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Introduction:
 Now days, organizations have changed from a more traditional hierarchical form to a more modern type of organization where relations play an important role. How to build good relationship for employees and organizations?  The challenge to any employer is to create a positive environment where employees can develop positive relationships and strive to develop further. This report will critically evaluate three development vehicles (employee engagement, feedback & reward, leadership and management development) available to an organization appropriate to the development needs of the individual. furthermore, using an organizational example, the writer will critically assess the potential benefits to the organization in using these three development vehicles in the workplace. In the final part of the report, the writer will develop a plan using six examples to meet the identified development needs and expectations of an individual. At the end the report a conclusion will be given to summarize the outcome of the research.
Task 1: evaluation of the three development vehicles
There are many development vehicles available to any organization to help develop employees in order to satisfy their needs and expectations. The three development vehicles that will be assess in this report are employee engagement, feedback and reward, leadership and management.  An engaged employee is an employee that is committed to his job and his organization and strive to achieve high levels of performance. Employee engagements have different forms such as intellectual engagement, affective engagement and social engagement. Along similar lines, employment engagement has been defined as emotional and intellectual commitment to the organization (Bamruck 2004, Richman 2006 and Shaw 2005). Feedback and reward are another development vehicle that is used to help individuals to progress in an organization. Feedback is defined as the provision of information to people on how they have performed in term of results, events, critical incidents and significant behaviours. It could be positive or negative. Through feedback, changes and improvements can be achieved. According to Karl, O’ Leary- Kelly & Martocchio (1993) “The more positive the performance feedback received, the greater the increase in individual self‐efficacy”.  A long with feedback, reward management is also used in the development of an individual. reward management is a way to recognize the value of people and the contribution they made to achieve the goals of the organization. These rewards can be financial or non-financial such as recognition, learning, development opportunities and promotion. According to Danish & Usman (2010) “Incentives, rewards and recognitions are the prime factors that impact on employee motivation”. The third development vehicle is leadership and management to ensure that managers have the leadership and managerial qualities required to achieve success. Leadership means inspiring others to do the best in order to achieve goals. According to Sharma & Jain (2013) “Leadership is a process by which a person influences other to accomplish an objective and directs the organization in a way that makes it more cohesive and coherent”. While management has often been defined as getting things done through people as well as having other responsibilities such as finance, work systems and technology. According to Burgoyne (2010) “both management and leadership are needed and need to work closely together, often through the same person or team”. 
First, according to Kular et al (2008, p1)” engaged employees have been found to outperform their disengaged counterparts. However, recent research in the UK and other countries shows that there are more disengaged employees than there are engaged employees in today’s organisations. Employee engagement can and has been found to make a difference.” But the challenge for any organization is create an environment where employees can strive and become engaged to the organization. There are many benefits to have an engaged workforce as this tend to lead to improved performances as well customers satisfactions and retaining talented employees. in order to do that, companies need to create a culture of engagement where a there is a clear strategy in place that allows employees to be aspired and are not afraid to speak up and challenge. Furthermore, the companies need to develop leaders so they can implement this culture of engagement. And finally, the companies need to invest in people and create opportunities such as training, growth, development and career progressions. Hence, the challenge for any organisations is to have a committed, motivated workforce that will go the extra miles for the organizational goals. A committed workforce is a workforce that is loyal, share or understand the beliefs and values of the organization, understand the goals of the company, willing to make efforts and remain with the organization.  Along those lines, a committed employee result in job satisfaction (Vandenberg & Lance, 1992), increase job performance (Mathieu & Zajac, 1990), decrease employee turnover (Cohen, 1991). All those benefits could allow the organization to save time and money and at the same time increase productivity. alongside commitment, motivation also play an important part in getting employees engaged to the organization. What motivates employees can be difficult to implement as everyone can have different motivation factors such as money, career development, personnel development and many more. Over the years, many theories have been developed to help understand what motivates people, Taylor in scientific management believed that money motivates people while Herzberg’ two factor theory highlights that the difference between hygiene factors and motivation factors. According to Nduka ( 2016, p4 )” The two-Factor Theory of Herzberg (1959) is related to Maslow’s (1943) theory of motivation, Maslow in his book outlined his theory of motivation. In his need hierarchy Maslow states that there are at least five set of goals which are called the basic needs”. Those five sets are Physiological needs, Security needs, Social need of belonging to group, The esteem needs, respect and trust, and Personal development.  