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INTRODUCTION

The objective of this report is to critically evaluate three development vehicles (Employee Engagement, Feedback & Reward, Leadership & Management Development) available to a company tailored to individual development needs.

The report has been split into three sections:

Section 1- Evaluate the development mechanisms available to Barclays Bank PLC, appropriate development needs of the individual. 

Section 2- Critically analyse the possible benefits for Barclays of using these development mechanisms in the workplace using organisational examples.

Section 3- Develop a strategy to match an individual's defined development needs and expectations.





















Employee Engagement:

Harter, Schmidt and Hayes (2002) defined employee engagement as “the extent to which the employees thrive at work, are committed to their employer, and are motivated to do their best, for the benefit of themselves and their organisation”. Doherty (2010) likewise summed up that employee engagement is all about respect moving up, down and across a business. It also includes aligning HR and management practises with the corporate culture and goals. Similarly, Melcrum (2005) describes employee engagement as being composed of three aspects which are thinking, practise, and feeling. Think, defines the mental link between an employee and the organisation including their commitment and interest in the goals of the business. Feel, on the other hand is an emotional loyalty that defines a deep emotional link with the organisation, employees feel committed, dedicated, and have a sense of belonging, and are proud to work for the organisation, and lastly, the Act refers to a commitment to behaviour. Employees behave in ways that promote the organisation's performance. Despite other incentives, they are determined to stick with the organisation, and also go beyond normal standards to help the company succeed in its goal (Team and Team, 2020).

Understanding the degree of engagement is the first step in making use of this knowledge to one’s advantage. The next step is to work out how to enhance employee engagement within the company or enterprise. When one has established the areas that need reinforcement, they can incorporate tactics to help propel a team to success.

How to Engage Employees:

The most obvious incentive to improve employees 'productivity is often assumed to be based on compensation and promotions. This is not always the case, A healthy work environment must be one which treats employees fairly, according to Andrew Carnegie. In addition, whatever degree of input a particular worker has on the business processes as a whole, it's crucial for a manager to give each employee a sense of playing a dynamic, essential role in something much larger. Creating loyalty is therefore a key factor in empowering workers and thus increasing the overall organisational performance.

Additionally, Joroff et al (2003) states managers/Leaders need to eliminate the micromanage propensity and demonstrate that they have faith in the abilities of his or her team and trust them to do their job efficiently. When leaders look at their employees as professionals there is no excuse for disengaged employees. Such an attitude enhances trust and loyalty and encourages better teamwork amongst them. In addition, it creates a sense of ownership towards the company. 

Gensler (2005) claims praise is one powerful resource for employee engagement. Successful project managers need to learn how to develop the effective motivating process. Because this dimension is frequently overlooked by the organisational administrators, this may contribute to the neglect of outstanding work. Praise has numerous examples, and has demonstrated an improvement in profitability as a result.

Although the above highlights how to engage employees in the workplace, there is evidence that shows employee engagement can have a negative impact on individuals, especially for those who are not performing as well as they should and also for those employees who are not living the values of the organisation (Cowart 2014). However, Bates (2004) indicates that trying to increase employee engagement may result in negative repercussions on retention, suggesting that the one thing found by many businesses while boosting engagement is the type of training they receive. The training could be taken in such way by individuals which then gives them the motivation and opportunity to leave the organisation and seek for employment elsewhere.

Feedback:

Harolds, (2013), feedback is about consciously listening, taking the time to reflect and then talking about the best possible solutions for better performance. It offers positive criticism and helps individuals to see what they can do to boost their performance and achieve better results. This allows individuals to get together and create a healthy flow of communication and voice their opinions. Feedback is an essential part of the skillset of every leader. Over the course of their career managers, team leaders, instructors, coaches build this expertise. Not only providing feedback, but also receiving feedback is key to sharing information effectively within teams and groups (Bandura, 1997). 

