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Employee Development Programmes: The Benefits, The Challenges and The Role of Technology


This essay will look at strategic employee development and how it works as a means of gaining competitive advantage. Mohd et al. (2020) writes about the need for employee development, as human capital is integral to organizational survival and growth, and that for training and development to be successful there needs to be a needs assessment, techniques to develop and train employees and programmes for employee development. This essay will look at themes such as the challenges and benefits encountered when implementing these programmes, what role technology has in employee development and the complexities that can be encountered when leading people. 

One challenge that could be encountered when implementing a new programme is resistance to change. Amin et al. (2025) writes about the resistance to change some nurses in the healthcare industry had with AI, stating that negative attitudes towards AI were correlated with a resistance to change, workers had concerns about biases that could manipulate decisions, technological difficulties such as network stability and several expressed a lack of knowledge about AI. Resistance to change is a challenge as stated by Emerson (2022)  that “can easily derail or undermine the change initiative”, in this specific scenario, failure to fully incorporate AI mean the advantages of AI are not capitalised on, advantages that are listed by  Holmstrom (2022) such as how AI is being used to reduce costs, enhance productivity and improve coordination.
Resistance to change can however be managed with the correct leader. Ford and Ford (2009) find that the best leaders to deal with resistance are those that see it is a resource and not an obstacle, the article finds that listening to the concerns of employees can lead to new potentially better plans for change, providing the example of business that replaced their consolidation plan with a plan more suitable for organisational goals after employees resisted the change and provided a better solution and engaging employees in sessions to express ideas and concerns, it was seen that relationships with leaders were improved. So, for resistance to change to be tackled effectively, it is imperative that a leader with a democratic style and a willingness to engage with employees is appointed. 
A notable benefit of implementing a programme to develop employees is that it could see a greater upskilling.  Chou (2020) lists several advantages of upskilling to an organization including, employees goals aligning the development of employees with the aims of the organization, as said by the Forbes Coaches Council (2025) aligning employees goals with organisational goals will “create a unified momentum that propels both the business and individual teammates forward” ,the creation of new job roles through learning new skills and without the need for hiring and higher employee morale in times where there is job uncertainty. However, as advantageous as it may be to an organization to upskill there may be difficulties in doing so, Buckley and Castro Jorge (2024) talk about challenges that may arise when attempting to bridge organisational skill gaps, such as budgetary restrictions and a lack of time for learning. They also mention that it is important to realize that not one size fits all and that training must cater to a multigenerational workforce and so training should be tailored to different employees, they provide the example of a Gen Z employee favouring social learning opportunities and Gen X favouring mentorship. Therefore, Organizations should take time to discover the optimal learning styles for the different demographics that are present in their workforce so they can provide effective upskilling training.
Another challenge that organizations may face when implementing new programmes may be the changes that have come because of the transition to remote working , which Jones et al. (2022) explains came about as a result of the Covid 19 pandemics measures implemented in the UK .Gong et al. (2023) talk about some of the challenges that have appeared as a result of remote working, specifically due to a lack of vision from supervisors, they find employees felt unseen despite their good performances, research found that a lack of presence in work corelates with a lack of commitment and loss of growth opportunities and more than half of supervisors worldwide believed employees perform worse when working remotely. Boccoli et al. (2024) bring forth the theory of transformational leadership as a solution to the challenges posed by remote working. They explain transformational leadership is focused on “idealized influence, inspirational motivation, intellectual stimulation, and individual consideration” and is believed to improve employee improvement as leaders are seen as more supportive, they provide advantages of this leadership style such as its effectiveness during remote work as relationships with employees are not seen to be damaged and they can better lead in remote work environments by being proficient in digital communication and offering enhanced support. Organisations should therefore ensure their leaders possess these qualities to lead employees in the era of remote work.

An organization may choose to launch an initiative that focuses on developing leaders out of their current employees, one way this could be done is through mentorship programmes. Leadership Dynamics Team (2023) talks of several advantages that can come with introduction of mentorship programmes such as aiding new leaders in building relationships that will allow for career growth and access to new opportunities, the advice received is current and can enrich a new leaders understandings of the foundations of leadership and it will help new leaders improve upon their performance. Of course, some difficulties may be encountered when introducing a mentorship programme. Lopata et al. (2024) explains that mentorship programmes are often underutilised and may not be far reaching enough, there could be fewer participants in these programmes if ineffective and they may struggle to attract interest, as well as this potential mentors may have heavy workloads that means they will be less able to focus on mentoring the employees they are developing. Organisations therefore need to ensure that they raise awareness about mentorship programmes so they have a greater chance of attracting employees that are ideal candidates for leadership and mentors may need to have their workload spread across a greater deadline or have some responsibilities reassigned to other members of staff so that they are more able to focus on those they are mentoring. 


 Another factor that can help with effective employee development is contemporary technology. One example of this is Gamification, in a publication by Adare-Tasiwoopa ápi (2024) gamification is portrayed as a means of making electronic activities more enjoyable by incorporating a game like interface into the design. Bitrian et al. (2024) found that Gamification made training sessions more enjoyable for employees and allowed them to gain a better   understanding of the training and it was specifically useful in making more employees more equipped to deal with  cyber threats, not only were less employees victims of scams but there is more incentive for employees to respond positively to these threats. This is important because a more enjoyable training regime could see greater employee engagement, allowing for more employees to gain new skills but dealing with cyber threats is especially useful in contemporary business as Castro (2025) demonstrates, cybercrime is a large threat, reporting 26 billion records being leaked in 2024, so it is imperative now that employees are better aware of how they can protect their organizations data. 

