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[bookmark: _Toc15588074]Introduction 
The following report is about the relationship of an organizational managerial team with their employees and how they can develop well in certain circumstances. The workplaces have been evolving over time. There is involvement of technology and developmental procedures that relate to the performance and assessment methods of an individual as well as the entire organization. Talking about development, it is very important to understand that development comes with skills. Skills vary within organizations based on the efficiency of their human resource management. Human resource management is a department that is the back bone of every functional organization now a day’s. This is because, it comprises of every functional and non-functional progress in the organization and its relation to the employees. The most trusted department for higher authorities in the workplace is their HR team. It is one of their duties to remain in circle of their employees. A healthy working environment is not created within days; in fact it is created over a period of time with a proper plan and approach (Shanafelt, 2015).
The following report is divided into three main sections based on the gained experience within the described organization. The chosen organization for a critical analysis is ASDA situated in United Kingdom and the answers are based keeping that in mind. Questions in the report are related to the driving forces for the organizational development and how these forces have an effect on the workplace and employee’s efficiency of performance. A detailed analysis is done as per each answer of Task 1 till 3. The purpose of writing this assignment is to show the relationship that the upcoming development vehicles have on organizational development and how employees are treated for them to be benefitted from each other. 
[bookmark: _Toc15588075]TASK 1: The evaluation of the three development vehicles fitting for the developmental needs of the individual 
[bookmark: _Toc15588076]Development vehicles
The strategies and forces that managers in an organisation implements and uses are known as development vehicles (Anderson, 2016). These development vehicles are used for the purpose of improving and enhancing work effectiveness and efficiency. These vehicles are simply put into place as a way of tracking and encouraging ways in which progress can be achieved in the workplace. It is the responsibility of the managerial team of any organization to make the decision on which type of development vehicles will be used and the way in which those vehicles will be applied in the workplace environment. Once development vehicles are put into practice in an organization, feedback is received from the employees whom are largely affected by the plan that is being executed. Without feedback and commentary for the members of a company, perfecting and relating the vehicles based upon the individual requirements and needs of individuals in an organization would not be possible (Gholipour, 2016). If managers are ignorant and ignore the feedback, it will impossible for their strategies to be modified and revised and this will make it difficult for employees to adjust to the changed workplace environment. With the help of feedback good and suitable changes can be made for the benefit of the workplace environment.  
For the purpose of this piece of writing, only three development vehicles will be addressed and those are:
· Training 
· Reward management 
· Feedback 
[bookmark: _Toc15588077]Training 
Training is defined as the use of systematic and designed instruction activities for the purpose of encouraging learning (Paauwe, Guest, and Wright, 2013). Training events can involve activities such as the following: supervisory training, personal skills e.g. time management and training in organization procedures e.g. managing diversity policy and practice. It is not possible for an individual part of a workplace to acquire skills or knowledge by himself.  This is why training is required in order for certain skills to be learnt so that complex or specialized tasks can be carried out. Also through such training programmes different skills are evident to be in need of learning for an individual but this differs amongst people. Training for the sake of learning and attaining new skills is a common need for a large number of individuals (Sarfraz, 2017). 
When recruiting individuals for an organization, employers make the decision on basis of the skills the individual has respective to the job role and whether the individuals meet the job requirements. But with the training, those very candidates can be developed further in relation to their character and skills for the benefit of the organization as a whole. Training that is provided acts as the backbone of the development cycle that employees undertake in a workplace environment. It is not to be expected that an individual will perform exceptionally, not unless the workers is provided with precise outline regarding their duties and presented with a number of strategies in reaching the target achievement (Dong, 2017). 
Information that is obtained from training programmes must be as relevant and realistic as possible. Individuals that are part of training sessions are highly likely to apply the learning they have when they don’t find it very difficult, are provided with support from the line managers, has job autonomy, considers the information useful, transferable and relevant to them and are engaged and committed (Paul, 2010). 
[bookmark: _Toc15588078]Rewards management 