The challenge for any organization is to create an environment where individuals can find their motivation factor that will allow them to engage with the organization. However, they are different level of engagement such engagement to the job, to the career and to the organization. The ultimate goal is to get people engaged with the organization so the employees can develop and progress in the organization rather than looking for another organization to fulfill their ambitions. Human resource management play a key role in getting people engaged with the organization through a strong strategy to allow people to feel part of the big picture. This consists in giving people a voice, responsibilities and make them feel that they are important to the success of the organization. furthermore, along with the culture, the HRM need to challenge people, identify talent and invest in people to train and develop them to fulfill their potentials. However, this process isn’t as easy as it may seem because not everyone can be motivated or committed to the organization. Some people can be reluctant to engage and are happy to just do their jobs and not looking to develop or to get promotion. Furthermore, what motivated people and get people engaged to the organization may vary so much that it could difficult and expensive for the organization to achieve.  Another aspect that can stop organization in investing in people could be the fact people generally are self-centered and they could leave the organization once training and development is completed.  
Second, Feedback and reward can also allow the organization to motivate employees so they can perform better. Feedback can be an important driver for the management to communicate with the employees. It can be formal or informal, positive or negative.  According to Hattle and Timperley (2007, p81) “feedback is conceptualized as information provided by an agent (e.g., teacher, peer, book, parent, self, experience) regarding aspects of one's performance or understanding”. Feedback can a good vehicle to develop employees as this tend acknowledge good performances and can also rectify the bad one. The timing of feedback is essential in order to have the best impact on the individual, it could be instant as you have witness something good happen or bad happen or could be during an appraisal meeting at the later stage. Often, feedback are informal such thumbs up or a well done. The need of a constructive feedback without any judgement is important as this could allow employees to learn, reinforce or change a certain behaviour.  However, not everyone is willing to listen and change behaviour regardless of feedback. Furthermore, certain individuals may take the feedback negatively and can react in a negative way. Along feedback, the reward system can motivate employees to meet targets and even surpass them. Reward could be financial or non-financial such as money, good working conditions, additional benefits, training and promotion. The incentive to the employees is to perform in order to reach personnel or organizational goals. According to the expectance theory, people react in certain way if there is something in return. But the challenges for any organization is to have reward system in place that will motivate everyone, and this could be difficult to achieve as individuals have different factors that motivates them. Furthermore, reward system needs to be clear cut where everyone is treated equally, and no favors are given to friends and family. 
The third vehicle of development is leadership and management development. According to Bolden (2010) “there is strong statistical evidence that management development leads to superior performance across companies of all sizes, sectors and national location”.  The aim of any good organization is to spot talented employees and develop them so they can be future leaders and managers, as well as developing existing leaders and managers so they can upgrade their skills to match up with new demands. A leader is someone that can motivates and inspire people to reach a set goal.  A good leader needs to communicate, listen, motivate, persuade others to perform certain duties according to the expectations. While a good manager has more responsibilities across board as well as getting things done through effective use of resources. To develop leaders and managers, the organization need to invest in the individuals who   have abilities. However, this could be an expensive process as any training would require time and money. Furthermore, the training programs need to match the individual needs, and this can be a challenge. The other challenge to developing leaders and managers is that not everyone wants to progress and learn new skills in order to develop as some people are satisfied by their day to day routines. Overhaul, even though there are challenges, these three-development vehicles are important part to any organization who want to maximize performances by having a happy and dedicated workforce.  
Task 2: the potential benefits to the organization in using these three development vehicles in the workplace. 