The effective use of Data could be very useful to an organization. According to Huang et al. (2022) finds that Big Data Analytical tools which are able to collect and analyse data as well as make the data into useful information for an organization which can then help in making decisions, increasing their productivity and improve on any innovations that will help optimise the performance of an organization. This shows that data tools are advantageous to an organization and it could also be suggested that with less need for human data analysts with such advanced technology that organizations can eliminate these departments and save themselves money. Looking specifically at analysing employees, Del Duco et al.  (2020) talks about linkage analysis “Linkage analysis is a framework for determining the impact that employee attitudes, as measured by organizational surveys, have on business outcomes” this demonstrates one way in which employee data can be used, Del Duco et al. (2020) also provide a case study that shows the usefulness of linkage analysis, in one scenario, linkage predicted a high turnover rate and  found employees were more likely to be retained when they believed they could achieve their career goals, had faith in the organizations future and if leaders were able to act with integrity. Using this data the company made appropriate changes such as taking time to establish career paths. Had data not been used this information may never have come to life and the company could have seen a high rate of turnover, Cholteeva (2022) presents information which implies that turnover can cause a company culture to stray from missions and values, which could mean any work a company continues to do is not contributing to organisational goals and so is a waste of organisational time and resources. Instead, as the appropriate changes were made, they are more able to retain employees and as said by Redrup (2024), a strong culture can help attract candidates who share the same values as your organisation, so it appears a strong culture is also a form of attracting talent.
Another modern tool that can be used to help develop employees is Artificial Intelligence, which is defined by Stryker and Kavlakoglu (2024) as “technology that enables computers and machines to simulate human learning, comprehension, problem solving, decision making, creativity and autonomy”. Moradini et al. (2023) explains that AI can be used to improve employee training and development as it can create on demand challenges that enable employees to develop new skills, provide personalised learning exercises to employees and provide feedback in real time on employee performance, which highlights areas for improvement. In an ever-changing business world, employees will face new challenges frequently and may need new skills to deal with such challenges, for example Ponomarenko et al. (2024) talks about rapid digital transformation, specifically artificial intelligence and blockchain data and explains that is now a critical factor in business success. Having on demand feedback means employees can be equipped with the necessary skills in quick time and will not fall behind competition who are also incorporating transformative technology. The real time feedback system could also prove advantageous, Rivera et al. (2021) found that real time feedback lead to more meaningful and frequent  exchanges between employees and management as opposed to annual reviews which are seen as tedious rather than useful, where as in this scenario AI is providing the feedback, meaningful feedback will allow them to improve themselves.
The right leader for an organization is essential. Kim and Beehr (2020) talk about empowering leadership and how by providing employees with autonomy, employees will have greater loyalty to the organisation and are less likely to leave.  In leading people there is much complexity that can create challenges for leaders, Kjelstrom et al. (2020), they discuss the complexity of human development, drawing attention to the idea that employees will have a different view of the organizations purpose and that there should not be one shared view of the organisations goals. This suggests different employees may have different goals based on their perception of  the organisations purpose. Schulman et al (2024) found that “leaders who focus on setting and achieving goals are more likely to be effective than those who focus solely on task accomplishment”. Perhaps then leaders should take the time to cater suitable goals for their employees based on their vision of organisational goals as Schulman (2024) also finds that engagement that is influenced by leadership is correlated positively with organizational performance, so this change could see an improvement to overall performance as a result.


Another challenge facing leaders could be the need for a change to organisational culture. CIPD (2025) states that cultural change is a necessity in the current ever evolving work climate, it needs to be managed properly as it could result in a failed change initiative, an example of when there may be cultural change is mentioned by Kavanagh and Ashkanasy (2006) where a merger occurred, it is also states that in mergers the pace of change can pose challenges on the reengineering of culture. Also Cote (2023) notes that a lack of effort towards crafting an organisational culture could result in the formation of a negative culture, which could create more issues than it solves. Harvard Division of Continuing Education (2023) provides some tips for establishing a positive culture such as providing feedback to employees that will enable them to master their work, providing autonomy to employees by allowing them to work the way that suits them best and providing a purpose to every task so work has a sense of meaning to employees and so they are more motivated. So for leaders to effectively manage a change in culture they must ensure there is a positive work environment for their employees.


To conclude, When implementing development programmes there may be challenges such as resistance to change, which can’t be dealt with a manager that uses resistance to their advantage and remote working complications, which can be death with by adopting a transformational leadership style. There are benefits to implementing these programmes also such as upskilling which allows for organisational and employee progress but there may be challenges faced in the form of time, money and different learning Styles, the last of which can be dealt with by taking the time to understand the optimal learning styles for different demographics in the work force and when developing leaders mentorship programmes can help effectively develop new leaders however these mentorship programmes need to be promoted throughout the organisation and mentors should be able to share their workload to focus on their mentees. Technology plays a vital role in these development programmes; gamification allows for greater employee engagement, the usage of data can help prevent issues such as high turnover rates and Ai can be advantageous providing features like real time feedback. In leadership there can be complex challenges such as human development, this is issue may be best addressed by catering goals specific to the employee and changing a culture can be difficult, but a positive culture fan be created through a positive work environment .
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