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The aim of this report will be to assess the benefits to organisations and individuals of personally developing individuals within the workplace. Despite the rapid development of technology and automation, people remain the driving force behind every organisation, in a rapidly changing economic environment it is more important than ever for organisations to be flexible, proactive, and prepared to adapt in order to remain competitive and sustainable. people make organisations what they are. Kurt Lewin (1939) suggested that behaviour is a product of people and the environment, however, according to Benjamin Schneider (1985), the behaviour of people has a direct impact on the way an environment functions (Schneider, 1987). In any event, the influence people have on the environment in which they operate cannot be disputed, therefore, attracting the right people to an organisation is of paramount importance. An example could be comparing two very similar organisations, although almost identical they may have varying rates of success, what is it that makes one a success and the other a failure? One has to consider the importance of the people in an organisation as the main distinguishing factor, people are the most important asset an organisation possesses (Walton, R, E., 1885).
The report will focus on a company named Emel Shipping Ltd where the author is currently employed as the London office manager. In this report human resources management tools, techniques and theories will be used to assess and analyse the potential benefits they may have on the firm and its employees. The mutual benefit of implementing HRM to the organisation and individuals within the firm will be discussed, the report will also attempt to put forward a plan that will aid individual development both in the workplace and in their personal life. Academic journals and case studies will be used to highlight the positive effects of organisations investing in the development of individuals, and the benefits to an organisation of empowering employees and employing a successful HRM program. Corporations strive to gain an advantage over competitors, however, despite the many methods used to achieve this, one of the least considered may be HRM to recruit and retain the best personnel. According to Schuller and MacMillan (2006), many organisations are increasingly aware of the importance of HRM, very few have a strategy in place to capitalise and use this to gain a competitive advantage.
[bookmark: _Toc28816354]Human resources management

One of the biggest challenges for organisations in the information, knowledge and technology driven age is the sourcing, recruiting and the retaining of employees. Many organisations face great difficulty in recruiting employees with the required skill sets, over 80% of HR professionals surveyed claim to have difficulties recruiting staff. The overwhelming majority of those HR professionals state skills shortages as the main reason for the recruiting challenges they face.  Given the challenges faced by organisation in externally fulfilling their recruitment needs, many firms are having to consider developing individuals from within, however, many managers still consider internal development as costly, time consuming, and carry the risk of loosing out on your investment should the employee take their new found skills to a competitor, despite the fact that research has overwhelmingly shown investing in staff development increases staff loyalty and retention (SHRM, 2019). Individuals are becoming more aware that much like organisations, they must develop, grow, and evolve if they are to remain relevant and successful in the modern economic environment. HR managers increasingly encourage employees to take control of, and determine their own development, however, managers like a return in their investment, therefore, it is also the role of HRM to convince managers this will be of benefit to the organisation (SHRM, 2019). 
[bookmark: _Hlk28610746]One example of successful human resources management can be found in a case study by business case studies, titled, increasing employee engagement through HRM. As a world-famous store, Harrods has a reputation of being a prestigious, high quality establishment, brand values are essential to uphold and represent the image of Harrods. People are the most valuable resource that Harrods possess, they are responsible for creating and maintaining the luxury image and brand name of Harrods. Employees are responsible for every aspect of the business, from dealing with customers, interacting with management to handling stock and deliveries, it is therefore essential that employees are engaged, motivated, and loyal to the company. 
In 2010 Harrods was purchased by Qatar Holdings who put people development and employee engagement at the forefront of their business strategy. Understanding that employees are essential for the continuing success of the business, the new owners wanted to create an environment where employees would be satisfied and happy, thus ensuring that the best employees would remain and grow within the company. The methods implemented by HRM in order to ensure that employees were engaged while upholding the company’s values were
· Recruitment - ensuring that the company attracts and recruits suitable employees
· Performance – granting a level of autonomy in order to allow employees to perform their roles to the best of their abilities, providing effective communication channels that allow all members of staff to remain informed and to provide training and opportunities
· Development - Allowing all employees to develop their careers within the company identifying and selectin career opportunities
The MacLeod report published in 2009 and titled ‘Engaging for success’ has highly influenced HRM, one of the main findings of the report was the benefit to businesses of engaging employees in the decision-making process. The report resulted in managers at Harrods reviewing their employee relations, particularly staff turnover. The firm conducted an employee survey which indicated that the management structure was to hierarchical, communication channels needed to be improved, and staff had to be more aware of the importance of understanding and living the brand value. Managers realised that high staff turnover was costing the firm financially, and negatively impacting customer service. Having to constantly train staff and loosing expertise were having a detrimental effect on overall performance of the firm. By implementing a successful HRM program Harrods were able to identify and tackle problems and their causes within the firm. The result was to have an engaged, motivated, loyal workforce that valued and lived the company brand (Business case studies, 2019).
[bookmark: _Toc28816355]Developing individuals

