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[bookmark: _Toc534876571]Introduction
In all sectors the success of organisations relies enormously on its workforces. However, it is said there is various aspects that play a massive part; organisations must guarantee a resourceful workforce which Is in line with being financially dominant and competitive within the marketplace (Jehanzeb & Ahmed, 2013). Consequently, for any organisation to sustain human resource value, organisations are obligated to be aware of employee job satisfaction as well as retention. Some organisations perception of an employee is that employees are only working for financial gain within the organisations. However, Jehanzeb & Ahmed (2013) stated this statement disregards that most employees put themselves on the integral benefits of their profession. Therefore, it will have undesirable impact towards the organizations as well as employee job retention and satisfaction. This report intends to examine other studies of training and development and describe their benefits. Firstly, this report will focus an assessment of Dixons potential advantages in personally developing their staff within its workplace. With the use of academic literature, this report will integrate relevant theories and application which will support Dixons benefits in developing individuals. Secondly, the report will use previous studies to describe the benefits to Dixons organisation performance as well as other benefits such as company reputation Thirdly, a critical evaluation of Dixons development vehicles will be discussed in detail within this report in order to evaluate whether they are appropriate towards the individual needs. This report will develop a comprehensive plan in order to clearly address my development needs and conclude on the findings.
[bookmark: _Toc534876572]Dixons
Dixons opened their first store in 1994 within Heathrow Terminal 3 and has since rebranded itself to be Dixons Travel. Dixons is one of the leading airport technology retails within the United Kingdom. It is part of Dixons Carphone Group which is known to be Europe’s largest electrical and telecommunications specialists and run stores with over 42000 employees in nine countries. Dixons is known to communicate to their workers over a variety of channels and use a balance scorecard to identify how their members feel about working in Dixons. Their team members feedback is what essentially shapes Dixons overall business strategy and help them make the right decisions. In an ever-changing world, Dixons suggests that in order to build a strong organisation, it requires itself to find the right balance of excellent individuals, with various skills as well as experiences. Dixons aim is to gather these individuals in order to organise them as one committed team. Dixons also aims to find the right balance by identifying diverse talents and specialisms across numerous roles (Hodes UK Limited, 2018).
[bookmark: _Toc534876573]Developing individuals and its benefits
Previous studies have documented evidence of training having an encouraging influence on the effectiveness of individuals. Therefore, this report will consider other documented theorists’ studies to be able to demonstrate Dixons potential benefits of developing individuals in the workplace as well as the benefits to Dixons by developing individuals. Firstly, the benefits for individuals will be discussed from this point. Also, activities of training are beneficial in the aspect of both individuals and team level, for instance it increases motivation within the workplace, empowerment as well as improving attitudes.
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Figure 1: 
	DIXONS TRAINING
	POTENTIAL BENEFITS

	BEHAVIOUR MODELLING TRAINING
	First-hand experience for staff. Building individual skills in handling interpersonal situations. Motivates the employee. Better workplace relationships. Increase in job performance.

	TACIT SKILL TRAINING
	Employee motivation, satisfaction. Increased positive job performance.

	PRESENTATIONAL SKILL TRAINING

	Employee motivation, engagement, satisfaction. 



