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[bookmark: _Toc210917595]Introduction
This report examines the role of innovation and individual development in the workplace as major drivers of organisational growth, efficiency, and long-term sustainability. It investigates how integrating employee development into a company's vision, goal, and strategy improves performance, engagement, and workplace culture. The report evaluates numerous learning and development vehicles, including mentorship, shadowing, and formal courses, and explains how each strategy promotes information transfer, skill acquisition, and personal improvement. Further analysis includes a GAP analysis to identify existing and desired skills, as well as a Personal Development Plan (PDP) that outlines defined activities and timetables for effectively closing skill gaps. Furthermore, SMART objectives are utilised to guarantee that development goals are clear, measurable, attainable, relevant, and time-bound, allowing for consistent evaluation and reporting. Collectively, these methods provide a clear framework for managing individual expectations, encouraging continual learning, and aligning employee development with organisational goals. The report indicates that investment in organised professional development not only enhances individual skill, but also promotes innovation, enhanced culture, and long-term cost effectiveness within the company.

[bookmark: _Toc210917596]Potential benefits to the organisation when developing individuals in the workplace.
[bookmark: _Toc210917597]Innovation
Innovation is the process of creating new ideas, goods, services, or procedures that add value while also improving efficiency, competitiveness, and customer happiness. In the corporate world, innovation is critical because it allows organisations to adapt to changing market conditions, fulfil developing client expectations, and distinguish themselves from rivals. It promotes growth by creating new income streams, streamlining operations, and increasing productivity. Furthermore, innovation promotes resilience, helping organisations to remain relevant in dynamic circumstances while achieving long-term success. Ultimately, firms that prioritise innovation are better positioned to gain a competitive advantage and provide more value to stakeholders. (Crossan et al., 1999), imply that four psychological and social learning processes occur at these various stages of organisational learning: intuiting, interpreting, integrating, and institutionalising. They also suggest that some individuals possess entrepreneurial intuition, which allows them to establish innovative connections and identify emerging interconnections. However (McGrath, 2001) says, work design has a role in stimulating inventive learning through exploratory initiatives that need minimal prior knowledge and aim to learn about unknown terrain. Research suggests that focussing on variance-seeking rather than mean-seeking might lead to more innovation. According to (Ellström, 2001), workplace learning is inherently creative in that it creates change. Organisational learning is often defined as "changes in organisational practices mediated by individual learning or problem-solving processes."
[bookmark: _Toc210917598]Long term cost saving
Developing individuals in the workplace has considerable long-term advantages for a business, notably in terms of cost savings and increased efficiency. Organisations that engage in employee training and development create a trained and adaptive workforce that can complete jobs more efficiently, eliminating mistakes, rework, and lost resources. Employees who have received proper training are more engaged and motivated, which leads to improved retention rates and cheaper recruiting and onboarding expenses. Furthermore, cultivating internal talent decreases the need for costly external hiring and consulting, since current personnel are better prepared to take on increasingly complicated duties and leadership roles. Over time, this strategic investment not only boosts productivity and creativity, but it also saves money, promoting long-term corporate success. According to (Shields & Young, 1992), many businesses have discovered that establishing a long-term employment relationship is the greatest method to maximise all employees' potential for cost savings in the long run. For example, a human resource strategy focused on long-term employment, staff cross-training, continuing education, job rotation, and work teams develops an organisational skill set that allows a company to respond quickly to changes, opportunities, and threats.
[bookmark: _Toc210917599]Knowledge
The potential advantages of knowledge in developing individuals at work show substantial long-term value, but it also indicates circumstances and trade-offs that businesses must manage. Knowledge sharing and acquisition boosts individual creativity and inventive conduct. According to (Lee, 2018), sharing information in a socio-technical environment boosts creativity. Similarly, recent research of IT industry workers in Pakistan found a significant connection between knowledge management and learning opportunities and job satisfaction, and hence skilled personnel retention (Naseem et al., 2025). These improvements can lead to long-term cost savings, lower turnover, reduces recruiting and training expenses, improved performance, reduces waste and mistakes, and innovation may result in more efficient operations or new income sources. However, these benefits are not automatic. (Sabherwal et al., 2023) discusses that the value of knowledge is determined by how it is managed. Social learning, trust, communication routes, and organisational culture all play important roles. Relying only on IT-based information transmission without interpersonal or social procedures may lower perceived knowledge value. For maximum cost savings and competitive advantage, knowledge creation must be incorporated in supportive frameworks that include both official and informal procedures.
[bookmark: _Toc210917600]Closer alignment with vision, mission and strategy
