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The following prompts were used:

“Good morning, Chat. Based on the following pdfs and PowerPoints I will upload, can you create a structure for a 4000-word report, that will hit all the criteria for the assignment. Please also include a rough guide on word count for each part. The Assignment details are in the document titled BMSK5010 Common Assessment Criteria. Can you also suggest some research pertinent to the assignment, as I do need to include 20 references at least, from appropriate and relevant sources that pass the CRAAP test. Thank you.” 05.10.2026 – 09:43am – Version GPT 6

“Hi Chat, could you please proofread the document attached, and point out any inconsistencies in spelling or references. thank you. Also, what version of GPT is this?” 10.10.2026 – 19:44 – Version GPT 6

The documents attached were the PowerPoints for each session, the Assessment guide and criteria, and several of the pdfs included in the Additional Sources tab in Moodle.
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Employee development is an important consideration for organisations seeking to maintain performance while responding to changing operational requirements. Within Amazon’s UK fulfilment operations, associates carry out a range of activities that depend on technical knowledge, accurate processes and effective coordination between employees and departments. Opportunities to develop these capabilities may contribute to operational efficiency, employee engagement and internal career progression. Nevertheless, the benefits depend on whether development addresses genuine needs, is accessible to employees with different circumstances and is supported by suitable assessment and feedback. Developing employees therefore involves more than delivering training; it also requires consideration of individual expectations and organisational priorities.
This report examines how employee development can be planned and managed within an Amazon fulfilment centre, using academic research alongside observations of local working practices. It first critically assesses the potential benefits of development for the organisation and its employees, before considering how career aspirations and expectations can be understood and managed. It then evaluates the suitability of coaching, mentoring, formal training and practical workplace experience for different development needs. The final section applies these principles to an anonymised Tier 1 Inventory Control and Quality Assurance (ICQA) associate seeking progression to a Tier 3 ICQA Team Lead position. A Training Needs Analysis, Personal Development Plan and performance evaluation framework are provided in Appendices A, B and C respectively. The report considers how structured development and clearer performance feedback might support progression, while acknowledging the influence of operational demands, selection requirements and the availability of suitable opportunities.
[bookmark: _Toc242641722]Impacts of developing individuals
Employee development is an important part of workforce management because it can improve current performance while preparing employees for changing organisational requirements. The Michigan Model developed by Fombrun et al. (1984) links four human resource management functions: selection, appraisal, rewards and development. These functions are intended to operate together in support of business objectives. Applied to Amazon's fulfilment operations, the model suggests that employees should be selected for development according to both demonstrated capabilities and operational needs, assessed against clear criteria, and offered further opportunities on the basis of their performance. Appraisal results should also inform decisions about further responsibilities or recognition, although completion of development activities should not automatically guarantee promotion. For example, an associate who has demonstrated technical competence in Inventory Control and Quality Assurance (ICQA) may benefit from additional problem-solving training, whereas an associate interested in supervising others may require assessment of communication and decision-making skills. This approach could make development more relevant and reduce unnecessary expenditure. Nevertheless, the Michigan Model places considerable emphasis on organisational requirements and can give insufficient attention to employees' personal expectations or the accessibility of opportunities. A development strategy focused only on immediate productivity may also fail to prepare employees for future responsibilities.
The wider contribution of learning and development extends beyond the acquisition of job-specific skills. Brassey et al. (2019) identifies five strategic areas: attracting and retaining talent, developing people's capabilities, creating a values-based culture, strengthening employer reputation, and motivating and engaging employees. These areas may reinforce one another when individuals see clear opportunities to improve their competence and progress within an organisation. Jiang et al. (2012) found that human resource practices designed to improve employee ability, motivation and opportunity were associated with organisational outcomes including reduced voluntary turnover and improved operational performance. For Amazon, developing experienced associates could support continuity of knowledge, lower the need to recruit externally for specialist tasks and strengthen the internal supply of potential supervisors. Benefits may be particularly valuable where turnover creates repeated recruitment and induction costs, although such savings would need to be measured rather than assumed. Formal initiatives such as Career Choice, through which eligible UK employees can receive funding towards recognised qualifications, also demonstrate investment in development beyond immediate operational demands (Amazon, n.d.). These programmes may contribute to the organisation's reputation as an employer, although the existence of a programme does not demonstrate that all employees can access it or that participation leads to advancement.
