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Developing individual is an important part of any organization. Organizations themselves develop the individuals to get better performance out of themselves. Individuals also focus on career development and to enhance the workplace relationship to get a boost in their career. Individual development also helps to tune the expectation of development to the reality of the development that that individual actually gets. This report it about my experience regarding workplace development during working in an organization in UK.
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[bookmark: _Toc530378963]Introduction: 
In this report I am going to discuss the importance of developing career of individuals. I work in an organization in UK, Harrods. I will reflect my experiences and ideas what I have gathered. The development needs of an individual are going to be explained. I will describe how efficiently I have used many kinds of strategies and plans to improve the individuals properly. To improve the skills of individuals at first I had to identify the needs, strengths, weaknesses of the individual. There are some development vehicles, techniques and I will describe those. Developing existing employees is more beneficiary than hiring the new employees for some reasons and I will describe the reasons in this report. I will take an example of an organization to support my thoughts. I will explain my own development plan for the individuals. I will connect “Harrods” in my report for a clear understanding. 






[bookmark: _Toc530378964]LO1: Critically assess the potential benefits to the organization and the individual of personally developing individuals in the workplace 
There are some potential benefits which I have gathered during working in an organization. The organization also gets some benefits (Durbin, 2008). The perspective of career development of both organization and individual are not same. I am going to tell in details. 
Perspective- 
The organization: Succession planning. Success of organization depends on succession planning, as how efficiently they make plan. 
The individual: Career planning. 
A career is something which means sequence of positions occupied by a person during the course of a lifetime. I am responsible for my own career. 
Succession of planning means to determine possible successors. 
The stages of career-
· Apprentice 
· Colleague 
· Mentor 
· Sponsor 
Life stages- 
· Young adulthood 
· Establishment 
· Mid-life 
· Late adulthood (Durbin, 2008)
In order to develop my career, I concentrated on following issues. They are discussed below- 
· Career planning: At first I made a career plan. 
I identified my own goals like what I want to achieve. 
Then I assessed my personal characteristics. 
Then I determined how the goals can be achieved. I obtained more information about goals. Then I compared personal resources and career requirements.  
Then I took my steps towards the goal through mentors and other interpersonal relationships and personal development activities. 
After all is set now I have to reassess the goals periodically and I must be progressing towards goals. 
· Mentors: Mentor is the senior person who guides us in organisation. A mentor performs various kinds of activities, such as-
Provides inside knowledge and insights into culture. 
Provides feedback on career progress, 
Provides opportunities for visibility.
A mentor can be found from seeking one out or formal company program. 

Individual career choice: 
While choosing a career plan, some factors need to be focused. They are discussed below-
· Overall life goals: Overall life goals play a vital role in choosing career. Career must be chose according to the life goals. 
· Social background: Social background needs to be considered (Durbin, 2008). 
· Personal lifestyles: I have chosen my career plan according to my lifestyles and it helps to fit us in the workplace.  
· Abilities: I should consider my abilities, what abilities I have and what I want to achieve.  
· Self-identity: I have to make my self-identity first.  
· Personality factors: I need to focus those things which will affect my personality. I shouldn’t choose any plan which will go against my personality (Durbin, 2008). 
These factors influence the individual career choice. Practical consideration is one factor that must be taken into account is the practical side (Coutler, 2016). Although there are large numbers of people who have pursued a dream and achieved that dream, most of us end up focusing on what is realistic. And, even the person who has a dream needs to assess the practical issues, if only to know what to overcome. Some practical considerations include the availability of jobs in a particular career area, where jobs are located and whether not or not the educational requirements for a particular career are financially in reach overall life goals (Leatherbarrow and Fletcher, 2014). For some individuals, choice of a career depends on how well a specific career will mesh with overall life goals. Individual differences will make a difference in the job. The MBTI (Meyers – Briggs – Personality Inventory) types and it is used in career counselling. There is also a Holland profiles includes six step process (Coutler, 2016). 