Understanding the importance of feedback:

Suitable feedback is considered necessary for individual success in any organisational environment (Ende 1983; Kilminster and Jolly 2000; Van de Ridder et al. 2008). Ericsson has made it clear that regular feedback is crucial to the growth of developing skills (Ericsson et al. 1993). Feedback is considered necessary to improve self-evaluation, because individuals cannot build a self-image without feedback and knowledge (Eva et al.2004). Furthermore, individuals who are pleased with constructive feedback, integrate this into behavioural change, they look for new opportunities and challenges and demonstrate rapid development of skills in active learning process (Kolb 1984).

Constructive feedback motivates people, and increases performance. A positive approach goes a long way, not only does it help people see what they might be doing wrong, but it also helps to inspire them to use it as a piece of guidance instead of judgement. Making them feel like you believe in them will help them accomplish the project's goal, and inspire them to do even more of a better job. Through enabling honest feedback, you can develop stronger relationships with the people on your team.  Feedback often involves criticism, which is uncomfortable with most people however this can help them evolve when given in the right way. Also, the advantage of direct feedback includes business development, money savings, increased revenue, timely project completion, other positive financial changes, as well as good customer relations.

In addition, Kluger and DeNisi,1996 argues that feedback is beneficial to a certain degree and that it directs awareness towards enhancing knowledge to improve self-efficacy. It focuses and guides individuals back to task and generates commitment to what is set out. However, little is known about the connexion between a manager's feedback and training provided. (Brutus et al., 1999; Maurer et al., 2002) have indicated that feedback can have a negative impact on those who are struggling within the company, as this can undermine self-efficacy and self- confidence and reduce organisational moral.

Rewards:

Employee performance is fundamental in every business regardless of its size. Mehmood (2013) states high performances from employees depends on what reward policy is put in place and what individuals receive. Employees respond to appreciation at work, especially by recognising their efforts as it reinforces that their work is appreciated. A simple'' thank you''' goes a long way and will make the staff feel respected and appreciated.
Similarly, Bari; Arif, and Shoaib, 2013) state that there are two incentive management strategies that have an important human resource act, like monetary rewards, non-monetary rewards. Monetary rewards are financial rewards given to employees for meeting their objectives. This may include cash rewards, bonuses, gift cards, commissions. Non-cash related benefits can include flexible work hours, gym memberships, free parking passes, tangible acknowledgement. (Mowday, 1998; Ramlall, 2004) both claim these rewards can be used to motivate individuals, to increase productivity and customer satisfaction scores within the workplace. When individuals are rewarded for going the extra mile it brings a positive working culture, employees feel committed and engaged within the organisation and strive to succeed. 
Although the above demonstrates the benefits of implementing a system of rewards Burgess and Metcalfe’s (1999) claims they have experienced difficulties with the compensation plan and difficulties with the outcome.  Studies from the meta-review of incentives from around the world leads them to conclude that “employees respond to cash incentives” yet often in sophisticated ways that the organisation can or may not profit. Brown and Nolan 1988 claim the rewards strategy in the United Kingdom is repetitive and disenchanted. Gerhart and Rynes (2003) points out individuals who place a higher relative value on pay may have characteristics that make them undesirable for many roles. 
Leadership & Management Development:
As per (Herman,2011) there are numerous sorts of leaders who have various kinds of abilities and can have different styles to accomplish their ideal objectives and goals. Leaders are individuals who gives direction and appropriate help to its employees so they become skilled enough to meet their targets and objectives. Leader’s guide and direct individuals to perform to the best of their ability.

On the flip side Management is operational, managers are helpful in putting together a plan of action, organising ventures and arranging which is fundamental in accomplishing the organisations objectives and targets. Managers are liable for establishing which candidate is suitable for the role during the recruitment process and who has the ability to assist with the company to progress (Carmichael et.al., 2011).

This means Leadership and Management development is very critical in any organisation to succeed. Leaders and managers are valuable members for the organisation as they inspire employees to do their best and motivate them to go the extra mile, they focus on vision, and includes a solid component of building trust and commitment with individuals.