 For the purpose of this report, the organization used is Warwickshire county cricket club as the writer use to work for them on a part time bases. Warwickshire county cricket club is an organization where many cricket teams play for from under 9 to adults. As a level two coach, the writer used to be a district coach for two age groups (under 14 and under 15), where he was responsible for training selected players as well as selecting player that can play for the county sides. First, coaching is a passion, so therefore, employee engagement wasn’t really an issue to the writer or his colleagues. Having said that, the organization could have helped employees to stay motivated by holding regular meeting to keep them aware of any new targets or goals of the organization. A knowledge of an organization theory will help to understand the organization and why they are structured and operate in a particular way ( Slade and Parent, 2006).Hence   understanding goals of the organization tend to lead to a better commitment and can result in better performances from the employees. The direct impact of these enhanced performances would benefit players and their parents as well as an increasing the reputation for the county cricket club. Furthermore, an engaged workforce that feels part of the big picture and feels that they voice is important and valued by the organization tend to be loyal and allow the organization to retain them. The cost of turnover can be costly and alarming (Griffeth and Hom, 2001). Hence retaining the employees can save time and money to the organization as less coaches would leave the job and less time would be spent on recruiting and training new staff. Another benefit of an engaged employees is job satisfaction, and in this sector, the coaches tend to have a passion for teaching and strive to make a difference in people life and feeling satisfied is an important part of their job. Along the similar lines, engagement tend to create good relationships among employees. Feeling part of a team can increase cohesion among coaches and can result in helping each other out to achieve a common goal. However, not everyone can be engaged with the organization regardless of any effort made by the organization and at time people are only engaged with their job and their career. This self-Centered engagement can result in coaches leaving the organization and finding new jobs. However, turnover is not always bad because this can increase promotional opportunities for other employees as well as bringing new ideas and techniques from new employees (Staw, 1980).
Feedback and reward can also benefit the organization to create a culture where employees are acknowledged and rewarded. Webster ( 2001.p520) argue that feedback is  “a process in which the factors that produce a result are themselves modiﬁed, corrected, strengthened, etc. by that result “and “a response, as one that sets such a process in motion”. As a coach, feedback tend to play a key role in teaching or enhancing players skills and therefore feedback has always been used in that organization. From coach’s development viewpoint, feedback among the staff has been used efficiently as a tool to understand the strength and weaknesses, and to develop into better coaches. However, more could have been done in order to give and get feedback from the management. A 360-degree feedback could have helped the organization to understand the coaches better. District coaches tend to be away from the main county coaches and a 360-degree feedback may be a good way to understand each other and may help the organization to implement changes if required. Along with 360-degree feedback, feedback would be useful during the performance management as the feedback could be useful to highlight strengths and area of improvement. However, if feedback Is not used in a constructive way, then it can have a negative effect on the employees. For example, to get the best response from an employee, the person delivering feedback must remain neutral otherwise the employee may feel demoralized and not take the note of the feedback. Along with feedback, rewards could also play a big part in motivating people to go the extra mile. Reward could be money, training, appraisal, promotion and career development. Although money is generally a big factor, but in the cricket coaching industry, others reward tends to have more value such recognition, appraisal and promotion. The expectancy theory is a part of people DNA and the organization need to be able to recognize that the staff need to feel appreciated in order to stay motivated even if the reward hasn’t got any monetary gains. However, a clear-cut reward system can be difficult as some time other factors may lead to a reward especially when it comes to promotion. If a friend and a family member get a promotion in the organization, this may create discomfort in the workforce and can be regarded as a favor more than a deserved reward.
Leadership and management development vehicle can be big factor in creating a culture where employees can strive and engage with the organization. Leadership often relate to a process of influence and the aim of the organization is at the heart of management development (Bush, 2008).  This process of development often plays a key role to establish the beliefs and the value system of the organization at the heart of the training. Therefore, the leaders and managers can uphold the values and at the same time create a brand. Along those benefits, leadership and management development vehicle also play an important role in talent spotting and therefore retaining the most valuable assets of the organization. investing time and effort and money can send a good signal to the rest of workforce that they can develop and progress in the organization as well. This can be perceived as a reward for good work and developing good relationship among the organization. although leadership and management are two different roles, but the aim is still to help develop the organization and the brand. However, investing in people can sometime works against the organization as some time, people can develop, gain the relevant skills and knowledge and decide to leave. While, working for the organization, I have witness certain coaches doing exactly that but overhaul, people normally tend to remain loyal to the organization. for the organization to develop it own leaders and managers, the organization has to be aware of the cost in term of money, manpower , training programs but at the time there is a risk that the candidates may not succeed  or decide that it’s not for them. But overhaul, the benefits of using the development vehicles are clear to see even if they are certain challenges along the way.