Reward management is a type of management which involves policies, processes and strategies in order to make sure that the contribution of individuals on their achievement in the organization is rewarded and recognized (Gould, 2017). The reward management is the implementation and regulation of reward systems that have been put into place to please the needs of the organization, its stakeholders and employees, in a manner which is equal, consistent and fair. This does not only revolve around employee benefits and pay, but rather equally provides non - financial rewards such as development opportunities, recognition and increased job responsibility. 
Part of the reward management is the reward strategy. The reward strategy is what the organization wants to do for the future in implementing practices, processes and reward policies which will increase the achievement of the business objectives and meet the needs of individuals (Lejeune, Beausaert, and Raemdonck, 2018). There are many reasons as to why a reward strategy is purposeful and a few are: 
· The integration of reward and HR policies 
· Make the reward strategy operate in real life by developing the capacity of the organization. This is done by putting proposals into practice in the development stage 
· Align reward activities to business needs 
Example of reward strategy areas are the introduction of performance pay. Also a current contingent pay scheme may be replaced. The organization may have a decayed job evaluation scheme which requires replacement. 
[bookmark: _Toc15588079]Feedback
The definition of feedback is that it is providing information to people on how they have presented in terms of critical incidents behaviors and results (Noe, 2017). There are certain guidelines that need to be adhered to when providing feedback in a workplace environment. The feedback should be built into the job role and must be on basis of real events that have taken place. The feedback should be a description rather than a judgmental comment. For the purpose of useful feedback, it is important to make reference to specific behaviors. The feedback should be given for the purpose of changes to be made as well as improvements. The feedback should be constructive whether positive or negative (Shanafelt et al, 2015). 
Feedback can be both positive and negative based on the performance of the person. A positive feedback is always welcomed openly. But in the case of the negative feedback, the employees take it as a sense of criticism or favoritism most of the time. The best solution to the feedback approach for enhancing development of the individuals that are performing poor over a period of time is to give them a soft reminder about improving their performance and if still the behavior is consistent then they should be provided training for the work over again making sure that this time they have picked the required information in a better way (Rothwell et al, 2015). Whereas, the employees that are performing well but their performance is being observed to fall all of a sudden, then it is the duty of the organization to talk to them in person, understand their mental and psychological state and help them in every way possible to make sure no well performing asset is left unattended. In other words, a positive feedback gives motivation to the individuals, where as a negative feedback told in a humble manner with a decent tone can help poor performing employees to improve their performance over time (Hezlett, 2016).
[bookmark: _Toc15588080]Task 2: Critical analysis of potential benefits to the organization and to the individual by using these development vehicles in the workplace
[bookmark: _Toc15588081]Theories supporting development vehicles 
[bookmark: _Toc15588082]Training theory - Action theory
 