Operational benefits are most apparent when training addresses an identifiable requirement. For instance, associates working with inventory discrepancies may need instruction in systems used to correct stock records, while employees being prepared for temporary Team Lead responsibilities may need support with task allocation, responding to performance concerns and managing competing priorities. Both forms of development can reduce dependence on a limited number of experienced employees, but they involve different skills and should not be evaluated in the same way. Aguinis and Kraiger (2009) identify potential benefits for individuals and organisations, while Baldwin and Ford (1988) emphasise that training must transfer into sustained workplace behaviour. Providing experienced associates with presentation materials and asking them to demonstrate a process may be efficient in the short term, but technical knowledge alone does not establish competence in delivering or assessing training. Similarly, a signed attendance or training record offers limited evidence that the learner can perform independently. Assessment through observation, accuracy checks or feedback after training would therefore provide stronger evidence of its value. This distinction is important when training is delivered informally by colleagues rather than employees prepared specifically for teaching. These arrangements also require time and resources, potentially affecting productivity while employees and supervisors are away from their normal duties.
Development can also benefit individuals through increased confidence, broader employment opportunities and improved professional competence. An associate seeking career progression may acquire transferable leadership skills through supervised responsibilities, while another employee may prefer to deepen technical expertise without seeking promotion. For employees, such development can increase employability both within and outside the organisation, even where immediate promotion is not available. Recognising these different expectations could improve engagement, particularly when individuals retain some choice over their development. Gagne et al. (2022) relate employee motivation to the psychological needs for competence, autonomy and relatedness, suggesting that support and involvement matter alongside the availability of training. At organisational level, Kim et al. (2026) found a statistically significant but modest positive relationship between training and performance across 159 studies, with differences according to context. Consequently, increased training activity should not be treated as proof of improved outcomes. Access may also differ according to working patterns, eligibility and personal commitments. Development is more likely to justify its cost when objectives are clearly defined, employees have opportunities to use new skills and both individual progress and operational results are reviewed. For Amazon, the main consideration is therefore not simply how many employees complete training, but whether their subsequent performance and career development reflect the intended benefits.
[bookmark: _Toc242641723]Managing employee expectations
Managing expectations regarding employee development requires an understanding of individual career interests and the opportunities that an organisation can reasonably provide. Holland’s (1997) Model of Vocational Choice identifies six interest orientations: Realistic, Investigative, Artistic, Social, Enterprising and Conventional, proposing that compatibility between these interests and the working environment can contribute to occupational satisfaction. Within Amazon, an associate interested in investigating stock discrepancies may be attracted to Inventory Control and Quality Assurance (ICQA), where analytical and procedural skills are important. An employee who gains satisfaction from supporting colleagues may instead favour Learning and Development (L&D), while someone interested in organising work and directing teams may seek operational leadership. These examples illustrate how different expectations can exist among employees performing similar entry level duties. Hoff et al. (2020) found a positive, although relatively small, relationship between vocational interest fit and job satisfaction, while Nye et al. (2012) identified associations between interests, occupational fit and performance. Nevertheless, Furnham (2001) identifies methodological and conceptual limitations in using vocational categories to explain person–organisation fit. Holland’s model should therefore provide a starting point for career discussions rather than serve as a means of labelling employees or predicting promotion outcomes.