The advantages of achieving strong alignment between an organisation's vision, goal, and strategy when training employees in the workplace indicate significant upside but also possible problems that must be controlled. Empirical research demonstrates that integrating individual objectives and development plans with the organisation's vision and strategy improves clarity, purpose, engagement, and motivation. For example, (Ayers, 2015) said that employee performance increases when they understand how their jobs relate to larger strategic goals. In similar research, (Ji et al., 2024) reveals that effective communication of goal, along with strong employee engagement and leader support, has a favourable impact on quality results. From a long-term strategic perspective, this alignment supports many organisational efficiencies. It reduces wasted effort, because employees know which activities are priorities. It helps reduce resistance to change, because individuals see how change maps to the mission. It also improves retention, because individuals feel their work has meaning. As well as strengthening cultural integration, which enhances coordination and reduces duplication or conflicting activity. However, there are certain limitations where alignment is insufficient if the vision/mission/strategy is ambiguous, poorly communicated, or disconnected from realities on the ground. According to (Smith & Thomas, 2023), Overly strict alignment based on extremely explicit strategy declarations can occasionally decrease flexibility, weaken intrinsic commitment when trade-offs are apparent, and even hinder performance if people feel confined. Therefore, although close alignment of strategy, purpose, and vision in individual development provides significant benefits such as increased engagement, clarity of goals, improved performance, and perhaps fewer costs. To minimise unexpected outcomes, it must be adopted with careful consideration for communication clarity, employee participation, flexibility balance, and resource alignment.
[bookmark: _Toc210917601]Improved workplace culture
A thorough examination of how enhanced workplace culture helps organisations in the long run finds several benefits, as well as significant concerns. Research indicates that a good culture defined by shared values, supportive leadership, open communication, and psychological safety corresponds with increased employee engagement, job satisfaction, and retention (Barajas, 2024). For example, according to (Tripathi & Kalia, 2022), in their research on IT organisations, they discovered that a learning culture and a friendly atmosphere promoted organisational creativity and performance by improving staff learning agility. However, stating cultural principles is insufficient to provide these advantages. The culture must be lived and maintained. Weaknesses in culture emerge when there is a disconnect between professed principles and leadership or everyday practice behaviours, inadequate investment in communication, or when the culture becomes inflexible rather than adaptable. Furthermore, many of the studies are cross-sectional, which limits causal arguments, and what works in one area (for example, healthcare or IT) may not work in another. To summarise, developing workplace culture may result in long-term cost savings and a competitive advantage by lowering turnover, increasing productivity, and facilitating innovation. However, effective implementation necessitates constant leadership, practice alignment with ideals, and systems for feedback and change.
[bookmark: _Toc210917602]Managing an individual’s expectations in respect of personal development 
[bookmark: _Toc210917603]Wants and Needs
Individual's expectations for personal development in the workplace typically revolve around opportunities for growth, recognition, and assistance in achieving both professional and personal objectives. Employees expect organisations to provide structured and transparent mechanisms, such as performance appraisals, to help them assess their progress and identify areas for improvement. Effective assessment systems not only assess performance, but also function as developmental tools, allowing employees and managers to have meaningful conversations about career goals, skill gaps, and prospects. When these datas are leveraged to create personalised training and development programs, employees feel appreciated and motivated, which leads to increased engagement and retention. According to (Wiley, 2012), our study demonstrates that employee involvement significantly improves organisational success. Motivating employees to go above and beyond to achieve organisational goals leads to increased productivity, lower absenteeism, higher employee retention, superior service quality, delighted clients, and improved bottom-line results. Although (Velyka & Guerzoni, 2020) argues that when people are highly involved in collaboration, they may experience "collaborative overload," which means that too many requests to cooperate can deplete time and impair their performance on their primary responsibilities. The study discovered that certain critical workers (high expertise) become overloaded with cooperation expectations, reducing productivity and perhaps personal happiness. Furthermore, integrating training activities with individual and organisational goals guarantees that development efforts benefit both personal happiness and corporate success. As a result, appraisals and targeted training programmes form a mutually beneficial relationship, encouraging continuous learning while supporting strategic workforce capability and organisational performance.
[bookmark: _Toc210917604]Conflict
Conflict in the workplace can happen when an individual's expectations for personal growth differ with what the organisation can offer. For example, an individual may expect quick advancement, substantial training opportunities, or a promotion, yet the organisation may have limited resources, define growth routes, or compete objectives. The benefit of such a setup is that it allows for productive communication between management and staff, resulting in increased transparency, goal alignment, and mutual understanding. It may also encourage people to take responsibility for their own development and seek out new opportunities within their current role. However, if disappointed expectations are not addressed appropriately, they might result in frustration, diminished motivation, or disengagement. If the disagreement continues, it can have a detrimental influence on team morale, performance, and retention, emphasising the significance of open communication, reasonable goal-setting, and frequent feedback in managing development expectations.