I have used many model and theorist to judge personalities of people. Here they are- 
Holland’s Model of Occupational Personality Types- 
[image: See the source image]
· Realistic                                                                      
Likes to work alone                                                 
Work with and through others 
Give nourishment and support 
Not substance thinkers 
Aiding professions 
· Investigative 
Interested in ideas, not people; substance thinker 
Inventive 
Tends to be cold, distant 
Scientist, physician 
· Artistic 
Prefers to work with ideas and materials to expose self 
Creative (internal focus) 
Single minded 
· Social 
Work with and through others 
Give nourishment and support 
Not Substance thinkers 
Aiding professions 
· Enterprising 
Control, dominate people 
Interpersonally distant 
Prefers well-defined, clear goals 
Management 
· Conventional 
Focus on details 
Looks for organised setting 
Clerical, accounting

After identifying my personality I chose my career. In my own workplace I got many benefits of developing myself in the workplace. Benefits of developing individuals in the workplace. An organisation gets a lot of benefits when it develops the existing individual without hiring new employees. Now I will discuss these. At first I crated a talent intelligence gap. 
1. I listed my organisation’s main aims for the short term, medium term and long term. 
2. Then I listed what skills are required to achieve these aims. 
3. Then I identified the skill gap between what I need and what I want. 
4. Then I will undertake a training analysis need which will mitigate my gaps. 
5. Then I will review it regularly. 
These benefits are discussed below- 
Benefits for organisation: 
· Best level of customer service: Customer service is an important thing for an organisation. The success of an organisation depends on customer service. It is a battleground for market share. The best customer services can be provided through employees but the customers need to be treated carefully, efficiently, confidently, boldly. That’s why the employees need to be trained very well in order to maintain an efficient customer value chain. It is one of the importance of developing individuals in workplace. Thus they give best output to the organisation. When customers are happy an organisation can easily be succeed and can be benefited by numerous things. 
· An engaged and motivated workforce: When I got the opportunity to develop myself I found myself more engaged and motivated than before. I found my workplace friendlier and I got motivated to my work than before. 
· Reduced absenteeism and employee turnover: I used to make a lot of absent in my workplace and I wanted to switch but when I got opportunity to develop my mind has been changed. My absenteeism has decreased. A survey has found that Harrods has to reduce the rate of absenteeism and employee turnover because it has a significance cost and these create implications to performance (Dibb and Simkin, 2013). 
· Reduction of recruitment cost: When organisation arranges programs to develop the existing employees they do not need to hire new employees. Thus the cost of recruitment of new employees is reduced. This is a benefit for organisation. Harrods needs to take necessary actions to prevent employee turnover thus the recruitment cost will be reduced (Dibb and Simkin, 2013). 
· Increased productivity and efficiency: when I developed my skills now I am able to give a better output than before. Now I have become more efficient. Thus the productivity and efficiency become increased. 
· Developed risk management: Risk management also become improved with these. 
· Reduced operating cost: It will help to reduce the operating cost of organisation. Harrods needs to take necessary steps for reducing the operating cost through reducing employee turnover (Dibb and Simkin, 2013). 
Benefits for individuals: 
· Increased communication skill: My communication skill has been increased and my organisation has helped me. My communicative skill has become more effective. At first it was not good when I entered into Harrods. I had to face the stakeholders, investors but now I have improved a lot. 
· Improved work performance: I had some lacking earlier but now I have overcome those. My work performance has been improved. 
· Higher level of confidence: My confidence level has become higher. It affects my performance positively. 
· Creativity: The level of creativity has increased. My conceptual skill has been increased. 

I will take the example of Harrods. At first I had faced so many difficulties but now everything is set. Harrods has the following values, services, British, luxury. Innovation. 
[image: ]
Harrods is a successful brand because it gives the voice to the employees for a change. It changes its structures and policies for the employees. Harrods has taken many actions like –
· Changing organisational structure: When the senior managers realised that the organisational structure is too strict they made it flatter in order to make the employees comfortable. I feel too much happy in this workplace and I find it friendly (Cenzo and Robbins, 2004). 
· Changing leadership: They create an environment in which employees make their own decisions thus increases the job satisfaction. Where the vision is built but everyone is connected to the visions through personal leadership. I feel flexible (Cenzo and Robbins, 2004). 
· Improved communications: Harrods ensured an improved communication for delivering the day to day plans and model to the employees. 
· Living the brand values: Harrods ensured that if all employees understand the models and plans (Cenzo and Robbins, 2004). 
[bookmark: _Toc530378965]

LO2: Manage an individual’s expectations in respect of personal development 
                                       A model of career development 