Schein et al. (2023) extend the consideration of employee expectations through Career Anchors, which examine the values and motives that individuals regard as particularly important in their working lives. Their updated framework includes technical functional competence, general management, stability and security, challenge and risk, and life work integration, among other categories. These priorities can lead employees with comparable abilities towards different choices. For instance, an experienced ICQA associate may value becoming a specialist rather than supervising a team, while another may seek the wider responsibility associated with a Team Lead position. An employee prioritising security may be unwilling to accept a change of contract or uncertain working pattern, even where promotion offers higher earnings. Similarly, an employee with childcare or other personal commitments may favour opportunities compatible with reduced or varied hours. The Chartered Institute of Personnel and Development (CIPD, 2023) reported that 71% of surveyed workers considered flexible working important when choosing a new role, indicating that flexibility can influence career decisions. This does not establish that every operational role could be performed flexibly, particularly where physical attendance is essential. Career anchors can assist managers in recognising such competing priorities, although employees may identify with several anchors and their circumstances can change. Development expectations should consequently be reviewed rather than treated as fixed.
Alignment between individual aspirations and Amazon’s operational requirements depends on identifying opportunities that are both desirable and achievable. Where an employee aims to progress into management, discussion should address the competencies, working arrangements and selection requirements associated with the intended position. A different approach may be necessary for someone seeking to broaden technical knowledge without assuming supervisory duties. Managers should also distinguish a lack of readiness for progression from barriers such as limited vacancies, course eligibility or unsuitable shift patterns. Promising advancement solely because an employee has completed training could create expectations that the organisation cannot fulfil. Egan et al. (2004) found that organisational learning culture was associated with job satisfaction and motivation to transfer learning, while learning culture and job satisfaction were negatively related to turnover intention. Their study involved American information technology employees and establishes associations rather than proving that particular development practices cause employee retention in UK warehouses. Even with these limitations, it indicates that providing courses without maintaining a supportive learning environment may restrict their value. Clear communication about opportunities, fair access to developmental responsibilities and constructive feedback are therefore relevant to both employee expectations and the organisation’s ability to retain skills.
A practical method of managing expectations would involve regular career discussions supported by an individual development record. Initial conversations could establish the employee’s interests, relevant experience, preferred direction and circumstances affecting participation. Managers could then compare these aspirations against role requirements, identify demonstrable skill gaps and agree realistic short-term objectives. An associate interested in ICQA leadership, for example, might first complete supervised problem-solving and task-coordination activities; one interested in L&D might observe an experienced trainer before delivering supported instruction. These are possible pathways rather than confirmed Amazon programmes, and access would depend on local approval and resources. Locke and Latham (2002) demonstrate the motivational importance of specific, challenging goals and feedback, supporting an approach in which progress is reviewed against agreed evidence rather than informal impressions. Written summaries of discussions and interview feedback could also help employees understand why development priorities have been selected and what remains outside their control. Responsibility should be shared: managers provide clarity, reasonable support and fair assessment, while employees participate in development and reassess their goals when circumstances change. Such an approach would not guarantee promotion, but it could improve the quality of career decisions and provide a sound basis for selecting development methods.
[bookmark: _Toc242641724]Development vehicles
The suitability of a development method depends on the capabilities required, the employee's existing experience and the resources available within the organisation. Coaching offers targeted support for improving particular behaviours or tasks, making it appropriate for an associate who is technically competent but needs to develop communication, delegation or decision-making skills before undertaking supervisory duties. At the fulfilment centre examined, feedback and informal guidance may be obtained from experienced Team Leads or managers, although no separate formal coaching programme has been identified. Coaching could therefore be introduced through short, scheduled discussions supported by observed practice and agreed goals. Jones et al. (2016) reported positive outcomes from workplace coaching, but their meta-analysis excluded manager–subordinate and peer coaching; its findings cannot be applied directly to informal guidance provided by a warehouse supervisor. A later review by Cannon-Bowers et al. (2023) also found positive effects but emphasised the need for clearer definitions and longer-term evaluation. Coaching may be relatively economical when provided internally, yet it requires protected time and managers who can give constructive feedback. Such meetings should focus on observable behaviours, such as the clarity of communication or responses to disagreements, rather than general judgements about personality. Under operational pressure, unscheduled conversations risk becoming instructions about immediate performance rather than genuine development.
Mentoring differs from coaching by providing broader guidance based on a more experienced employee's knowledge of career progression and organisational expectations. This may suit associates interested in supervisory roles who need to understand responsibilities beyond their existing tasks, including workload planning and supporting colleagues. Allen et al. (2004) identified benefits associated with mentoring, although associations with objective career outcomes, such as advancement, were small. Mentoring should therefore not be presented as a guarantee of promotion. At the building examined, new proxy or step-up Team Leads have generally learned from experienced colleagues after receiving an approved assignment, rather than accessing structured mentoring beforehand. Opportunities for shadowing or preparing for a proxy position depend largely on managerial approval and operational need. A voluntary mentor arrangement could improve preparation before a vacancy arises, particularly if managers establish development objectives and written feedback. Nevertheless, an entirely informal approach may favour associates with existing managerial relationships and leave those on less flexible contracts with fewer opportunities. A system allowing employees to register interest in different departments might reduce dependence on informal recommendations, although managers would still need to explain how suitable candidates are selected. The availability of mentors and the time required to provide guidance would remain practical limitations.