[bookmark: _Toc210917605]Costs
Managing an individual's expectations for personal development in the workplace has substantial financial consequences that businesses must carefully consider for long-term \viability. On the one hand, creating high expectations entails allocating resources to extensive evaluation systems, training design and delivery, managerial time, and potentially external consultants or platforms. According to (Masero, 2024), in addition, training programs entail both direct expenses (e.g., instructors, facilities, travel) and indirect costs (missed productivity during training, manager/supervisor participation). Although a study by (CIO, 2001), shows that these costs, however, can be offset and perhaps outweighed if expectations are controlled appropriately and in line with actual achievements. The same study shows that investing in 80 hours of training per year per employee cost a firm $450,000, but an 8% reduction in turnover saved $453,000. This resulted in a small net gain. However, the same study found that after analysis, reducing "non-productive" training hours (and shifting to more focused, business-relevant training) produced better results, implying that over-investment without precision can reduce the return on investment (ROI). Misaligned or over-promised development can result in unhappiness if expectations are not reached, which has consequences in the form of poorer morale, decreased engagement, potential turnover, and reputational damage. To summarise, although investing in personal development is beneficial, companies must carefully evaluate and monitor both costs and returns, design programs to realistic expectations, use data and feedback to optimise investments, and maintain clear communication to minimise waste and disillusionment.

[bookmark: _Toc210917606]Opportunities
Opportunities for personal development and growth in the workplace are critical for creating engagement, motivation, and long-term organisational loyalty. Employees increasingly expect to have access to a variety of learning and development opportunities, such as mentoring, coaching, job rotations, and formal training programs that improve both technical and soft skills. Individuals frequently seek growth options such as formal training (courses, certifications), mentorship or coaching, work rotation or stretch assignments, feedback and appraisals, and support for ongoing professional development. For example, studies show that career advancement opportunities are associated with greater job commitment, less career regret, and increased "thriving" at work (Huo, 2021). Individuals demand growth chances that are linked to both objective goals and well-defined Standards. Employees want openness in what is expected of them (standards), what they are striving for (objectives), and the organisation to give viable paths and assistance to achieve those goals. Meanwhile, objectives are time-bound targets or goals that an individual aims to achieve (for example, improving a skill by a specific date, completing a training course, or achieving a project outcome). Well-constructed targets are frequently SMART (Specific, Measurable, Achievable, Relevant, and Time-bound).
[bookmark: _Toc210917607]Scope
The scope of managing an individual's expectations for personal growth in the workplace spans numerous organisational roles, including performance management, training and development, communication, and strategic workforce planning. Effective management of these expectations entails defining clear and realistic growth paths that link individual ambitions with organisational objectives. This involves defining transparent targets through performance reviews, identifying skill gaps, and offering personalised opportunities such as coaching, mentoring, and continual professional development programs. According to (De Vos et al., 2017), personal development efforts that incorporate career management frameworks improve employee satisfaction and organisational commitment. However, the scope also includes managing constraints, such as budget constraints, role availability, and organisational priorities to ensure that expectations are realistic and fair. As a result, managing personal development expectations entails more than just giving chances for advancement, but also developing an organised, communicative, and balanced approach that encourages involvement while remaining in line with corporate strategy and resource capacity.
[bookmark: _Toc210917608]Time
Managing and developing individuals' goals for personal growth necessitates a significant investment of effort from both employees and managers. The process includes several stages, such as conducting performance appraisals, holding one-on-one development discussions, identifying training needs, developing individual development plans, and tracking progress over time. According to (Armstrong & Taylor, 2020), effective performance and development planning is a continuous cycle, not a one-time event, necessitating ongoing communication and review sessions throughout the year. Managers must devote time not only to reviewing current performance, but also to mentoring and offering constructive criticism to help people achieve their goals. Similarly, employees are expected to actively participate in their own learning by attending training sessions, reflecting on progress, and putting new skills into practice. While this time investment may initially damage short-term productivity, research indicates that it leads to long-term advantages in efficiency, engagement, and retention. (Garavan, 2024). As a result, the time spent managing and growing individual expectations is a strategic investment in creating a skilled, motivated, and future-ready staff.
[bookmark: _Toc210917609]Evaluating development vehicles available to the organisation appropriate to the development needs of the individual.
[bookmark: _Toc210917610]Available Vehicles.
[bookmark: _Toc210917611]Mentoring
Mentoring is a structured developmental relationship in which a more experienced employee gives direction, support, and information to a less experienced colleague to help them improve personally and professionally. It is a powerful instrument for imparting organisational knowledge, boosting confidence, and advancing your career. According to (Bachkirova et al., 2011), mentoring not only increases learning and skill development, but it also improves engagement and retention by instilling a feeling of belonging and purpose. Mentoring benefits the business by supporting succession planning, ensuring continuity of knowledge, and developing leadership talents from within, lowering recruiting and training expenses. Individuals benefit from individualised feedback, exposure to fresh ideas, and a better knowledge of organisational goals and career paths. Mentoring can be aligned with specific development needs, such as improving leadership, communication, or technical skills, to create a targeted and sustainable approach to workforce development that benefits both employees and businesses.