Supervision and appraisals 
Appraisals are a useful tool that supervisors can use to mutually benefit employers and employees alike, it is recommended that an appraisal be conducted 6 months after employment commences and yearly thereafter. The person conducting the appraisal should have a strong knowledge of the individual, their role at work, and should under no circumstances allow prejudice of age, race, gender, or beliefs to influence the appraisal.  Appraisals offer an opportunity for managers and employees to discus how an individual is performing, their strengths and weaknesses, expectations at work, and how best to progress and develop. Individuals should be informed that an appraisal is due and also be told what the appraisal involves. Employees should have a clear idea of what their roles and duties entail well before an appraisal is due, it is also recommended that the employee prepare their own written feedback and suggestions to be exchanged and compared with the managers during the meeting. Managers should state the purpose and the goals of the meeting and be encouraged to allow the employee to speak during meetings, upon exchanging feedback managers should respond accordingly, defensive and dead-end conversations should be avoided. It is important that employees be made aware of any issues prior to the appraisal, surprises during the meeting should be avoided (Free management library, 2019). 
Employees at Emel shipping ltd do not have to participate in appraisals, issues are usually discussed as and when they arise. The flat structure and easy communication channels result in effective communication, however, issues that require longer, more detailed discussions are often overlooked or postponed. It is therefore recommended that structured appraisals allowing plans, objectives and feedback to be shared, would greatly benefit the development of the firm and its employees. 

Development tools
Organisations may understand the benefits of providing opportunities and development vehicles for individuals in the organisation in theory, however, given the time, cost and resources required they generally expect a return on their investment. One of the tools that can be used in order to ensure that training and development programs provide the desired outcomes and are mutually beneficial, is Don Kirkpatrick’s model devised in 1959, which asked business leaders four fundamental questions that remain relevant to this day 