Potential benefits to Barclays in using these development vehicles:
An organisation can benefit in a number of ways by implementing multiple development vehicles within their organisational strategy. According to LeTourneau, (2004) employees are an attribute to an organisation and trying to maintain a healthy relationship and honouring their contributions leads to organisational growth, efficiency and profitability.
Why should Barclays invest in employee engagement? The response is because employee engagement is substantially interwoven with significant business outcomes. (Green, et al., 2004) has established employee engagement impacts organizational performance in the light of various ways. Positive connection between employee engagement would indicate a successful organizational performance, employee retention and reduce staff turnover, productivity will increase, profitability for the company will rise, employees will be more customer focused, loyalty within the organisation will grow. 
Ellis and Sorensen, 2007 state the industries that drive employee engagement within their business will develop a people focused culture in order to engage better with its employees. The ultimate proof of success of employee engagement is that it needs to be lived by employees. They need to feel that the culture of their working environment has changed for the better and that they have played a part in the improvements.  
Development Dimensions International (DDI, 2005) notes that there are four measures a manager must do to build a highly engaged work force. Leaders must match objectives with policy, inspire teamwork and collaboration, help individuals grow and develop innovative ideas and, where necessary, provide feedback and recognition. This will provide more incentives for individuals to remain satisfied with their positions because they will have the potential to improve and progress. Hence, demonstrating employee involvement in the equation is critical for Barclays, as this implies loyalty and stability within the company (The Blessing White 2006).
Feedback and Reward System:

Effective feedback can be a complex process, and is critical to the success of each employee. Feedback can inspire, improve performance it allows employees to voice their opinion and increases employee satisfaction when done properly (Bailey & Fletcher, 2002; Bastos & Fletcher, 1995). Hence, it is important for managers at Barclays managers to understand the basics of constructive feedback in order to deliver it effectively. 

Employee reward and recognition plays a significant role at Barclays and rewarding employees has a range of advantages for their work and effort. Providing constructive feedback can have a significant impact on achieving favourable organisational performance. This can lead to persevering commitment, a strong working relationship, increased work performance, positive interactions and job satisfaction.

A company's effectiveness depends on the efficiency of its employees. Armstrong (2002) argues that the advantages of implementing the reward system of a company encourage healthier attitudes and behaviours that will help the business achieve its goals. This also motivates individuals and encourages the fulfilment of core organisational principles in areas such as results, customer service, productivity, less employee turnover, teamwork and success, also many other important organisational values.