[bookmark: _Toc210917612]Shadowing
Shadowing is a developmental method in which an employee observes and learns from a more experienced colleague while they perform their daily duties, gaining firsthand knowledge of job responsibilities, skills, and workplace behaviours. This hands-on learning technique helps students comprehend the expectations and reality of certain professions, bridging the gap between theoretical knowledge and real-world application. According to (Clarke & Higgs, 2014), job shadowing improves experiential learning by allowing employees to internalise organisational practices, decision-making processes, and professional standards through direct observation and reflection. For the individual, it fosters confidence, situational awareness, and a better grasp of career opportunities inside the business. Shadowing opportunities may be aligned with personal development goals, such as preparing for promotion or transferring to a new post, to generate meaningful, hands-on learning experiences that improve both individual competence and organisational performance.
[bookmark: _Toc210917613]Courses
Courses are a systematic and formal technique of personal and professional development that aims to create knowledge, competences, and certifications to support both individual and organisational objectives. These may include in-house training sessions, external seminars, validated credentials, or online learning programs intended to increase technical, management, or interpersonal abilities. According to (Emrah Atar, 2022), well-designed courses help to boost job performance, innovation, and employee engagement by offering focused learning experiences that are linked with strategic company objectives. Investing in training helps the company retain a competent and flexible staff, ensuring that personnel are prepared to meet shifting industry requirements and technology improvements. Individually, attending classes indicates a dedication to learning, boosts confidence, and expands professional options. When course participation is closely linked to individual development plans and accompanied by follow-up activities such as mentoring or performance reviews, learning is effectively applied in practice, resulting in long-term value for both the employee and the organisation.
In addition to mentorship, shadowing, and formal training, there are a range of professional development opportunities available to help individual growth in the workplace. These include coaching, in which a qualified coach works one-on-one with an employee to develop specific skills, performance, or behavioural objectives through reflective questioning and feedback. Secondments or temporary job placements allow individuals to obtain new experiences and enhance their understanding of other positions or departments, promoting adaptability and organisational insight. E-learning platforms and microlearning modules offer flexible, self-paced learning possibilities that may be accessed at any time, allowing for continual professional growth in accordance with current hybrid work patterns. Action learning projects, in which teams collaborate to solve real-world business challenges, allow employees to put their talents to use while also improving leadership and problem-solving ability. Furthermore, professional networking, conferences, and communities of practice enable employees to interact with their industry colleagues, share expertise, and keep current on developing trends. Using a blended approach that incorporates various learning vehicles increases engagement, maximises knowledge retention, and ensures that development programs are adaptive to diverse learning styles and organisational demands. (Garavan et al., 2019)

[bookmark: _Toc210917614]Which vehicle best suits the organisation?
Blaennant Farm is a small, family-run glamping pod company in a rural location that provides sustainable and nature-based lodging. With only three workers, the company has a tight-knit structure in which each member fulfils various tasks. To increase awareness and attract more clients, the company has identified the need for better marketing capabilities. The research presented here assesses the most effective growth vehicles for supporting an employee enrolled in a marketing course, considering the company's size, resources, and strategic direction. It focusses on critical areas such as knowledge, resources, and alignment with Blaennant’s vision, purpose, and strategy.