[image: ]
Figure 1. (Kirkpatrick Partners, 2019).
Reaction: do participants consider the training relevant; can individuals derive benefit; do they find the training engaging?
Learning: To what degree have individuals gained the intended knowledge, skills and competencies from the training received?
Behaviour: do employees utilise the skills and knowledge they have gained through learning in their job?
Results: How often are the intended outcomes used as a result of the training and learning program?
Given the fact that Emel shipping ltd is an SME with limited resources, the firm could utilise Kirkpatrick’s model to both allow employees development opportunities while enabling the firm to also benefiting as a result. According to Kirkpatrick, (2006) firms could use a 10-step process to evaluate the benefits of training and development programs offered to employees.
1, Determining needs
Employees and managers can take part in a survey to determine the areas where most need for training and development are required. Interviews can also be conducted for a more detailed analysis; however, these can be very time consuming.
2, Setting objectives
Upon determining needs, the objectives of the program should be determined, Questions such as, what needs to be accomplished and what are the intended results, what needs to be done to accomplish the intended results, and what knowledge, skills and resources are required to achieve the intended outcomes.
3, Determining subject content
Subject content should be determined according to highlighted needs, internal experts in the field should be identified as teachers and instructors, if internal knowledge is not available external experts should be sought. If the finances and resources are unavailable for external experts, another subject should then be identified for training.
4, Selecting participants
When deciding which candidates should participate the following four questions should be answered, Which personnel can benefit from the program? what training is required as compulsory by law? Will the training be compulsory or voluntary? Should participant be divided into groups according to rank in the company, or should various levels train together?
5, Determining the best schedule
The three main factors to consider when scheduling the training is the trainees, their managers and a schedule that would produce the desired outcomes. Decisions such as, should the training be given in increments, or should time off of work be given in order to have a continuous duration of training.
6, selecting appropriate facilities
Care should be taken to provide training in a comfortable, positive setting avoiding noisy environments, distractions, cramp rooms, extreme temperatures, and long travel times should be avoided in order to prevent negative feeling toward the program and the organisation. Trainees should have breaks, refreshments and food whenever possible which could aid in fostering a relaxed and positive environment for learning.
7, selecting appropriate instructors
Without the use of appropriate instructors that possess deep knowledge of the subject, are keen to teach, communicate effectively, and get people to engage, the programme is unlikely to be a success. If such instructors are unavailable within the organisation, external instructors can be sourced provided a budget is available. When selecting external instructors great care should be taken to ensure they are up to the task, it is advisable that examples of their work be viewed, references and recommendations from people that have experienced the instructors work should also be sought where possible. 
8, selecting and preparing audio visual aids
Power point, video, and other aids can be used throughout the program to make training more interesting, help communicate the message, and entertain the trainees.
9, Coordinating the program
Although instructors can coordinate and teach, it may be beneficial to have a coordinator to take care of non-teaching aspects of the program, thus, allowing the instructor to focus more effectively on teaching. Preparation, arranging breaks, refreshments, seeking feedback are some examples of what coordinators can do to aid an instructor.
10, Evaluating the program
The main reasons to evaluate the programme are to find out how the program can be improved in future, to decide whether it is beneficial to continue the program, and to provide justification for the training program (Kirkpatrick, 2019).
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Mentoring has been on of the most successful, popular, and effective tools used for individual development throughout history, and has been discussed in many classic works from Homers’ Odyssey, to Mary Shelly’s Frankenstein.  Whether it be in science, Sigmund Freud mentoring Carl Jung, in literature, Gertrude Stein mentoring Ernest Hemingway, or in the arts, Haydn mentoring Beethoven, the list is endless and serves to emphasise the positive results and importance of mentoring (Allen and Eby, 2010). 
Levinson’s landmark study (1978) was ground breaking in terms of human adult development, Levinson’s research can be simplified as life course, life cycle, life structure and its development in adulthood. 
Life course
Levison describes life course as “one of the most important yet least examined terms in the human science” (Levinson, 1986). Levinson argued that studying individual events were not enough, the whole course of life had to be studied as a concrete whole, likewise, the term life was very important, when researching life course, dreams, desires, fantasy’s, relationships, family, career, social networks, physical changes and all significant events must be considered as a whole (Levison, 1986). 
Life cycle
[bookmark: _Hlk28034704]Life cycle is not as concrete as life course, it can be considered in a more metaphorical sense as seasons of a life course. Until recently, individual development was considered by science to have been pretty much completed by the time a person reached adulthood, it was not until the 1950’s when research into geriatrics and gerontology were established that individual development in adulthood was studied, however, even then the research went from adolescence to old age, without studying the intervening years. According to Levison, (1986) the course of life is not a continuous single event, it consists of seasons or phases in a life cycle that contribute and form the whole course. He argues that like seasons of the year, spring, summer, autumn and winter, life can metaphorically be divided into seasons. There are seasons in days, dawn, noon, dusk and night, seasons in love, relationships, politics, creation and ill health, it is therefore suggestable that seasons play a large part of forming a life course (Levison, 1986).
Life structure
Life structure was a key concept formed by Levison as a result of studying life course and life cycle which led him to consider life structure as the pillar of adult development. Life structure may be theoretically considered to be what causes adults to conceptualise important answers to a given question, such as the most important aspects of an individual’s life, which leads to other questions regarding beliefs, values, relationships, career, life choices and things that an individual would like to remove or include into their life. These questions allow us to identify parts of the external world that bear the most significance in our life. Levison argues that the primary component of life structure is the individual relationships we have with others. It is these relationships with others that result in and individual’s evolution and development (Levison, 1986). Based on Levison’s finding that human relationships playing the most important role in adult development, it is fair to conclude that mentoring can play a vital role in the development of individuals in the workplace.
[bookmark: _Hlk28023429]Due to the fact that mentoring is cost effective and utilises resources that already exist, and are readily available to the firm, Emel shipping ltd uses mentoring as one of its main development strategies to aid in the growth and development of individuals within the organisation. according to a survey conducted by Deloitte, 68% of millennials that participated in a mentoring program stated that they intended to remain with their employer for more than 5 years compared to 32% that did not participate in a mentoring program (University of the people, 2019). Mentoring within the firm has aided in building strong relationships, developing a broader range of skills, increased loyalty and has aided in the individual development of mentors and mentees alike.
Mentoring benefits organisations and their personnel in multiple ways, the following list highlights some of the main advantages of mentoring.
1. Career development

