmid you can see the  ost investment needed is the new starters of the future. Looking forward the world is changing fast but results show that we need to adapt fast . Many interventions are involved even if it social or economic. At the end of the day the world is changing rapidly and we nee to be up to date at all times.
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