Associated training changes within Dixons would bring about better job performances as well as additional encouraging variations that assist as history of job performance. Hill & Lent (2006) for instance gave an example of obtaining new skills (Aguinis & Kraiger, 2009). Encouragingly, Arthur et al (2003) stated training within organisations had a highly positive impact on employee’s behaviour within the workplace. Furthermore, Arthur et al (2003) directed a meta-analysis which consisted 1152 effect sizes from 165 sources comparing non-training to pre-training stages and the results showed positive impact of training. Even though in this study the differences in effect sizes remained small but then the usefulness of the training was diverse depending on by what method the training was delivered and the skill or task which is being trained. For instance, according to Aguinis & Kraiger (2009) the more effective programs within training are those including intellectual as well as interpersonal skills, then shadowed by psychomotor skills or responsibilities. This following discussion of the studies will be describing to demonstrate as well as exploring not just the overall verdicts stated by (Arthur, et al., 2003). It is highlighted primary level outcomes from the meta-analytic analyses ought to be specified additional weight than individual studies because of their reliability (Aguinis, et al., 2008). 
The impact of training on performance maybe considered subtle but quantifiable. For example, Barber (2004) conditional study concerning mechanics in India discovered that on the job training (OJT) leads to more innovative as well as tacit skills. Tacit skills are known as behaviours acknowledged by means of informal learning and can be useful for efficient performance. This can be demonstrated within Dixons as new sales colleagues within the Twickenham store educated themselves on specific buying signs over a period whilst demonstrating products. Training and developing individuals within Dixons workplace have many benefits and likewise a documented benefit is technical skills. Dixons role play training within the workplace has a potential in meeting effective skills as managers or experienced staff sit down with their employees and teach them the relevant skills. As, Davis & Yi (2004), directed a couple of experimentations by means of approximately 300 partakers using behaviour-modelling training and this study demonstrated that the training was able to improve individual’s computer skills considerably. Aguinis & Kraiger (2009) mentioned even though behaviour-modelling training is known to be very successful in the past, a part their research involving Marks et al (2002) found evidence that training affected changes in the individual’s skills via changes in the learners’ knowledge structures or psychological models. 10 days after the training studies illustrated that psychologically reviewing tasks permitted learners to increase their knowledge as well as the performance of their tasks (Aguinis & Kraiger, 2009). Collins & Holton (2004) also recognised the beneficial of training for management and leaders within organisations. Moreover, they directed a meta-analysis on the benefits of managerial/leadership development programs to which included eighty-three studies published 1982 to 2001. By the comparison of training and non-training they found that mean ds fluctuated as of 0.96 to 1.37 for knowledge results and from 0.35 to 1.01 for expertise/behavioural results (Aguinis & Kraiger, 2009; Collins & Holton, 2004). 
An implementation by Dvir et al (2002) of a longitudinal randomized field experiment using individuals in the Israeli defence forces to which the leaders within the force acknowledged transformational leadership training. Fascinating behaviours are displayed by transformational leaders and can encourage as well as make available encouragement amongst followers individually. Transformational leadership training resulted to the enhancement of the followers motivation through their self-actualization needs as well as willingness to go an extra mile; their morality through internationalization of their companies ethical principles; and empowerment through being critically independent, actively engaging in the tasks and specific self-efficacy (Aguinis & Kraiger, 2009).  According to Towler (2003) research she gave 41 students either no training, presentational skill training or charismatic influence training such as the presentational skills training provided in Dixons. Towler (2003) charismatic influence training includes dialogue of vision, appeal towards supporters’ morals, use of autobiographical, metaphorical, analogic and self-efficient language. Towler (2003) gave 102 undergraduates from another university a videotaped exhibition by the other 41 students and similarly to the outcomes of Dvir et al (2002), Towler (2003) gathered evidence to back up the efficacy of charismatic influence training on performance as well as behaviours of partakers who viewed the tapes.
To summarize, a lot of revisions and meta-analytic reviews make available backing for potential beneﬁts of developing those within Dixons workplace. They are many potential benefits documented to which consist of performance and the variables which relay towards performance directly such as innovation as well as tacit skills, adaptive know-how, technical skills, self-management skills, cross-cultural alteration otherwise the indirectly such as empowerment, communication, planning, and task management. The next sector will analyse the potential benefits to Dixons as an organisation by developing individuals through academic literatures of training. 
[bookmark: _Toc534876575]Organisational benefits from training & development