Formal training is more appropriate where consistent procedures, compliance or specialist technical knowledge are essential. In the centre examined, Tier 1 instructors are prepared by Learning and Development to teach basic operational processes, while specially trained instructors deliver more advanced instruction, such as Problem Solve. Some induction activities are delivered through scanner-guided learning, with instructors available to clarify material and support orientation. Mandatory refresher topics, including hazardous materials and safe manual handling, may involve online presentations followed by brief knowledge tests during paid working time. Such methods allow standardised content to be delivered to multiple employees, although successful completion of a short test cannot establish practical competence in every situation. Salas et al. (2012) emphasise that effective training depends on needs assessment, instructional design and support for applying learning. Shukla et al. (2024) similarly identify learner characteristics, digital skills, training design and organisational conditions as factors affecting online learning transfer. The use of varied instructional methods may address different task demands, but matching employees to presumed fixed 'learning styles' is not well supported by evidence (Pashler et al., 2008). In technical areas, trainees could be asked to complete a task independently and explain the reasons for their actions, providing more meaningful evidence than confirmation of attendance alone. Practical demonstration and observation would therefore be appropriate additions to presentation-based assessment.
Job shadowing, cross-training and temporary appointments provide opportunities to apply learning in operational settings. An associate preparing for leadership might observe an experienced Team Lead, gradually undertake planning or coordination tasks and receive feedback before working independently. Cross-training in another department may broaden understanding of interconnected processes and increase staffing flexibility, but at the centre examined these opportunities are generally allocated in response to business requirements. Proxy assignments and moves between departments depend on approval, with entry to a leadership pool often influencing eligibility. Consequently, opportunities may not arise when an employee is ready to develop. The ability to cover shifts and maintain reliable attendance is operationally relevant, although selection based heavily on availability could disadvantage competent part-time employees with caring responsibilities. Where operational cover permits, shorter shadowing periods across several shifts might offer part-time associates a more accessible pathway than extended temporary assignments. Lacerenza et al. (2017) found that leadership training effectiveness varies with its design and implementation, supporting the use of planned practical experience rather than assuming that shadowing alone is sufficient. For employees requiring specialist process knowledge, formal instruction followed by supervised practice is likely to be most suitable; for prospective leaders, a combination of mentoring, focused coaching and staged responsibility would better address wider capability needs. Clear selection criteria, feedback and measures of subsequent performance would also make development more consistent and easier to evaluate.
[bookmark: _Toc242641725]Identifying development needs and performance management
The identification of employee development needs involves comparing existing capabilities with the requirements of a future role, rather than assuming that satisfactory performance in a current position demonstrates readiness for promotion. A Training Needs Analysis (TNA) should consider job requirements, evidence of workplace performance, individual aspirations and observations from an experienced manager. At the Amazon fulfilment centre examined, associates are generally monitored through routine quality and productivity measures after completing operational training, with further attention often prompted by declining performance. Although necessary for maintaining operational standards, this approach may overlook employees whose performance is satisfactory but who could benefit from more advanced development. Opportunities to demonstrate additional abilities may also depend on managerial approval and operational requirements. DeNisi and Murphy (2017) discuss the complexities of performance appraisal, including the selection of appropriate criteria and interpretation of results. Consequently, evaluating development needs requires more than relying on performance figures or informal managerial impressions. This approach can be applied to an anonymised Tier 1 Inventory Control and Quality Assurance (ICQA) associate seeking progression into a permanent Tier 3 ICQA Team Lead position. The individual has previously undertaken temporary leadership assignments across several departments, including Pack, Vendor Returns and ICQA, supported colleagues in using specialist problem-solving tools and developed operational guidance. These experiences indicate existing operational knowledge, communication skills and familiarity with supervisory responsibilities, although they do not establish that every competency required for permanent appointment has been assessed. The TNA presented in Appendix A therefore identifies potential development needs in leadership feedback, coaching, data interpretation and interview preparation, while recognising previously demonstrated capabilities. Where evidence is incomplete, further assessment may be more appropriate than automatically prescribing additional training. Similarly, restrictions arising from limited vacancies, working arrangements or managerial approval should be distinguished from individual training needs.
