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Introduction
Employee is a key element in an organization therefore determining its success or failure. That makes organizations invest a lot of finances on their development and coaching. This paper does an analysis on the current Human Resource Management (HRM) issue Employee Development, Goal-Setting and Coaching, focusing on how employee-oriented organizations are effective at establishing a strong corporate culture. It defines the issue, states the importance of the issue, and states some of the conflicting views about the issue and its impact on other Human Resource Management functions.
Current HRM Issue: Employee Development, Goal-Setting and Coaching
One important function of Human Resource Management is employee development. This means the improvement of the skills of an individual employee thus affecting the growth of the organization (Hameed & Waheed, 2011, p. 224).Employee performance is enhanced through employee development, therefore when employees are more developed, they tend to be more satisfied with their jobs hence displaying more commitment and increasing in their overall performance. Employee development involves activities that enable employees to work hard in maximization and utilization of their abilities to achieve goals of the organization.
One challenge of Human Resource Management professionals is to come up with appropriate goals that are aimed at the success of the organization. HRM professionals come up with reasonable and possible strategies and goals to speed up business objectives of the company (Cosmato, 2012). Today’s HRM professionals are developing goals that aim at making every employee actively contribute to the growth of the company. Employees are allowed to work as a team in order to accomplish the objectives of the company. The goals set ensure that all employees are treated equitably and that there are no grounds for discontented with their jobs.
A greater part of employee development is employee coaching. Employee coaching is a method of training where a professional in a certain field gives an employee guidance and advice aimed at helping them boost their career, abilities and general performance (Kim, 2014, p. 66). Coaching in an organization has come to grow dramatically as some of them are actively working to create a coaching culture ("Coaching in a business environment," 2019). Usually, they are personalized and customized and often done one-on-one with specific company objectives in mind. Coaching is not counseling or a disciplining system, but it is a process that helps the one being coached improve in his or her capabilities.
Importance of the HRM Issue
Employee development involves integration of programs that are offered in a certain period of time to give individuals skills in order to make them maximize their potential in working towards the company’s goals (Jacobs & Washington, 2003, p. 344). As a process, the employee development can bring about big benefits to the organization and to the employee as well. Some socialization outcomes have come about as a result of employee development, among them being success, intent to quit, job satisfaction and commitment. Statistics indicate that satisfaction with one’s job and commitment to the organization are significantly linked with taking part in training courses and activity provided by the organization for development.
Coaching is an employee development methods that has brought about positive outcomes. According to a survey conducted in 2015 by the International Coach Federation (ICF) and Human Capital Institute (HCI), a strong culture of coaching has led to an increase in performance and employee participation ("Coaching in a business environment," 2019). The survey reported improvements in working in teams, increased participation, greater productivity, improved relationships between employees and improvement in leadership. An employee can get benefit from coaching which would help them solve their problems and excel in their work. An example of coaching applications is in diverse coaching, where it can be used as a tool to correct individual employees who may have acted in an inappropriate, harassing or discriminative behavior, and also in assisting workers in different age groups in understanding different views and skills of different generations in the workplace and how they can help each other meet the organizational goals.
Goal-setting is an effective tool that aligns the organization’s direction strategically, and also its performance expectations and employee objectives. Allowing employees to formulate their own goals gives them rewards for them to become responsible individuals in their contribution to the organization (Liddell, 2013). This leads employees and the whole company to anticipate for the future and formulate goals that would lead to success.
Conflicting views
Unfortunately, employee development has its downsides. One of them is that training of employees takes so much time ("Employee development: The pros & cons of training staff," 2019). The time to train them is usually from a normal working day, therefore affecting productivity in the office and the work in general. The work progress may be affected depending on the number of employees being trained. Another disadvantage is that sometimes professional training is needed which is very costly ("Employee development: The pros & cons of training staff," 2019). External training and advanced courses are pricy and the company may not have the finances to accommodate it. Another monetary issue is that employees may expect compensation after training for the achievement and the added value they will bring to the company.
Sometimes people do not prefer coaching, and it is not for everyone. Employees may be open to feed back while others being unwilling to change ("Coaching in a business environment," 2019). The tool used to coach could be effective, but the person being coached unwilling. Their unwillingness to commit would make them lose respect from their fellow employees and also lose being opened to a new world and gain skills that would allow them to achieve their goals. This not only affects them but also the organization, which may lose profits and benefits due to poor employee development as a result of lack of or inadequate coaching.
Goal-setting also has its disadvantages, one of them being incentivizing bad behavior. Employees can go too far with their goal achieving desires especially in companies that set aggressive goals. They may perform unethical actions in order to avoid the sanctions for not hitting it. Further than that, aggressive goal-setting can easily backfire because the human brain does not comply with achieving such an audacious goal. The fear of failure is a great demotivator in achieving ‘stretch goals or aggressive goals. Leading them refrain from pursuing such goals.
Impact to other HRM functions
Goal-setting has a direct impact to assuming control in Human Resource Management. Planning, organization and directing and checking performance of an employee is done then measured against the goals. Control measures are then taken if performance has gone against the plan. HRM controlling makes sure that advantage is gained in competition and risks are identified early. Goal-setting ensures impacts controlling by determining value added of all HR measures. Improving efficiency, creating transparency and ensuring high quality reporting.
Coaching has an impact on performance appraisal which is positive. This is the checking and analyzing of employee performance in order to boost their engagement and improve results. Coaching through 360-degree feedback can assist in evaluating employee feedback from their area of working, that is, from other employees, customers and managers ("6 performance appraisal methods that boosts employee performance," 2020). This would remove any bias in reviewing performance and also allow a greater comprehension of individual competences. Coaching would also impact performance appraisal by offering employees an opportunity to evaluate their strength and weaknesses by checking their performance (Bouskila-Yam & Kluger, 2011, p. 140).
Employee development would greatly affect employee welfare. By increasing employee job satisfaction through development of their skills, their welfare also is taken care of. The workforce would be kept mentally healthy therefore being of great benefit to the organization. Happy employees stay; therefore, their welfare is important to retention rates. The longer people stick to their jobs, the more proficient they become, hence having a big impact on their productivity. Welfare is also very important to company culture, especially in tech companies. Such companies influence how workplaces are run through factors such as work-life balance, embracing cultural diversity and flexibility.
Conclusion
The above research results indicate the importance of creating an employee-oriented culture through employee development, goal-setting and coaching. We have seen its influence on employee culture and on employee performance by affecting employee attitude and behavior. From a Human Resource Management perspective, employee development, goal-setting and coaching seems like an important issue, both to individual staff and whole organizations. Undertaking more research on this issue would help in improving of long term performance in the organization.
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