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Introduction
This report will evaluate a comprehensive analysis of different training and development tools and methods used by the companies to increase productivity and employee retention. It will also overlook different needs of the employees which make them satisfied. 
This report will elaborate on whether 360-degree feedback, 540-degree feedback, Management MBO and individual pay-related performances could be used to improve organisation performance.
This report will also explore and evaluate the above matters based on YouTube. 
Google-owned YouTube is an American video-sharing and social networking website. It was founded by Steve Chen, Chad Hurley, and Jawed Karim in February 2005. Over one billion people visit the site every month, and they view more than 1 billion hours of content daily. Over 500 hours of video were being uploaded to YouTube per minute as of February 2020. This works up to almost 30,000 hours of fresh material being added per hour. In 2020, YouTube is expected to have more than 2.1 billion users globally. For $1.65 billion, Google purchased YouTube in October 2006 (YouTube: hours of video uploaded every minute 2020 (Statista, 2021). Additionally, Google's acquisition of YouTube means that it is no longer solely reliant on advertising to generate money. Pay-per-view movies and unique content are now available on YouTube. AdSense is a partnership between YouTube and Google that produces more money for both sides. According to the company's 2020 forecast, it would bring in $19.8 billion in revenue from its video streaming business.

YouTube uses a diverse range of tools and methods to meet the needs of the employees and enhance the quality of the work to increase overall productivity. They use instructor-led training, simulation employee training, hands-on training, group discussion, and activities, coaching or mentoring, and role-playing to make their employees more efficient and effective which leads to an increase in the revenue of the organisation. They provide some other training programs to increase the interpersonal or communication skills of the employees. The company follows four broad categories for the development of their employees including formal education, assessment programmes, job experiences, and interpersonal skills and relationships (Larsen, 2017). 
[bookmark: _Toc92058504]
Development Vehicles
To stay competitive in this industry, YouTube has established a training and development program for the firm’s personnel in order to help them reach their potential and as such boost the performance of the company. Other than training and development programs, the corporation also participates in monetary rewards for the workers such as benefits packages, paid leave and flexible working hours, defined pension plans and profit-sharing schemes (Ahmad, Bibi, and Majid, 2017).
The launch of this thorough training program at YouTube has encouraged the staff to understand new ideas and therefore utilize them in their jobs. In educating its staff members, YouTube has utilized individual training which enables a big number of their workers to gain essential information within a short period. Such information is then utilized to enhance the quality of work done in the company and as such provides excellent outcomes (Bibi, Ahmad, and Majid, 2018). This has made YouTube more competitive compared to its competitors in the market.
The learning process has been the subject of many theories. Due to their relevance to YouTube, the concentration will be given on constructivist, experiential, and social or situational theories. Adults, according to the constructivist, may learn by creating their own knowledge.
For example, some workers of YouTube benefit from the experience obtained while working there. Depending on their level of expertise, they can handle a variety of job conditions. Those who have worked for the firm for a lengthy period of time are particularly vulnerable. As a result, the experiential theory delivers instruction tailored to the requirements of each individual.
[bookmark: _Toc92058505]Employees may be taught to become team building managers, planners of communications, and organisational managers via their off-the-job training classes on YouTube (Fan, Zhong, Yan, and Yue, 2016). People may learn by watching others and seeing how they handle various circumstances, according to the social or situational learning hypothesis. In YouTube, on-the-job training, such as shadowing and mentoring, is used.

Development Needs of Employees 
360 Degree Feedback 
Feedback helps an employee in identifying his/her lacking and understanding the areas where he/she can improve. In an organisation, subordinates, superiors can provide feedback about the performance of staff. A 360-degree feedback form is a popular tool that is used to get feedback about staff in an organisation (Chandhana and Easow, 2015). The tool plays an important role in the employee development program. YouTube by using this tool can identify the shortcomings in employees and can take proper steps for improving employee competencies. 
By using the 360-degree feedback, it is identified that YouTube's employees' posse good competencies in some areas whereas they have lacked in some areas. The communication skills of YouTube’s employees are good. Many of their employees posse strong knowledge about their job but a certain number of employees have lacked in understanding their job roles and responsibilities. The feedback tool has found out that some weakest points of its employees where it is found that employees are not good enough in team performance. Many employees feel lack motivation in working in a team as they didn’t understand their roles in the team. The feedback tool also identified that employees lack creativity and they are not producing the expected number of new ideas. 