Following the TNA, a Personal Development Plan (PDP) should translate the identified needs into specific activities, measurable objectives and agreed timescales. Appendix B presents a proposed six-month development programme for the selected ICQA associate, focusing on strengthening existing leadership capabilities and addressing areas requiring further development. The first objective involves improving leadership and team coordination through mentoring with an experienced Team Lead, approved shadowing opportunities and practical exercises involving task prioritisation and operational decision-making. Such activities would build upon previous temporary leadership experience while providing more structured feedback. A second objective concerns coaching and employee management. Although the associate has experience providing technical instruction to colleagues, this does not necessarily demonstrate competence in delivering developmental feedback or assessing the performance of others. Observing experienced leaders and completing supervised coaching exercises could therefore provide further opportunities to develop these skills. The third objective involves assessing existing data interpretation capabilities and providing additional training where necessary, particularly in analysing ICQA performance information and identifying operational concerns. Interview preparation forms another development objective, including obtaining feedback from previous selection processes, preparing structured examples of professional achievements and completing practice interviews. This activity would improve the presentation of existing experience without assuming that previous unsuccessful applications resulted from inadequate leadership abilities. Locke and Latham (2002) support the importance of specific, challenging objectives accompanied by feedback, while Beausaert et al. (2013) indicate that participation in a PDP does not automatically result in improved competence. Development activities should therefore produce evidence of learning through practical demonstrations, assessed exercises and documented feedback rather than relying exclusively on training completion. Reviews at weeks 6, 12, 18 and 24 would allow the employee and manager to assess progress and adjust activities where appropriate. Responsibilities would be shared between the employee, manager and an experienced mentor, with consideration given to operational requirements and the individual's working arrangements. Since shadowing and temporary leadership assignments require management approval, simulated exercises may provide alternative opportunities for development where practical experience cannot be arranged. Any restrictions affecting participation should be recorded separately from the employee's performance.
Performance management should establish whether the development activities have improved relevant competencies and whether these improvements can be demonstrated in the workplace. Appendix C outlines the proposed monitoring and evaluation arrangements, combining formative assessment throughout the six-month period with a summative assessment upon completion. Kirkpatrick and Kirkpatrick (2016) distinguish four levels of training evaluation: reaction, learning, behaviour and results. Within the proposed PDP, employee feedback on mentoring and training would provide evidence of reaction, while successful completion of leadership scenarios, reporting exercises and practice interviews could demonstrate learning. Behavioural improvement would require evidence that the employee applies developed communication, decision-making and coaching skills during authorised workplace activities. Organisational results might include improved coordination of tasks or more consistent handling of operational concerns, although such outcomes would be difficult to attribute solely to one employee's development. Reio et al. (2017) identify limitations in the practical application of Kirkpatrick's model, suggesting that evaluation should remain proportionate to the activities undertaken. Miller's (1990) Pyramid offers a complementary approach by distinguishing between knowing, knowing how, showing how and doing. Although originally developed for clinical assessment, the model illustrates why theoretical knowledge or successful completion of simulated exercises does not necessarily establish competence in performing leadership duties independently. Practical observations and subsequent performance reviews would therefore provide stronger evidence of workplace application. Feedback should be specific, documented and discussed with the employee, recognising both existing strengths and areas requiring improvement. Katz et al. (2023) identify relationships between feedback orientation and performance-related outcomes, supporting the importance of employee participation in the evaluation process. At the end of the six-month period, a written review would compare demonstrated competencies with the objectives established in Appendix B and identify any remaining development requirements. Objectives not achieved because of limited opportunities should be distinguished from those where performance has not met the agreed criteria. Completion of the PDP would provide documented evidence of professional development but would not guarantee promotion, as vacancies, eligibility and formal selection processes remain separate considerations. Overall, this approach could establish a more consistent and transparent method of recognising employee capabilities and preparing individuals for future responsibilities.
[bookmark: _Toc242641726]Conclusion
Employee development within Amazon’s fulfilment operations has the potential to improve operational accuracy, strengthen internal leadership capabilities and support employee engagement. These benefits are not achieved through training provision alone, as effective development must respond to organisational requirements while recognising differences in employee interests, expectations and working arrangements. Coaching, mentoring, formal instruction and supervised experience each offer advantages, although their suitability depends on the skills required, available support and opportunities to apply learning. Reliance on informal development opportunities or routine performance monitoring may leave some employee capabilities unrecognised, particularly when individuals meet existing expectations without receiving further assessment. The proposed approach for an experienced ICQA associate demonstrates how a Training Needs Analysis can distinguish existing competencies from areas requiring further development. A structured Personal Development Plan incorporating mentoring, practical exercises, interview preparation and regular feedback could provide a more consistent approach to progression towards an ICQA Team Lead position. Evaluation should consider demonstrated competence and the practical application of learning rather than training completion alone. Although development cannot guarantee promotion or overcome restrictions associated with vacancies and working arrangements, clearer objectives, consistent assessment and documented feedback could improve the effectiveness and fairness of development decisions. Ultimately, organisations that fail to recognise and develop existing talent risk losing valuable experience and limiting their future leadership capabilities, making structured employee development a long-term organisational necessity rather than simply a training activity.
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Appendix A— Training Needs Analysis (TNA)