Task 3:  plan of six examples to meet the identified development needs and expectations of an individual.
As a manager, one of key role is to look after the workforce by meeting their needs and when possible their expectations. According to Backstrom et al (2011, pp 215-227) “Management is about planning, governing, and controlling so that the tasks of the enterprise can be conducted as efficiently as possible, and working with the development of production and the individuals”.  When it comes to individuals, they are certain needs that must be fulfilled in order to get the best performances out of them. Mc Leod (2007, p2) argued that” Maslow (194) stated that people are motivated to achieve certain needs. When one need is fulfilled a person seeks to fulfill the next one, and so on”. The role of a manager is to identify the needs of employees and try to fulfill them. During the performance management meeting, the manager can highlight any area of needs that can be developed so the employee can benefit as well as the organization. once the needs have been identified, the manager will set a plan of action to achieve to fulfill this need. Those needs can be basics which can be easily rectified or more complex where it would be done over a period. For example, those needs can be such as help to fill the paperwork for the daily jobs, learn to drive a forklift and to qualify as a first aider. 
 Example 1: help to fill the paperwork
1st step: identify the need: help to fill paperwork
2nd step: rectify the need: arrange a time slot with the trainer 
3rd step: time frame: 1 week
4th step: evaluation of the outcome: 1 month
5th step: feedback: next performance management meeting
 Example 2: forklift license
1st step: identify the need: forklift license
2nd step: rectify the need: arrange a training week 
3rd step: time frame: 3 months
4th step: evaluation of the outcome: 1 month after the training
5th step: feedback: next performance management meeting
Example 3: first aider qualification
1st step: identify the need: first aider 
2nd step: rectify the need: arrange a training course
3rd step: time frame: 3 months
4th step: evaluation: 1 month after training
5th step: feedback: next performance management meeting
When it come to the expectations of an individual it can be more challenging because some of the expectations can be basics while others can be more complicated as well as some expectation are realistic, and some are not. The basic expectations can be such good working conditions, good health and safety equipment, hot and cold food while the more challenging expectations could be pay rise, extra holidays, bonuses...  but the organization along with the manager must try to accommodate as many expectations as possible to create an environment where people want to stay and other may want to join.
Example 4: good working conditions
1st step: identify the expectations: good working conditions
2nd step: action: set a plan to meet the expectations
3rd step: time frame: 1 week
4th step: evaluation: 1 week after completion 
5th step: feedback: next monthly meeting 
Example 5: pay rise
1st step: identify the expectation: pay rise
2nd step: action: to discuss during the next management meeting
3rd step: time frame 3 months
4th step: feedback: next budget meeting regardless of outcome of the demand
Example 6: extra holiday
1st step: identify the expectation: extra holiday per year
2nd step: action plan: to discuss during next budget meeting
3rd step: time frame :6 months
4th step: feedback: next year budget meeting 
Conclusion:
This report has highlighted the role of the development vehicles to form relationships at a workplace. The three development vehicles that have been critically analyzed during this report are employee engagement, feedback and reward, and leadership and management. although, they are some challenges with these development vehicles, but overhaul the report suggest that there is a need and a positive outcome in using these vehicles in a workplace. The writer highlighted the benefits of these development vehicles by relating them to his previous workplace and how using them would have improved the outcome for the employees and the organization. The final part of this report suggests that the manager play a key role in forming the relationship and maintaining them. In this part of the report, the writer demonstrates that the manager play an important role in identifying and rectifying any needs or expectations of individuals. 
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