Described by Michael Frese (2007), the action theory is an attempt to explain how learning is synchronized and how individuals of an organization can change their behavior to dynamically correspond with the objectives of the environment they are in. Action theory compared to other cognitive and information theory has linked behavior with specific working outcomes. The action theory acts as a systematic tool for understanding how individual’s cognition controls behaviour in a situation where the individual performance is controlled by using sequence, action structure and focus components. The most important part of this theory is the scenistic process. With this theory instructors can manage learner expectations in order to reduce the information overload. This makes it easier and comfortable for the trainees with the scenistic model and can use this to apply to other workplace issues. The purpose of including this theory is to show how the behavior of training individuals is affected by their cognitive information. This theories link with behavior  has made it easier for instructors to create specific work outcomes and this could be the overcoming of a developmental need of an individual. 
By providing the employees of Asda with training and development, it improves employee performance.  The Employees will be able to gain a deeper understanding about their roles with the benefit of training (Shanafelt, 2015). This will increase their confidence in their performance of their job. This confidence has an impact on the employee’s performance as well as the organization collectively. By the employees performing well Asda can stay in its position in the market. 
[bookmark: _Toc15588083]360 – Degree feedback 
The 360 – degree feedback has been defined by Ward (1997) as the ‘The methodical collection and feedback of performance data on an individual or group taken from a number of the stakeholders on their performance’. The purpose of using feedback is to help other people to gather information which would have been difficult to obtain alone. The implementation of the 360-degree feedback, allows the recognition of the performance of individual from many viewpoints. The viewpoint of only the manager is just a partial look, as other important characteristics are not seen such as leadership and interpersonal relations with clients and colleagues and it may not be measurable. The 360 – degree feedback is excellent because it increases an employee self –awareness. This type of feedback provides an improved understanding of the certain types of behaviours that must be performed to increase the organisational and individual performance. Specific development activities can be created for individual employees (Silverman, Kerrin, and Carter, 2005). 
The potential benefits of feedback is that the employees can get a self – assessment of their performance and make changes where and when necessary (Morley and Collings, 2004).  Asda will be benefited as their employees will be performing their roles at high standard and that ultimately increases the recognition, sales and success of the company. 
[bookmark: _Toc15588084]Use of development vehicles in Asda
This section will comprise of three of the above discussed development vehicles which are Training, Reward management and Feedback into the personal life of employees and myself. As discussed above, selected organization is ASDA. ASDA has expanded into number of cities with their retailing business and have a lot of products in their store. They have number of brand of house hold items and daily use items also contain clothing and shoes. There are thousands of customers visiting these stores on daily basis and managing record of data for each day is not a one man’s tasks. At the end of each day, there are thousands of transactions by cash and by card both. Keeping track of all transactions to make sure there is no issue in net sale. And any difference in net sale and net profit per day can easily highlight the negligence of the cashier or the data tracker. 
The process for keeping data is through software that is customized software developed with bar codes of all the products that are present in the store. For new items that are not rolled in the database, they are assigned a price chart to make the payment and they are manually added in the payment sheet at the end of the day and chances of any issue can arise at this time, when there are no computerized entries instead there is manual entry of items. Human brain and efficiency can never match the accuracy of a computer. Thus chances of mistakes are always there. A minor negligence can do a lot of harm while calculating net sales per day. In short, keeping record is one of the toughest tasks to do in the entire day. I have worked in ASDA as a retailer and a database matcher. I was assigned to make sheets for the manual items, after consulting will my team leader I was given a list of items to enroll and re-check my sheets before it is given to the cashier. Once the sheet is delivered there are chances of making changes in them, but that obviously creates hassle at the store. So I was supposed to arrive an hour early before the store opens, and check for new items that were not enrolled in the bar code reader list, and make sheets of them. In this daily task of mine, I have learnt to become responsible and confident about my work. 
Re-checking made me go through personal assessment method every day and it also trained me to handle pressure while my training was side by side in this entire job experience. This training made it easier for me to learn new skills and make improvements on things that I wasn’t as strong in performing.
The feedback used to come regularly in my job, as my job was tricky and the chances of mistakes were high. There were both positive and negative feedback in this duration, but what kept me motivated was the challenging nature of my job. There was more pressure than I could be able to handle, this is why I liked my work, because it empowered my skills and highlighted those potentials that I was unaware of. Through the feedback that I was given, I was able to identify weaknesses that I had and overcome them and by being presented with this feedback in a polite and nice manner, I was motivated even more to work harder. 
 At the end of each month on basis of my effort I was given rewards such as discounts at the store, bonuses and gift cards. I looked forward to receiving those and therefore that increased my levels of commitment towards my job role regardless of some days where the job would be very difficult and tiring. Asda has an activity called the employee of the month, where from all the employees in Asda one of the employees picture and name is place on the employee of the month board. I haven’t been employee of the month, but I had seen the rewards the employees selected for this certificate had. They were given bonuses, free lunch, huge discounts and respected highly in the staff community. This I believed was an excellent reward strategy to apply in encouraging staff such as myself to overcome any lacking and perform our job role to the best standards (Asda, 2019). 
Apart from my personal development in ASDA, the benefits I had provided to the company was less burden on the cashier and a they were then able to maintain a tension free and happy mood to deal clients with. The management was happy with me and appreciated my efforts off and on. They were more relaxed towards my working abilities and the trust level between me and management was maintained over a short period of time. My team lead would be confident about my work delivered and not much of their time was wasted in checking and re-checking my sheets. The checking of my sheets was now randomly any two days of the entire week, and seeing no mistakes in the database at the end of the day made them trust my work more.
There are a number of benefits that are attained by Asda and on the top of them include trust worthy employees and a lower rate of turnover, least cost spent on recruiting process and new hired employee’s training. The benefit individuals get is in the form of salary packages and higher facilities available. For example, since Asda is a profitable company itcan better facilitate its employees in means of salaries, bonuses and prizes as compared to a less profitable company. The employees in this company are determinant to perform their best and provide a mutual benefit to company and themselves thus creating a sense of efficiency in the workplace (Sarfraz, 2017).