Employee: Anonymised Tier 1 ICQA Associate, Amazon UK

Target position: Tier 3 ICQA Team Lead

Development objective: To identify the training and development requirements necessary to support progression from an ICQA Associate into|
apermanent ICQA Team Lead position.

Competency Existing skills and experience \dentified development need
N Extensive ICQA experience, including investigating Waintain technical knowledge and develop

Operational knowledge and |, e repancies, identifying root causes and|  understanding of wider departmental performance

problem-solving
using specialist tools requirements
- Previous temporary Team Lead assignments
Leadership and team Further supervised leadership experience, supported
e tion involving workload coordination, employee support oy et e
and process improvements
Communication and employee | Experience training colleagues, sharing knowledge | Develop formal coaching, performance feedback and
development and providing guidance employee management skills
Data interpretation and Experience using operational informationto | Assess existing analytical capabilties and develop.
reporting investigate discrepancies and identiy issues more advanced reporting skills where required

Interview and selection skills

Previous leadership interviews and temporary
‘appointments, but imited formal feedback

Obtain interview feedback, identify areas requiring
improvement and undertake structured interview
preparation

The TNA identifies preliminary development requirements based on the employee's experience and intended career progression. Existing
leadership capabilties should be formally evaluated before additional training needs are confirmed. The findings willinform the Personal
Development Plan presented in Appendix B





image3.png
‘Appendix B — Personal Development Plan (PDP)

Development period: Six months

Purpose: To address the development needs identified in Appendix A through structured leaming, mentoring, practical experience and performance feedback. Activities
will be subject to operational requirements and management approval.