Not more than 5% of training programs remain analysed in the aspect of their economic assistances to the organisation (Swanson, 2001). The perspective variates amongst organisations known for the obligation of training individuals within the workplace. According to Rivera & Paradise (2006) most companies known by ASTD with pioneering training programs measure the impact of training at the level of the company’s efficiency. Organisations performance measures final sample included the advances in productivity, profits as well as the organisations overall effectiveness. According to Aguinis & Kraiger (2009) benefits to the organisational level research is not as studied much compared to the literature towards individual benefits. They also state that a limited amount of practical studies has illustrated the impact of training at an organisational level and these studies have been unclear connection with training as well as used as self-reporting data  (Tharenou, et al., 2007). Nonetheless, we will review Dixons development of individuals towards the benefit of their organisational performance through relevant theorists and literature.
[bookmark: _Toc534876576]Beneﬁts Related to Organizational Performance 
As mentioned in studies directed within European nations, there is recognised effects of training towards the organisational performance. An investigation of the relationship between training and organisational performance conducted by Aragon-Sanchez et al (2003) to which they distributed a survey to 457 small medium enterprises (SME) within the United Kingdom (UK), Netherlands (NL), Portugal (PT), Finland (FI) as well as Spain (ES). Organisational performance was put into use by their usefulness such as team members participation and quality; profitability such as the volume of sales and the benefits prior to the interests and taxes. The outcomes specified majority of the different types of training activities, as well as OJT within companies using internal trainers, were positive in the aspect of effectiveness and productivity. A study was directed by Ubeda Garcia (2005), to which counted in 78 Spanish national companies with over 100 workers. The study connected companies training policies such as the nature of training, in four aspects of organisational benefits; employee, stakeholder and customer satisfaction as well as workers productivity such as sales per member of staff.  These outcomes suggest training programs focused on Dixons human capital development were directly linked to employee, customer and stakeholder satisfaction along with impartial measure of business performance such as sales per member of staff (Aguinis & Kraiger, 2009). A questionnaire was ordered to 1530 human resource directors who live and work in France by Guerrero & Barraud-Didier (2004) to collect information from their organisations and five of them questions in the questionnaire was related to the way organisations implement training practices. Social and organisational performance questions were included as well as workplace environment, workers attendance, service and product qualities and members of staff productivity.  The outcome displayed 4.6% of the adjustment in financial performance was clarified by training through the facilitating role of social and organisational performance. Mabey & Ramirez (2005) directed a questionnaire to managers on training practices to which included 179 companies within European continent for instance the UK, Denmark (DK), France (FR), Germany (DE), Norway (NO) as well as the ES. Data of finance was collected from Amadeus database and a two factor measure of economic performance was calculated founded on the operation profits from each member of staff and the cost of a member of staff as a proportion of the operation profits (Aguinis & Kraiger, 2009). These outcomes specified that the way management development was applied is responsible for practical discrepancy in measuring financial performance. According to Aguinis & Kraiger (2009) in their article stated that companies with line managers informed management development programs are valued and are very likely to impact the relationship between management development and financial performance positively. 
To summarize various studies have displayed the support of developing individuals towards the overall organisation. The study shows that Dixons as an organisation can potentially benefit from developing their employees, the benefits consisted of enhanced organisational performance such as profitability, effectiveness and productivity as well as results that linked directly to performance such as cost effectiveness, enhancement of quality and quantity. Also benefits consisted of indirectly outcomes to performance such as employee turnover, company reputation and the social capital (Aguinis & Kraiger, 2009).
[bookmark: _Toc534876577]Available development vehicles and their appropriateness
Figure 2
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Source: (MindTools Content Team, 2018)
Attitudes of employees within Dixons may perhaps tell individuals a whole heap about organisations culture and the environment which is place. Clearly, most management would like to have a workplace full of happy individuals who love their job and enjoy the challenge of coming into work: nevertheless, that reality is hard to accomplish (Free Management Books, 2018). Figure 2 illustrates questions which are important to this next section to which this report will be seeking to provide an appropriate framework to which is available to Dixons to be able to assess their employee’s personal development expectations within the workplace. Figure 2 illustration is important as it is the basis of motivation; the way of engaging with employees so that they perform to their upmost best. Fredrick Herzberg a phycologist in the 1950’s and 60’s asked the very same questions in Figure 2 to be able to understand employee satisfaction. 
Figure 3: Illustration of Herzberg’s Motivators & Hygiene Factors points to which determine the formation of a framework for growth and productivity. 
[image: Motivators and Hygiene Factors]
Source: (Free Management Books, 2018)
 His studies were set to govern the impact of attitude on motivation by questioning individuals to define situations to where they may have felt good as week as badly about their occupations. Herzberg derived to the conclusion that individuals who felt good about their occupations contributed extremely dissimilar answers from the individuals who felt bad. The results formed the basis of Herzberg’s Two Factor theory which can been seen in Figure 4 (MindTools Content Team, 2018). Through his motivation and hygiene factors Fredrick Herzberg also attempted to identify what it was that made employees satisfied or dissatisfied about their occupations.  