[bookmark: _Toc210917615]Knowledge
For a small company like Blaennant Farm, building marketing competence is critical to maintaining development and competitiveness in a specialised tourism industry. Among the previously stated development vehicles; mentoring, shadowing, courses, coaching, and action learning—the best combination for building marketing expertise would be formal courses supplemented with mentoring and shadowing experiences. A professional marketing course offers systematic, evidence-based instruction, allowing employees to comprehend important marketing principles such as digital advertising, social media interaction, branding, and consumer segmentation. Blaennant would benefit from having the employee handle marketing tools such as social media analytics, website design, and digital advertising rather than depending on expensive external companies. Mentoring, whether inside or outside the business, may give the contextual understanding required to effectively apply academic learning. Blaennant would benefit from having an external mentor, such as a marketing specialist from a comparable tourist firm, to assist the employee comprehend and adapt marketing principles to the unique context of rural hospitality and eco-tourism. The company can establish a balanced, cost-effective knowledge development route that suits its small-scale, hands-on company environment by combining formal learning (courses) with experiential techniques (mentoring and shadowing).

[bookmark: _Toc210917616]Resources
Given Blaennant limited size and financial capability, resource allocation for staff development must be intentional and long-term. Larger organisations may rely on substantial training expenditures, but Blaennant need cost-effective solutions with a good return on investment. Formal courses, especially online marketing programs or short certified certifications, provide flexibility and cost. E-learning solutions, such as those offered by platforms like Coursera or the Chartered Institute of Marketing (CIM), enable employees to study part-time while still contributing to regular business operations. This strategy decreases opportunity costs by eliminating extended absences while increasing learning relevance by allowing new abilities to be applied immediately. The mentorship vehicle is also a resource-efficient strategy. Mentorship ties are frequently formed through professional networks, local business groups, or tourist collaborations, and may not involve direct financial expenditures. Blaennant, for example, might form reciprocal mentorship relationships with area tourist organisations or local hospitality businesses. Such collaborations enable access to shared knowledge while also cultivating community ties, which can help the company's market visibility. Shadowing, while advantageous, necessitates careful resource allocation. It may entail temporarily relocating duties or travelling to different locations for observational learning. However, the resource investment is acceptable if it provides instant, actionable insights—such as how to manage promotional campaigns or tailor digital content for seasonal marketing. Ultimately, the best sustainable option for Blaennant Farm would be to mix low-cost online courses with external coaching.

[bookmark: _Toc210917617]Vision / Mission / Strategy
The success of any development project is dependent on its alignment with the organisation's overall vision, purpose, and strategy. The selected development vehicles, courses and mentoring strongly complement this strategy alignment. A marketing training directly supports Blaennant's strategic aim of increasing brand recognition and consumer reach. Through formal training, employees will learn how to explain the company's eco-friendly ideals and rural charm across numerous marketing platforms, reinforcing the organisation's objective in every communication. By ensuring that the employee's learning journey directly supports Blaennant's vision and mission, the company can achieve two goals which are improved marketing capability and a more unified, purpose-driven workforce.

[bookmark: _Toc210917618]Organisational Culture and long-term sustainability
Blaennant's small, family-oriented atmosphere encourages informal learning, cooperation, and flexibility—all of which are essential components of healthy growth. Implementing mentorship and learning programs in this culture can improve teamwork and foster knowledge sharing across jobs. The company's culture may also be used to make learning an ongoing process rather than a one-time event. Weekly routines might include regular talks about marketing concepts, consumer feedback, and seasonal patterns, reinforcing what has been learnt in courses and through mentorship. Over time, this fosters a learning culture in which development is integrated into daily practice, allowing for long-term growth without the need for large-scale institutional infrastructure.

[bookmark: _Toc210917619]Plans to meet the identified development needs of the individual in the workplace and how it’s used to manage performance.