Mentorship provides an opportunity for an individual to take ownership of their development, mentors can be a reliable, rich source of advice and knowledge. Strong   relationships can be forged during mentoring, this can have a positive effect on staff loyalty and retention, and is a cost-effective way of developing employees.

2. Higher productivity for new recruits 

Having a mentor can be of immense benefit to newcomers, mentees can benefit from a mentor’s support and colleague relationship, resulting in greater job satisfaction and a higher level of productivity.

3. Develops leaders 
Mentors are generally superior, experienced, and have leadership positions within the organisation, therefore, mentees can become more motivated, have a clearer sense of purpose, and develop their leadership skills.

4. Building diversity 

Mentorship programs can provide an opportunity for people of different ethnicity, beliefs and background to share knowledge and experience, resulting in a more diverse leadership which can attract and retain a diverse set of employees.

5. Reverse mentoring

The communications and interactions between mentor’s and mentees result in both parties gaining new knowledge and insight. Younger generations can share their knowledge of new technology and ideas, while older generations can share their knowledge, wisdom and experience. These interactions can help build strong lasting bonds between employees and senior leaders in the organisation.
   
6. Supports learning and development

The relationships formed during the mentoring process can aid communication and collaboration between individuals and departments. The sharing of knowledge helps individuals to improve skills, expertise, and foster a culture of learning within the firm.

7. Cost effective 

Mentoring can save money by reducing the need of hiring expensive new employees by developing existing staff, reduce absenteeism, and greatly reduce trading costs (University of the people, 2019).

[bookmark: _Toc28816357]Motivating individuals

Managers have constantly sought the best methods for motivating workers to perform at optimal levels, commonly implementing a carrot and stick approach, or KITA (Kick in The Ass) as Herzberg called it, often failing miserably. Taylor (1915) argued that workers were inherently lazy, were only motivated by money, and would purposefully produce as little output as possible for fear of costing workmates their jobs, and increasing employer expectation. According to Taylor, a scientific approach to management should be implemented to eliminate rule of thumb methods, work should be shared equally between managers and workers, with managers taking on the tasks they were better suited for, and introducing bonuses and incentives such as decreasing work hours, increasing wages and providing additional benefits as motivating factors. Scientific management was extremely popular and is still used in certain circumstances to the present day, however, according to Herzberg (1968) these were only temporary motivators that would soon be regarded as rights by workers who would constantly require more incentives in order to remain motivated. 
Herzberg’s two factor theory which consists of motivators and hygiene factors, Herzberg stated that removing dissatisfaction in hygiene factors did not increase satisfaction in motivators and vice versa. According to Herzberg, removing a cause of dissatisfaction does not result in satisfaction, the result will be that the person is no longer dissatisfied. Herzberg’s results indicated that people had two kinds of needs, one is believed to stem from animal nature, which consists of safety, food and shelter, the other consists of achievement, development and psychological growth. The results of surveys conducted on thousands of employees from diverse backgrounds and professions showed that the main source of satisfaction stemmed from motivators while the main source of dissatisfaction stemmed from hygiene factors (Herzberg, 1968).