Figure 4: Illustration of firm characteristics of an occupation that are linked to job satisfaction and dissatisfaction.
	SATISFACTION FACTORS 
(Motivation Factors)
	DISSATISFACTION FACTORS 
(Hygiene Factors)

	
	Dixons policies

	Work (the work itself)
	Supervision

	Achievement
	Relationships at work (management & peers)

	Intangible/tangible rewards (e.g. sense of influence, recognition, bonuses, awards, gifts, flexible hours and praise and appreciation).
	Work conditions (safe)

	Responsibility
	Pay (Salary)

	Advancement
	Recognised status

	Growth
	Job security


Source: adapted from (Herzberg, 2003)

Figure 4 illustration is not too surprising as there are evidence employees are more satisfied with a workplace that gives opportunities to advance into a higher role, feel worthy on a regular basis as well as being recognised for them efforts. However, pay is seen as a dissatisfaction because all individuals within Dixons workplace are going to think they are worth more than what they are getting paid and all individuals want to get paid more. As seen in Figure 4 there are many points to dissatisfaction and an example would be micromanagement within a workplace as well as lack of trust. Individuals within a workplace like to be trusted, according to an article on (Free Management Books, 2018) individuals who have someone supervising them are dissatisfied but if they are handed control of their own responsibilities’ dissatisfaction tend to decline. Herzberg also concluded that job satisfaction and dissatisfaction are not counterpart because the contrary to satisfaction would be no satisfaction and vice versa the contrary of dissatisfaction is no dissatisfaction. Therefore, improving the causes of dissatisfaction will not generate satisfaction, nor will the addition of job satisfaction eradicate dissatisfaction. For instance, within a hostile workplace promotion was given to a member of the team, this would not make this individual satisfied. Moreover, a creation of a healthy workplace still does not satisfy individuals in the workplace that’s if none of the factors of satisfaction in Figure 4 are provided to employees. This statement may sound semantic; however, it is critical in generating a healthy and productive workplace. Herzberg stated that the features leading to job satisfaction are “separate and distinct from those that lead to job dissatisfaction”.
Figure 5: Comparison of Maslow’s theory of needs with Herzberg & McClelland.
[image: Image result for Maslow and mcclelland]
Source: (Kinicki & Williams, 2006)

Management of individuals with various personalities is very difficult. As seen in the previous development vehicle if managing a team, it is critical to understand and individuals needs such as what motivates that person, how does that individual respond to feedback as well as praise, also which activities fit them well. Another development vehicle which is available to Dixon will be the David McClelland human motivation Theory which gives the organisation a way of meeting individuals needs. This theory helps in give individuals praise as well as feedback efficiently, assign task to them appropriately as well as keeping them motivated. 
This section now will discuss McClelland’s Human Motivation Theory and look to demonstrate the use of it within Dixons workplace to be able to identify the personal expectations of individuals as well as the capability to manage and lead individuals efficiently. David McClelland in the 60s adapted his work from Abraham Maslow’s theory of needs. Maslow’s theory identified human basic needs in order of their importance as seen in Figure 5. McClelland in his work identified three motivators to which he thought all individuals have {see Figure 6}. Individuals have various characteristics depending on their main motivator. McClelland stated that motivators need to be learned by the individuals and stated that no matter the gender, culture, age, all individuals have three motivating drivers and one is the leading one. The leading motivator derives largely from the dependence of our culture and experiences in life (MindTools Content Team, 2018).
Figure 6:
[image: ]
Source: (MindTools Content Team, 2018)

Individuals with a dominant power motivator are split into two aspects: institutional as well as personal. An individual with personal power drive within Dixons would want to control others whilst individuals with institutional power need are inclined to manage their groups efforts to further Dixons goals. According to MindTools content team individuals with institutional power needs are the most required workers. To be able to evaluate this development vehicle available to Dixons this report will now use this theory to be able to explain its appropriateness in meeting the development needs of individuals. By considering McClelland’s theory this report will also identify the main dominant motivators of individuals within Dixons and use that information to be able to influence how goals are set, provide feedback, motivate and reward the individuals within Dixons workplace. 
Firstly, what needs to be done is to identify individual needs by examining the individuals within the workplace to determine which need is dominant to everyone. This could be done by examining the needs based on the individuals experience or personality. For example, within Dixons one individual likes to always take charge of the group when project has been assigned. This individual within team meetings always speaks up to influence individuals as well as allocating his/her responsibilities to others to be able to meet the goals of the group. This individual tends to enjoy being in command of the final deliverables. By examining this individual’s personality McClelland’s theory states that this team member is mainly motivated by power. On the other hand, within Dixons another individual who tends to never speak during these meetings but always agrees with the team as well as working hard to manage conflict and can be seen to be uncomfortable when in conversation about undertaking highly rewarded and risky projects. According to McClelland’s theory this individual is identified to have a strong need for affiliation. 
Secondly, based on Dixons staffs driving motivators, the next step is to structure the leadership approach to which the Lewin’s leadership styles frame can assist as seen in Figure 7 and assign tasks to everyone within the workplace so that they stay engaged, motivated and satisfied with the work.
Figure 7: Kurt Lewin’s Leadership style framework.
[image: Image result for lewin's leadership styles framework]
Source: (Cherry, 2018)

This next section will discuss how to manage individuals within Dixons in the aspect of all three of McClelland’s motivators:

1. Achievement
Individuals that are motivated by achievement need a challenge, but not intolerable developments. These individuals tend to flourish when overcoming problematic situations, so it is suggested that employees within Dixons with this need must be kept engaged in this way. McClelland also states that individuals who are motivated by achievement work efficiently by themselves as well as with other high achievers. In addition, by implementing a fair and balanced periodic performance review to which individuals can be told the positives and negatives of their performance in order to improve (MindTools Content Team, 2018). 
2. Affiliation
Individuals that are motivated by affiliation work well within a team environment. So, it is recommended that Dixons individuals should be integrated into a group development programs when it is possible. Individuals with affiliation need are known to be individuals who do not like to stand out, therefore by ensuring a balanced periodic feedback review to which their good working relationship as well as trust is emphasized, this is a way to meet the individuals needs within Dixons workplace. 
3. Power
Individuals with the need for power work finest when in command, because these individuals appreciate competition as well do well within goal-oriented activities. These individuals are known to be efficient situations to which they must influence others about their ideas or goal. Therefore, by ensuring these individuals have career development programs available will keep these individuals motivated. 
[bookmark: _Toc534876578]Plan to meet identified needs
Figure 8: Development cycle 
[image: ]
Source: (Warwick, 2017)
Being able to identify development needs can be thought-provoking and every so often individuals look at what training and development programs are available as w2ell as deciding which is most accommodating. However, by identifying development needs and planning to meet them needs with the appropriate training and development program is known to be the best approach (Warwick, 2017). To be able to discuss needs a Development and Performance Review (DPR) is a great way to develop a plan to meet needs. This review gives opportunity to discuss any changes to the requirements of role and personal development ambitions such as occupation development. Therefore, it is vital that development needs are considered before this DPR to be able to ensure a detailed discussion. To identify needs the next three steps below will be implemented:
1. Make a list to identify the KSA’s required to do my job well as well as any KSA’s required for the future (e.g. communication, written, management and leadership skills).
2. Make a list of the KSA’s that I already possess and identify parts of what makes me feel confident as well as things that I perform well at. By doing this can identify KSA’s that will be even more of a strength with development (e.g. communication)
3. Comparison of ‘actual’ and ‘required’ KSA’s in order to identify gaps which will in turn be my development needs.
Following these steps, the next phase is to identify how to address the development needs that have been recognised.
· Practicalities – Cost, Time, Urgency.
· Learning preference – Observant, practical, verbal, theory, reflecting, discussions researching.
· Solution - match review learning outcomes with development needs.
The final phase is to develop a Personal Development Plan (PDP) (as seen in below) to be able to meet the goals set and by also having a DPR this can be useful to review the PDP. Therefore, by producing and reviewing the PDP can result in me being able to track my development needs (Warwick, 2017).


[bookmark: _Toc534876579]Personal Development Plan

	Knowledge, Skills and Attitudes (KSA) acknowledged as development needs
	By what method will the development needs be met? 
	When by?
	Actual completion date?
	What did I learn?
	In what way will I put this knowledge into practice in my workplace?

	Being able to communicate professionally to others
	On the job training.
Mentor.
	Nov 2019
	10.1.19
	I learned that individuals are different, and their needs are also different. Therefore, it is recommended to identify this before you implement a concept.
	I will put this into practice by communicating more to individuals using what I have learned.

	Management skills
	Carry on studying Leadership & Management program at university.
On the job training.
	Dec 2019 
	1.12.19
	I learned that management is tough and to be able to analyse, evaluate and implement any tasks within a workplace, many things must be considered such as considering a framework such as McClelland’s theory to which will assist in developing individuals as well as improving productivity. 
	I will consider volunteering for projects within the workplace in order to implement my knowledge on how to motivate a group of individuals as well as being able to identify and meet their development needs.

	Leadership skills
	Carry on studying Leadership & Management program at university.
On the job training.
Classroom training.
	Dec 2019
	1.12.19
	I learned the different types of leadership skills which can determine how to be able to approach individuals and their strengths and weaknesses.
	I will consider volunteering for any projects in order to determine which leadership style is suitable within the workplace.



[bookmark: _Toc534876580]Conclusion
To summarize this report has been able to demonstrate the capability to critically evaluate the potential benefits to Dixons by developing their team members. Furthermore, by the support of various academics this report be able to evaluate individuals needs in the aspect of individual development as well as being able to critically assess obtainable development vehicles to Dixons that are suitable in order to meet the development needs of an individual. Lastly, a generated plan was illustrated in order to meet the development needs of the author as well as the managements performance.
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