The advantage and disadvantage of 360 feedback; as follow 
Advantage:
1.  Feedback provides employee’s performance.
2. Identify development opportunities in groups 

Disadvantage: 
1. Incorrect or not be very informed feedback 
2. Managerial interference can deter truthful feedback 

https://www.qualtrics.com/uk/experience-management/employee/360-feedback-advantage-disadvantage/

560 Degree Feedback
 It is a well-known employee performance appraisal tool that plays a great role in employee performance quality development. In this method, a staff gets feedback when performing his/her responsibilities from peers, superiors, subordinates, suppliers, and many more. The tool can be used to motivate employees by providing feedback about their strengths and shortcomings in the workplace. The tool is an addition to a 360-degree feedback tool as it also takes customers' points of view and helps an organisation in the competitive market by inducing employees to become customer-oriented. The 560-degree feedback can help YouTube in developing the content of its employee training module. The tool is an updated form where external appraisers are used for getting feedback. The tool is very effective than other traditional appraisal tools. So, it would be more effective for YouTube for employee development than 360-degree feedback. 

Individual Performance Related Pay (IPRP) 
IPRP helps an organisation in motivating employees. IPRP is a reward system where employees get rewards based on their performance. This reward system motivates employees in increasing their performance (Bano, 2018). The individual employee performance-related payment encourages employees in improving their performance. The improved employee performance helps an organisation in achieving the organisational goals and making it successful. YouTube by using this IPRP tool can encourage every individual employee to provide performance-based rewards. 

[bookmark: _Toc92058506]Professional Development Plan
A professional development plan can help an organisation in developing employees through documenting the goals, required skills related to employee development. For the professional development, the objectives should be specific, measurable, actionable, relevant, and will be attainable within a specific time which is defined as the SMART objectives. The SMART objectives for YouTube’s employee development are illustrated in the following table. 

	Development Objectives 
	Priority 
	Activities to be undertaken 
	Resources 
	Target Start Date 
	Target End Date 
	Criteria for Success 

	Increasing team performance 
	High 
	Developing coordination among the employees. Arranging training. Supervising teamwork.  
	A supervisor’s guidance is needed. A training program development will require time, money, human resources, etc. 
	5.01.2022
	5.03.2022
	Developing better solutions to organisational problems. 

	Increasing creativity among the employees 
	High 
	Rewarding the most creative employees. Developing creativity-driven workplace culture.   
	Providing incentives like a financial reward, support, time to employees for creative idea development. 
	10.01.2022
	15.4.2022
	Generating more new innovative ideas. 

	Increasing analytical skills of employees 
	High 
	Arranging training for employees' analytical skill
development
	Training development will require time, money, and financial resources, etc. 
	15.01.2022
	20.05.2022
	More customer-centric service development.Effective solutions to different problems. 


Table: Development objectives. 
[bookmark: _Toc92058507]Training and Development Stages
There are several advantages to providing personnel with training and development opportunities. Everything about this project is performed flawlessly, including the design, execution, and evaluation. To provide successful training and development, a business needs to assess its employees to determine what kind of training is required. It is the trainers' responsibility to ensure that the training program runs smoothly and that the necessary reports are produced. This includes providing the training, assessing the trainees, working with management to ensure that the training program runs smoothly, and providing feedback to management on the process that will be used to produce the necessary reports (Kirchner, and Akdere, 2017).

The responsibilities as the company's human resources manager include assisting in the conception and execution of the evaluation process, as well as providing the necessary resources to the process. As an HR manager, it is my responsibility to ensure that trainers are compensated enough so that they may use all of the resources necessary to do their duties. Employees will be able to engage in the process since the organisation's executives will be rooting for them throughout the process. When it comes to ensuring that the process is correctly executed, human resource managers will be critical. A successful evaluation process requires the engagement of all of the workers who are involved.
When it comes to implementation, they must ensure that it has the capabilities that are required of it. They are, however, required to collaborate in order to expedite the evaluation process as much as possible. Also important in the evaluation process is customer participation, since customers should be cooperative with whatever is being done because the findings will most likely benefit them. Training should be designed to meet the unique needs of the time-period in question. Every organisation has a variety of departments that need a diverse range of abilities, making an appraisal important. Performing a comprehensive examination will enable management to determine where their efforts should be directed. When this has been completed, it is necessary to establish a training program that is tailored to the specific needs of the individuals (Marwick, 2015).
The assumption is that each individual in an organisation has a distinct set of skill needs. When it comes to this level, the training program should be adapted to the individual needs of the workforce at any given time, rather than being generic. The next step is to take into consideration the different personalities and learning styles of the members of the team. It is envisaged that employees would benefit from the training that they get.