[image: Herzberg Motivators and Hygiene Factors]
Figure 2. (Studiosguy, 2019).
The general motivational approach at Emel shipping ltd is to keep dissatisfiers, or hygiene factors at a minimum, the company offers a good atmosphere at work, staff have close relationships, working conditions are satisfactory, flexible working hours for personal and family life are granted, however, motivators are not often considered. Each employee is expected to perform their tasks professionally and on time, excelling at work is seldom recognised and very little is invested growth or advancement. Maintaining the standard on hygiene factors while investing in and improving motivators would be highly beneficial for employees and the firm.

Managing morale Emel Cyprus
The management at Emel shipping Cyprus implement a bureaucratic management style due to the nature of the industry it operates in. several documents need to be completed and submitted throughout the shipping process, any mistakes or discrepancies can result in delays, fines and loss of future custom. Motivation is seldom considered by the directors; staff are expected to perform tasks with very little autonomy, individual development only goes as far as training for tasks that will be performed at work. The firm is a family run business and employees are aware that the director, and his three sons run the business, therefore, expectations of promotion are almost non-existent. The firm has a flat management structure that allows staff of all levels to easily communicate with each other, Despite the limited scope for development within the firm, easy communication channels foster a feeling of belonging to a team, prevent problems from festering and allow for the quick resolution of problems when they occur. Effective communication has bred a culture of feeling a part of a family and provided a sense of ownership within the firm (Chron, 2019). Before judging the effectiveness of motivational factors at Emel Cyprus, one has to consider the business and cultural environment that Emel Cyprus operates in. According to Hofstede (2005) “culture is a collective programming of the mind”, therefore, one must be aware of culture when determining and managing expectations of employees in both the Cyprus office, and the London office (Hofstede, 2005).
The following chart has been created by Hofstede insights and indicates the norms and cultural differences between the UK and Cyprus offices of Emel Shipping ltd. 
Blue indicates Northern Cyprus, Purple indicates the United Kingdom
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Table 1. (Hofstede insights, 2019).
As highlighted in the chart, workers in Cyprus have a greater respect for authority, are far more community and family orientated, less indulgent and are far more risk averse, thus preferring long term stability to short term gains. The statistics for the United Kingdom suggest a far smaller power distance, a far higher sense of individualism, where self is prioritised over community, a low uncertainty avoidance and a more indulgent lifestyle. These cultural traits may explain why the staff in Emel Cyprus remain content and motivated despite the limited scope for self-development opportunities offered by the firm. The fact that the firm provides job security, a fair income, and a feeling of community means that the expectations of individuals are met by the firm (Hofstede. 2019). 

Managing morale Emel London office
Much like Hofstede’s cultural comparison suggests, the expectations of individuals in the firms London office are a stark contrast to that of the Cyprus office, Individuals are far more ambitious, more demanding in regard to salary, prioritise work life balance and are more likely to be motivated by development opportunities. Staff are more likely to seek out new opportunities and are far less concerned about the negative outcomes of taking risks. The firm had previously suffered from a high staff turnover, new staff were constantly having to be retrained which was time consuming and costly, an experienced member of staff would have to spend work time training newcomers which negatively affected productivity, efficiency, and morale. In order to retain staff, the firm has had to modify its management style in the London office in numerous ways. Employees are now granted time off for family matters such as school plays, GP appointments for their children, and other private matters. The flexibility afforded to staff has increased loyalty, moral, and staff retention. Employees are trained internally, however, are granted time off for any additional training, education, or courses in order to progress and develop. As a result of successfully applying these HRM methods the firm has managed to retain human resources that would previously have left the firm or moved to a competitor (Armstrong, 2014). 
[bookmark: _Toc28816358]PDP

Personal development plans are an effective way of determining your strengths and weaknesses, performing a PDP allows individuals to think about and reflect on what they wish to achieve and measures they need to take in order to achieve their goals. Individual development is a lifelong process, a PDP can aid in the development of many areas in an individual’s life such as, study, career and personal life. By performing a PDP an individual can identify areas that are in need of development, set realistic plans, devise a form of action, record their progress and review their development (Open university, 2019). The following table is a PDP plan created by the author highlighting areas and skills that require developing. 