[bookmark: _Toc15588085]Task 3: Develop a plan using three examples to meet the identified development needs and expectations of an individual
[bookmark: _Toc15588086]Personal Development Plan for Individuals:
Working professionals tend to gain a number of benefits from the personal development plan. These benefits are not necessarily to be gained through external training, they are to be self assessed and developed on the personal grounds. The comparison of one’s skills is a perfect way to make sure they are performing better in future or were they having more potential in the past (Managers, 2019):



	Development needs
	Development vehicle applied
	Time frame to meet the needs
	Benefit and impact on Asda

	Providing Opportunities within organization for employees
	Training and development
	Time to adapt this development need, require a time of 6 months till 1 year
	Benefit to Asda will be less expenditure on recruitment and keeping the skilled employees in company for long time.

	Flexible working hours for bottom line employees as well
	Feedback
	Flexible working hours can be adapted by creating a convincible report to CEO and ensuring the feasibility. This can be done over a span of 1 to 2 weeks
	The benefit to company will be employees satisfaction and commitment. And benefit to employee will be they can pick their kids from schools, carry their education, and handle personal life matters alongside.

	Connect Employees with Company Culture
	Reward management 
	Company culture is an evolving thing, and connecting employees to this culture is an ongoing process. This will take almost a month to start and keep going
	Benefit to Tesco is that employees will feel themselves as a part of this organization. And they will handle their tasks as their personal achievement goals. By giving rewards the employees will feel valued and will connect with the work culture.



In the three development needs, basic thing to understand is that Asda is lacking them at present and through these development needs adaptation, their work quality can increase tremendously and this will automatically result in better workplace relationship with employees. The structure of personal development plan will be easy for the individual employee to use according to the developmental needs. The purpose of including these individual development needs was to highlight how putting in place three developmental vehicles will benefit the organization at large (Sarfraz, 2017).   Also the impact of implementing these development vehicles was highlighted in this task as the impact on Asda has been shown to be greatly beneficial and impactful. 
By providing opportunities to the employees for example training sessions, the employees will feel empowered and respected by the organization. The opportunities that are available may be specific to the individual and could potentially lead to impacting the individual’s life professionally. Managing ones personal and professional life and balancing between them can be extremely difficult especially for those individuals that are working full time. Therefore by providing flexible routine times for them, will allow them to manage their work life in manner which suitable and appropriate for them. The addition of flexible hours will display that the managers are considerate regarding their employees. The culture of the workplace plays an important role in allowing one to overcome his/her developmental needs. A culture which is in harmony and comprises of good working relationships, will allow the organization to function in a nice flow, with a minimum of issues and problems (Jones, and Martain, 2013). 
[bookmark: _Toc15588087]Conclusion 
To conclude this report has been successful in analyzing the potential benefits the included developmental vehicles have on the chosen organization ASDA by giving real life examples of the implications the chosen developmental needs has on aiding individuals in this organization in overcoming their needs. The three examples that were given were chosen in relation of the individual development needs of the ASDA Company. On basis of these development needs examples the plan devised can be used in order to attain success in overcoming the needs. 
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