Leadership and Management Development:
Good managers and leaders are important for any organization to be operating effectively. As for Barclays managers and leaders must have the ability to lead by leading those who work with them, connect with them and encourage them to invest in the corporate vision and achieve the business goals as this will lead to success and enable them to become the go to bank and the number 1 bank globally (Coopers and Lybrand, 1988). It is claimed that there can be a lack of ability to connect, inspire and lead, which is why management and leadership development is an important part of the training programme in any organisation Beare et al. (1992). Management training can contribute greatly to the implementation of high-quality, and empowered leaders that are willing to achieve success on behalf of the organisation (Rosow & Zager, 1988).
Totterdell, (1993) claims every employer should ensure that managers and leaders attend a standardised training programme as this will enable consistent management and leadership skills to be demonstrated within the organisation. This type of behaviour can then lead to a positive impact and also improve employee productivity (Cox et al, 2010). Leaders and managers that are well trained are capable of setting ambitious targets, creating detailed work plans and making fast decisions it also teaches leaders how to understand and learn around the emotional level about their team members so they can get the best outcomes from each other (Berg, 2008).  According to Mayer and Salovey (1997), Leadership training involving emotional intelligence will have a huge impact on the team performance because it allows leaders to be knowledgeable about people’s emotions and constantly use empathy to inspire and engage employees.
So as for Barclays Investing in leadership and management training can promote succession planning and create career opportunities for employees, it can implement an effective leadership style and enhance retention of employees, also cut costly recruitment expenditures and increase employee engagement (Crichley (2010).
Formulate a plan to address development needs:
A development strategy operates as a road map for employees and assists in promoting their career and personal growth. This helps the firm recognise key positions and improves its talent to fill gaps in skills (Smith and Tillema,1998). In general people are driven by self-development, if this self-development aligns with corporate objectives and future needs, you can help create employee engagement and help resolve potential business needs and prepare for succession (Hagan et al., 2006). These lowers recruiting, onboarding, and training costs for external candidates.
Schon, (1987) states that a development strategy is built on the principles of learning, knowledge and reflection, both long-term and short-term strategies will be directed at building skills and awareness for employees to assist them in carrying out their responsibilities. It helps management to guide individuals about how their goals and aspirations should be achieved. Some of the benefits of drawing up a development strategy is that it gives individuals trust in their positions as they engage in decision making. This also makes them competitive against the rivals, because they trust their skills and abilities to do their work (Evans et al (2002).
The very first step in planning a development strategy is to identify the reason for it. For instance, this can be Training, Progression, Shadowing someone, (Childre and Cryer, 1998). As for Barclays, defining the purpose and evaluating why an individual’s development plan needs to be developed is essential. Acknowledging the individuals current and potential needs enables management to evaluate what practises or advancement platforms need to be put in place for that employee to achieve their goals (Neuman, 1998). Therefore, it is crucial for management at Barclays to align the organization's goals with the individual's goals and objectives in order to ensure that they both work towards a shared vision.
Second step is preparing the development plan upon identifying the needs. Talk with each of your team members to get a better understanding of what their career goals are. Some individuals may already have business goals in mind, but they don't know how to get started or whether the organisation is going to support those plans. Some employees may not know that you see value in them or need motivation to take their career to the next level. Berke and Conroy (2000) claim senior managers should be able to address tasks and obligations of each employee and also factors that are likely to cause conflict when determining the purpose for the plan, as this contributes to making arrangements and strategic plans that will allow individuals to execute their roles more efficiently.
The third step is to create a strategic plan, once you have established what the employee needs and desires are, you as an employer can help them progress toward their goals in many ways, such as coaching, mentoring, cross-training, work rotation, succession planning. Such help would allow employees to perform their roles more effectively (Rohe and Gates, 1985).
The next step in the planning process is formulation of an action plan. Parsons, (2007) indicates the strategy should be timely, practical, tangible, feasible, and reasonable. The plan should also meet the needs of the employees and be motivating to ensure creativity is outlined. Rogers, (2003) states the strategies should be realistic, and be based on the organization's immediate needs. Undertaking development involves holding the plan in progress as such organisations will develop a plan for employees but fail to execute it. So, this means Barclays may use rotation of individual training classes, placement, shadowing to execute these plans because such measures enable workers to develop skills specific to their role and organisation. 

According to Burke, (2010) Organizations need to document the progress of implementation plans because this is a significant phase in the planning of a strategic plan. Record-keeping is a vital element of every strategy. This is because it helps the organisation to decide how to execute the strategy and what targets are being achieved. A record also assists the company in recognising activities or areas to be improved. New approaches can be introduced when an organisation's needs are defined and this is when reliable data and evidence are needed.

The review and assessment are the final stage in the planning and execution of the development plan (Drucker’s,1999). After drawing up a development plan, taking the appropriate measures and documenting all the details is important because it enables management and individuals to review and determine whether the goals have been achieved. Lawler et al. (1995) claims reviewing includes whether the plans put in place are working, and whether the targets have been achieved, if not it can be amended to meet ones need. In addition (Sanders, 2009), notes evaluation is a process of self-development that focuses on challenges, and often represents various aspects. Barclays therefore needs to frequently assess and evaluate development plans for its employees to make sure everything discussed is on track. 

Conclusion:

Three development mechanisms open to Barclays, such as employee engagement, feedback and rewards, leadership and management development, were addressed in the study. It has been decided that if managed in the appropriate manner, these production platforms would have possible benefits for the organisation in terms of productivity, customer satisfaction ratings, and employee morale. The study also addressed how to execute a business plan to help individuals accomplish their goals for themselves and also for the company because this is seen as a structured procedure that an organisation should be able to carry out to ensure the continued growth of its employees. It was decided that a development plan is essential in the development of a creative and innovative workplace. The stages include defining a purpose for the plan, identifying its needs, development opportunities, then formulating an action plan, implementing progress, tracking the result, and finally reviewing and assessing the development plan.
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