	Skill
	Current level
	Target
	Opportunity
	Criteria for success
	Time scale

	Team working
	Prefer to complete my own work and implement my own ideas. Giving up on good ideas or having to include bad ideas can be annoying
	Relinquish control of some aspects of a project. Learn to trust others more. Become more confident and experienced at collaborating
	Participate in group work at university and work in order to develop team working ability. Collaborate more at work and university
	Successfully completing group work at university and work while trusting others and without taking on all responsibilities
	Before the end of level 6 at university

	Presentation skills
	Very good at one to one and group meetings, however, can become very nervous and distracted during presentations.
	Become as effective and competent at presentations as I am in meetings and dialogue
	Taking part in presentations at university, gaining experience, learning from my mistakes and benefiting from watching others present
	Being able to confidently deliver a presentation in an engaging manner. 
	By the time of my last term at university

	Achieving a BA in Leadership and management at UWTSD
	Completed level 5
	Complete level 6 and obtain my degree with good grades
	Develop leadership and management skills, open new career opportunities, learn new theories that can be put into practice
	Attend lectures, research topics that are covered in lectures, develop critical thinking, complete and submit reports
	Complete by Jan 2021

	Expand my own business
	Currently director of my own freight forwarding business. Company has been operating for a year and  is trading at a profit
	Expand the business by doubling present volume before the end of 2020
	Have a large network and connections within the industry, can obtain competitive rates for customers, can offer a tailored service to customers


	Increase volume of trade year on year by adding new customers, continue to operate at a profit over a sustained period of time. Make the company my primary source of income.
	Primary source of income by January 2021

	Time management
	Moderate 
	Become very efficient at managing time, avoiding procrastination and improve on planning tasks more effectively
	Applying new time management tools and techniques learnt at university at work and home, keep improving by using tools and techniques at home, work, and university
	Being able to use time management tools and techniques to simultaneously complete my studies, continue working productively at my place of work, run my business and spend quality time with my family
	Apply immediately and continue to apply going forward



[bookmark: _Toc28816359]Conclusion

All assets of an organisation have value, however, in the modern global economic environment people are the most important asset an organisation possesses. It is therefore vital that firms invest in developing their employees to increase morale, productivity and loyalty. The days of scientific management, where people are viewed as machines and money is considered the overriding motivator no longer apply to the modern economy. HRM has taken on an important role in meeting the needs and expectations of individuals and organisations alike. The effective use of HRM can help organisations source and recruit the most suitable candidates, enable effective communication between management and staff, and foster a culture of individual development that benefit employers and employees alike. Numerous research and studies highlight that providing development opportunities to individuals saves valuable resources by reducing the need of constantly training new staff, increases loyalty, productivity, and morale. 
Any organisation that wishes to remain competitive, sustainable, and relevant in an ever-changing economic landscape, must be able to adapt, develop and innovate. Lack of funds, resources and time should not be used as an excuse to overlook investing in and developing individuals, as doing so will ultimately be far more costly to an organisation. Kirkpatrick’s four levels of learning evaluation, Herzberg’s hygiene factors, mentoring, as highlighted in Levison’s research into adult development, are a few of the cost effective and highly beneficial tools and techniques that an organisation can consider and use in order to develop individuals within the company. It is important for organisations to be aware of their needs and expectations as well as the needs and expectations of their employees, a one size fits all approach may not always work, therefore, as Hofstede suggested, firms should take into account the culture they operate in and the expectations of employees to ensure that staff morale, motivation and general happiness remains at a high level. It falls upon organisations and individuals alike to ensure they are ready to adapt and develop in order to remain relevant in the modern economic climate. Setting achievable targets, identifying strengths and weaknesses, developing skills and taking the necessary steps to develop as an individual in order to benefit themselves, their organisations and the economy as a whole.
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