[bookmark: _Toc210917620]Gap Analysis
The following GAP analysis reveals the individual's existing skills, intended future state, gaps between them, and planned development measures that are consistent with the organisation's strategic goals. The GAP analysis identifies the individual's key development requirements as improving marketing knowledge, digital marketing competency, and branding consistency.
SEO (Search Engine Optimization)
ROI (Return of Investments)
[bookmark: _Toc210917621]Personal Development Plan (PDP)
This PDP is created for the individual who will be attending the Marketing course for the company. The PDP outlines an organised approach to enhancing an individual's marketing skills using a combination of formal study, coaching, and practical application. It is consistent with Blaennant’s strategic aim of increasing brand awareness and customer involvement while encouraging personal development and confidence in marketing decision-making. See appendix B
[bookmark: _Toc210917622]SMART
This table follows the SMART framework (Specific, Measurable, Achievable, Relevant, and Time-bound) for the individual undergoing personal development. See appendix C
[bookmark: _Toc210917623]Conclusion 
Finally, effective management of individual development in the workplace is critical for promoting both personal progress and organisational success. The research emphasises that organised techniques, such as mentorship, shadowing, and formal training, give employees with the information, skills, and confidence needed to handle changing company expectations. Companies may guarantee that employee growth contributes directly to strategic goals, increases engagement, and promotes workplace culture by connecting development efforts with the organisation's vision, purpose, and strategy. The use of tools such as GAP analyses, Personal Development Plans (PDPs), and SMART objectives allows organisations to identify skill gaps, set clear, measurable goals, and track progress over time, ensuring that development efforts are targeted and effective. Furthermore, these techniques contribute to long-term cost efficiency by minimising talent shortages, eliminating mistakes, and maximising resource allocation. Finally, investing in workers' constant professional development not only improves individual potential, but also fosters organisational innovation, competitiveness, and sustainability. Businesses may foster a culture of learning and flexibility by incorporating organised development techniques into their daily operations, ensuring that staff are prepared to contribute meaningfully to both current goals and long-term organisational progress.
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	Competency Area
	Current Situation
	Desired Future Situation
	Identified Gap
	Development Actions/ Learning Vehicle
	Timescale
	Priority

	Marketing Knowledge
	Basic understanding of marketing and social media with no formal training.
	Comprehensive understanding of marketing principles, including strategy, segmentation, and promotion.
	Limited theoretical understanding and a methodical approach to marketing.
	Enrol in and complete a marketing course, then apply the ideas to Blaennant Farm's promotional operations. (Formal course)
	3-6 Months
	High

	Digital Marketing Skills
	Uses social media informally. Lacks knowledge of SEO and analytics.
	Proficient in social media strategy, search engine optimisation, analytics, and online advertising technologies.
	Limited technical skill in managing digital marketing tools.
	Complete online lessons (Google Digital Garage) and receive help from a mentor on how to use tools. (E-Learning and Mentoring)
	6-9 Months
	High

	Branding & Communication
	Inconsistent messaging and brand presentation.
	Ability to design a unified, value-driven brand identity that reflects Blaennant’s culture.
	Weak brand alignment and narrative.
	Create brand standards and a content calendar with mentor assistance. (Coaching and Mentoring)
	6 Months
	Medium – High

	Analytical & Evaluation Skills
	Limited ability to track or analyse marketing performance.
	Confident in utilising analytics tools to assess advertising effectiveness and ROI.
	Lack of data interpretation and decision-making skills.
	Follow tourist marketing specialists and prepare monthly performance reports. (Shadowing and Practical Learning)
	9-12 Months
	Medium

	Confidence & Self-Management
	Motivated yet hesitant to make decisions, with minimal marketing experience.
	Demonstrates confidence and independence in implementing marketing strategies.
	Needs assistance in applying new knowledge autonomously.
	Set personal objectives and schedule frequent mentor sessions for input and evaluation. (Mentorship and Reflective Practice)
	Ongoing
	Medium

	Networking & Industry Awareness
	Limited awareness of wider tourism and marketing networks.
	Actively engaged with local tourism boards and digital marketing communities.
	Narrow professional network and external insight.
	Participate in local tourist events and online industry seminars. (Professional networking)
	12 Months +
	Medium
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	Development Area
	Current Situation
	Desired Outcome
	Actions/ Learning Activities 
	Support/ Resources Needed
	Success Measure/ Evidence
	Timescale 
	Priority