Using their personalities and the clothing styles that they are most comfortable with, this may be accomplished. When this is accomplished, it is necessary to prepare for training and evaluation. To effectively lead the training process, it is necessary to develop a clear plan in advance. Consequently, training and development will be more uniform and time-bound in the future (Naz, Aftab, and Awais, 2016). At the end of the day, it is the management's obligation to develop the techniques and approaches that will best allow them to give their training and achieve their training objectives.
In this research, the assessment methods of system-based and goal-based evaluation will be compared. The goal-based model of Kirkpatrick has four levels of assessment, while the system-based model has four levels of assessment, which are process, context, product, and input.' Kirkpatrick's approach of assessment is simple to grasp, and it gives four levels on which training progress may be monitored. It is also reliable. 
Because of this, it is recommended and offers a framework for those performing evaluations to measure the extent and effectiveness of training (Okechukwu, 2017).
Due to its simplicity, overgeneralizations are likely to occur. Additionally, the levels are not linked to one another, and in most cases, the evaluation concludes at the first or second level. The fundamental disadvantage of the CIPP model's architecture is that it is practical and complete while also being too complex and costly for the organisation to implement.

Below is the matching model of HRM – this model best fit the HRM and helps develop
 [image: ] organisational strategies. Lecture notes
[bookmark: _Toc92058508]An explanation of the  above model is as follows; 
· Selection -matching people to a job
· Performance management- appraisal of performance 
· Rewards- emphasising the importance of pay or compensation in achieving a results
· Development- develop individual skills


The Management By Objectives model (MBO) 
The MBO is a strategic business model designed to improve the performance of an organisation. The MBO process cycle model below is used by an organisation to progress toward success. This model prioritises organisational goals, also the management and employees work together to achieve the same mission. 
[image: ]
MBO process cycle by Peter Drucker 
https://www.toolshero.com/management/management-by-objectives-drucker/
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Contribution of Evaluation Models and the Difficulties Faced in Practice
Because of this, while conducting training and development assessments in general, it is vital to choose assessment methodologies that accurately represent the content and aim of the training program. Organisations have the option of using assessment methodologies to determine the effectiveness of their training activities, and they should do so whenever possible.
It may be difficult to implement these methods in practice since they need a significant investment of time and money, which may not always be available to the company. This kind of evaluation cannot be carried out often because of time constraints.
YouTube's systematic monitoring and evaluation methods include timeframes, actions to be performed by trainee personnel, and checklists that trainees may utilize to ensure that they are following the protocols (Zheng, and Deng, 2018). Workplaces must also have personal development objectives and learning records to function well. It is important to have this in place to guarantee that their post-training progress is being monitored.
[bookmark: _Toc92058510]Conclusion
An organisation's continued growth, productivity, and capacity to retain talented people is nearly unanimously regarded as a strategic instrument for employee training and development. As a result, the employee development process will be time-consuming and irritating for both the organisation and its workers. The business climate has changed dramatically in the last several years, necessitating new approaches from organisations. This is essential for them to remain competitive in their respective fields of work. Training and development of employees in the workplace have become a frequent strategy. This is because well-trained employees have been shown to perform better in the workplace. One of the most significant aspects of a company's success is training and development. Training is constantly offered to workers by any organisation or firm in order to help them succeed. For both people and employers alike, training is the most important factor in achieving their goals.
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Recommendations 
Instead of looking for new employees, YouTube frequently has to spend on the growth of its current staff members. For these reasons, it's important to invest in your employees' education.
· Staying competitive:  As well as commercial supremacy, YouTube is battling for the interest of future employees. To remain competitive, employees want to work for a firm that is willing to invest in them and their abilities.
· Managing ongoing skills shortages:  It has been shown that 83 per cent of HR professionals have difficulties recruiting and 75 per cent of those HR professionals think that there is a shortage of capabilities among job candidates. YouTube has the potential to revive interest in low-skilled job training programs in the near future (Seidle, Fernandez, and Perry, 2016). If YouTube wants to assist the country's damaged talent production infrastructure get back on track, it should participate in community partnerships, according to the business.
· Balancing resources: As a result of limited money and resources, changed company objectives, a lack of time, and lack of senior management support, many U.K. businesses have previously put certain individual professional development projects on hold. When it comes to today's workforce, YouTube must spend on employee training so that it can acquire the necessary skills to compete in the market (Seidle, Fernandez, and Perry, 2016).
· Adapt in changing business structures: YouTube, a larger, more agile, and constantly developing company, needs employee development to keep employees engaged and committed. Executives show that they care about their workers by giving them opportunities for creative growth.
· Boosting worker productivity:  Workers that have access to educational and training opportunities are more efficient.
· Decreasing turnover: People worry that if an organisation invests more in training and development, its best employees may defect and take their expertise with them. But studies indicate that investing in employee training actually lowers absenteeism as well as employee turnover.
· Aligning employee development with the organisation's needs. A company's long-term strategy should be the driving force behind its growth. With the looming retirement of a large number of elderly employees, YouTube can help people acquire new skills that will allow them to take on new responsibilities in their current roles. Such measures might encourage experienced staff to remain on the job, which would benefit the company.
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