Development objective Proposed activities Timescale Responsibility Evidence of achievement
"Arrange mentoring with an experienced ICQA Team
. Lead and undertake approved shadowing Mentor feedback and satisfactory
Improve leadershipand | . iiec practise priorfising tasks and resolving | Weeks 112 | EMPoyee, Team Leadand | 0 bt o o operational
team coordination skills ™. .2 issues through practical or simulated manager decision-making exercises
exercises.
Develop coaching and | Observe experienced leaders providing feedback and coacc“m"’esc"“ of two Kmn&meden
employee management | supporting associates. Practise coaching techniques | Weeks 516 |  Employee and mentor | (“oo° 719 SeefE oS o
skills through supervised activiies or role-play scenarios. We'““‘g engihs
= 2 ‘Assess existing analytical abilties and complete ‘Completion of two reporting
 Strengthen and | relevant training where gaps are identifed. Practise | | o - exercises demonstrating accurate
- interpreting ICQA performance information and Employee and manager interpretation and appropriate
epoting) identifying operational concerns. recommendations
o Wiitten feedback from practice
intervi Request feedback from previous interviews, prepare P mer
[mercye) structured STAR examples and complete two mock | Weeks 2-20 Employee and interviews, demonstrating improved
performance s e manager/mentor structure, clarity and evidence of
manag achievements
) Conduct scheduled reviews to assess completed Updated PDP, documented
Monitor and evaluate | e giscuss feedback and adjust objectives Weef:'z:zv "8 | Employee and manager | progress and final development

where necessary.

assessment

Expected outcome: By the end of the six-month period, the employee should have developed further evidence of leadership competence, improved interview preparation
and a clearer understanding of any remaining requirements for progression. Completion of the PDP would not guarantee promotion, as appointment remains dependent
on vacancies and formal selection processes.

Performance monitoring and evaluation of the development activiies are detailed in Appendix C.
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Appendix C — Performance Monitoring and Evaluation

Purpose: To monitor progress against the Personal Development Plan (Appendix B), assess the effectiveness of development activities
and identify any remaining development requirements.

‘Assessment method ‘Application to the PDP. Evidence and evaluation
Formath Ongoing feedback folowi o, o, ﬁgreme:e;:dgsv:eelss,g:ms,m
assessment leadership exercises and interview preparation. engihs equring improvement

documented
Reaction: Employee feedback on training and mentoring. | 2y formes, completed exercises, observations|
ick's Four | Leaming: Assessment of knowiedge and skills acquired o elosant perormanca miommat:

Kirkpatrick Behaviour: Observation of skills applied during authorised  relevant performance nformatio

Levels o g o Organisational improvements should not be
workplace activities. Results: Consideration of any attributed to training without sufficient evidence.

identfiable improvements in operational performance.
Knows: Understanding leadership responsibilties. Knows
Knowledge assessments, scenario exercises,

how: Explaining appropriate operational decisions. Shows
how: Demonstrating skills in simulations or supervised supervisor observations and practical

Miller's Pyramid
exercises. Does: Applying skills independently during demonstrations.
authorised workplace duties.

i o . Week 24 review of completed activities,
Summative Final evaluation against the development objectives 4 ted cCompetoncies and remams
assessment identified in Appendix B. femonsit: a ompet o remanng

[Witten feedback and updated development records,|

Performance
- Structured discussions between the employee and manager| " | e Lre
appraisal and o d e o mmmrecw'mﬁlﬂﬂﬁmm

Evaluation and Follow-Up
Development objectives will be recorded as achieved, partially achieved or not yet demonstrated, based on agreed assessment criteria

and supporting evidence. Where practical opportunities have not been available because of operational restrictions, these will be.
documented separately from employee performance.

The final review will determine whether the development activities have improved the employee's demonstrated competencies and identify
any additional support required. Completion of the plan will not guarantee promotion, as appointment remains dependent on organisational|
requirements and formal selection processes.

A subsequent review may be arranged to assess whether newly acquired skills have been maintained and applied in the workplace.
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