	Marketing Knowledge
	Limited understanding of structured marketing principles.
	Gain formal knowledge of marketing strategy and tools.
	Complete a recognised marketing course (such as CIM or online digital marketing).
	Access to the online course platform; study time.
	Course completion certificate. Improved ability to design marketing plans.
	3-6 Months
	High

	Digital Marketing Skills
	Uses social media informally without strategic focus.
	Confident in SEO, analytics, and social media marketing.
	Attend online workshops (Google Digital Garage and Meta for Business). Apply new abilities to campaigns.
	Computer access, digital tools, internet connection.
	Improved online engagement and traffic numbers.
	6-9 Months
	High

	Branding & Communication
	Inconsistent brand tone and imagery across several platforms.
	Develop cohesive and consistent branding for Blaennant.
	Create brand standards and a seasonal content calendar.
	Guidance from mentor. Access to design tools (Canva).
	Consistent visual identity and messaging throughout all marketing materials.
	6 Months
	Medium- High

	Analytical & Evaluation Skills
	Limited ability to evaluate campaign performance.
	Confident in using analytics tools to measure marketing ROI.
	Shadow marketing pros and learn how to utilise Google Analytics and reporting dashboards.
	Access to analytics software. Potential external shadowing.
	Monthly performance reports produced and reviewed.
	9-12 Months
	Medium

	Confidence & Decision Making
	hesitant to take the initiative in marketing activities.
	Able to plan and execute marketing independently with confidence.
	Attend regular mentor meetings for feedback and lead at least one advertising campaign.
	Mentor availability. Encouragement from management.
	Proven autonomy and leadership in marketing choices.
	Ongoing
	Medium

	Networking & Industry Awareness
	Limited awareness of marketing and tourism networks.
	Build industry knowledge and connections for collaboration.
	Attend local tourism networking events or online webinars.
	Support for event participation (time, travel).
	Established professional contacts and new partnership opportunities.
	12 Months +
	Low-Medium


[bookmark: _Toc210917627]Appendix C
	SMART Objective
	Specific
	Measurable
	Achievable
	Relevant
	Time-Bound

	1.Develop core marketing knowledge
	Completing a credible marketing course (such as CIM or Google Digital Marketing) will help understand marketing strategy, consumer segmentation, and promotion.
	Evidence of course completion and application of knowledge in marketing plans.
	Study time allocated within weekly schedule; online course affordable and accessible.
	Builds foundational knowledge essential for improving Blaennant’s marketing and visibility.
	Within 6 months

	2.Strengthen digital marketing skills
	Learn how to manage Blaennant's online presence via practical experience with SEO, social media analytics, and content production tools.
	Improved engagement metrics, for example, a 25% increase in website traffic or social media reach.
	Access to online tutorials and digital tools (Google Analytics, Canva, Meta Business Suite).
	Enhances digital presence and supports strategic growth goals.
	Within 9 months

	3.Establish consistent branding and communication
	Create and apply a brand identity guide to ensure consistent tone, graphics, and messaging across all media.
	Visual and written content aligns with new brand guidelines in all marketing materials.
	Supported by mentor guidance and feedback from management.
	Reinforces the company's commitment to provide authentic and sustainable glamping experiences.
	Within 6 months

	4.Improve marketing analysis and evaluation
	Learn how to manage and understand marketing data to assess campaign effectiveness and make informed decisions in the future. Create and apply a brand identity guide to ensure consistent tone, graphics, and messaging across all media.
	Monthly performance reports created and reviewed; visible improvement in campaign ROI.
	Skills developed through shadowing a marketing mentor and practical application.
	Enables data-driven decision-making and resource efficiency.
	Within 12 months

	5.Increase confidence and autonomy in marketing decisions.
	Take ownership of one entire marketing campaign, from strategy to assessment.
	Demonstrated initiative and leadership; campaign delivered successfully.
	Support and feedback provided through mentoring sessions.
	Builds confidence, independence, and leadership capability.
	Ongoing – review at 12 months

	6.Build professional network and industry awareness.
	Attend tourism and marketing networking events or webinars to meet specialists and learn about industry trends.
	Evidence of at least three networking engagements and new contacts made.
	Support for time and travel from management. Access to event opportunities.
	Strengthens external awareness and potential collaboration opportunities.
	Within 12 months
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