At first, I should collect the information about the goals of the individuals and then I should assess the strengths and weaknesses (Baines and Fill, 2013). I need to gather the career information and career requirements. The abilities of the individuals should be judged very well. I must compare the personal resources and career requirement. Then I will take steps toward the goal. I will periodically reassess the goals and progress towards the goals. I will record all the information, activities, performance and I will prepare a report including all those. I will monitor the performance time to time and I will assist the employees. I will provide right direction. I will give feedback time to time.  Thus, I will manage the personal development and employees will be more efficient. (Baines and Fill, 2013) 

The career cycle: 
                                                 Traditional model 


Figure: The career cycle (Baines and Fill, 2013)
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Harrods use numerous kinds of technique for the development of individuals. If the skills are not developed then individuals will not be able to deliver the best output to the organisation. Now I am going to discuss those development vehicles those are available to Harrods appropriate to the development needs of the individual- 
· Talent spotting: It means identifying the talented people who are able to bring changes in Harrods. Identifying those persons those make the important contributions to the organisation (Campbell and Craig, 2005). 
· Monitoring and coaching: Monitoring and coaching means providing advice and guidelines. Mentors perform the activities of monitoring and coaches perform the activities of coaching (Campbell and Craig, 2005). Generally they do their activities for the less experienced people. So that they can deliver the best output to the organisation. Mentoring and coaching are completed by structured feedback and advice and sometimes informal conversations. The line managers at Harrods like to coach by face to face reciprocal action. This may include sitting in a restaurant, or in a formal sitting to provide the knowledge of developments and new methods of working. When the line managers perform as a coach it aids to improve their management skills, make relationships, strengthen trust at Harrods (Wellington, 2001). At first I have been provided many advices regarding my workplace now I have become concerned. Now I do provide mentoring and coaching to others. 
· Support networks: Managers of Harrods meet regularly to the other managers so that they can share their experiences, knowledge and ideas with others (Campbell and Craig, 2005). For example the Retail Managers meet once a month with the Head of Retail to share insights and assess retail plans at both strategic and operational levels. I also share my knowledge and experiences with others in my workplace. 
· Training and learning: It is one of the development vehicles. Training is a methodical process from which a company’s human resources acquire knowledge and improve abilities through instruction and practical activities that result in developed performance of corporate. The benefit is that the employees can gain some knowledge which they can apply to their job. 
The importance of training: 
· It helps to achieve high service standards. 
· It provides information for new employees 
· It helps to maintain the high qualified products
· It helps to refresh the memory of old employees 
· Training helps to minimize the mistakes that occurred in the workplace and reduce the cost.
· It helps to establish a better teamwork 
· It helps in suggesting improvements 
· It helps to improve the existing performance 
Difference between training, development and education: 
Training is a short term oriented and it is related to job and used to improve the skills of an employee. Education is lifetime investment in a person’s interested field. Development is a lengthy investment within the human resource management. 
Five principles of learning: 
Participation: the trainee should be involved. 
Repetition: The idea and concept must be repeated.
Relevance: Individuals learn better when the material is significant and connected. 
Transference: It is related to true word using hindrance. 
Feedback: Needs to be asked feedback. 
A systematic approach to training: 
Before I start to train and develop people determine what –
I. They must know- just before they can do the job 
II. They should know- in order to develop their performance 
III. Would be nice for them to know- but not important to conduct duties. 
Nine steps of training process: 
1. Evaluating training needs 
2. Preparing training plan 
3. Identifying training objectives 
4. Inventing the training programs 
5. Choosing the instructional methods 
6. Finishing the training 
7. Implementing the training program 
8. Assess the training 
9. Planning future training 
Performance management and reward system: Performance management is the way of finding, measuring and improving the performance of employees. Performance appraisal and performance management are not same. Performance management is an endless process and performance appraisal is not continuing, it is done once a year, so here the ongoing feedback cannot be provided like performance management. 
Reward systems: Reward system is a kind of development vehicles. Reward system is a flock of tackles for dividing tangible returns and intangible or relational returns. It is a part of employee relationship. Tangible returns such as basic pay, bonuses, income protections, allowances. Intangible returns such as employee security, status and recognition, challenging work, major opportunities etc. Employees get attached to the organisation if they get reward from the senior level management. Thus they get inspired and their performance will be better. Research of Human Resource Management shows that the factors that really inspire employees are intrinsic ones which are on the basis of seeing the individual needs of an individual. Human beings have a lot of key psychological needs including:
• The need to realise that you can make something well.
• The necessity to be part of a group.
• The necessity for respect and encouragement from others.
These kind of needs are typically found through non-financial rewards, for example, by giving opportunities:
• For the purpose of promotion
• To take decisions
• To provide in a team
• To perform a lot of tasks.
Harrods recognises these intrinsic needs and encourages job rotation, job enlargement and job enrichment to provide career development opportunities. Job rotation involves periodically variable jobs and work areas to get into new skills in otherwise areas of the Harrods. Cross departmental knack is viewed as principal for oneself get intimate. Harrods provides a lot of job opportunities like face-to-face customer operations, merchandising, recording and reporting of sales and online customer communications. Job enlargement including inspiring and supporting employees to take on new and more difficult jobs. Job enrichment involves establishing existing job roles through enabling employees to involve in a great variety of interesting tasks, for example, taking on some team leadership responsibility and eliminating unnecessary supervision. 
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I identified some key development needs and experiences. The managers know training is important for the success of team. But they do not take time to understand the development needs of the individual. But it is the method to ensure that the organisation’s people have their own ability to conduct activities and meet the goals (Maund, 2001). 
Understanding the personal development needs:
Few training need will be universal and it can be used to others but not all of my team members. Everyone on my team is special, they have their own skills, abilities, different level of understanding, different perception, and different point of view. That is why in the case of training and development I should not use “one size fits all” approach. I need to understand the individual personal needs so I will provide the right training to the right people. It will save time and resources, it will improve performances (Megginson and Whitaker, 2007). 
I have developed a six steps plan. This is discussed below- 
· Review the job description of the team members: In this step I will identify the things which will need to be done by the team members (job description). I need to determine the skills they have. 
· Meet with team members: The further step is to observe each member of my group or team. The goal of mine here is to talk openly about the training and development that is needed for the development. I will use my emotional intelligence as I will ask good questions in a good technique, I will ensure active listening to interact with sensitivity and respect (Baines and Fill, 2013). 
I will ask the following questions order to get a clear understanding of my people’s training needs:
What is very frustrating about their role?
Which challenges do they face every day?
Which area in your role you want to know more? 
What kind of training and development needs are essential for performing activities more accurately? 
I will ask directly what kinds of training and development they needs for providing the best output. I will find out their personal goals and I will try to connect their goals with the organisational objectivities. I can understand their weakness by observing their body language. For example If I put employees in a computer based area and they lower their eyes, that means they are not comfortable in this particular area. They need training in that area. 
· Observe team members at work: The following step is to see how the members are doing on their given key task. I will use an approach in this step like “Management by Walking Around”. I will observe if they are doing it quickly or not, in that case they might indicate that they are not confident or something. I have to be fair and straightforward in that case otherwise the team members will lose their trust on me. I will explain the actions where it will be necessary. Once I have observed their activities I will confirm their assessment through setting specific time bound task which will give them the scopes to use their abilities and skills. I have to do this positively (Megginson and Whitaker, 2007).  
· I will gather additional data: I will gather some additional data about the individuals. And I will gather from the people who are close to them. These people might be external or internal clients, past bosses or even co-workers and peers. I have to keep some things in mind while gathering information, these are discussed below- 
I have to make sure that I am undermining this particular person’s dignity. I will have to talk in maintain his respect. 
I have to ignore some unfocused generalisations. I will tell them to back up their comment with well-defined examples. 
· I will analyse and prepare data: In this stage I will focus on the first four stages, and I will see what are the gaps they have, what are the skills and abilities they have and what are required, what kind of programs they want. I will examine these and I will make the training plan according to the needs of the individuals. 
·  Determine the action steps: In that stage I am sure of the needs of the individuals. Now I am going to make it happen. I will choose what I will do. There are several ways of training. As I have many options I will judge those. They are discussed below-
i. One the job training: When individuals get trained on the job it’s called on job training. It is not difficult and also cost-effective to set up. They train themselves under a senior. This type of method is good for my organisation. 
ii. Instructor – led training: It is same to a class. A proficient person helps to train or teach a group of people. In this method it is difficult to identify the weaknesses of individuals. 
iii. Online training and E- learning: It is online based so it is cost effective. 
iv. Cross training: It teaches the individuals how to conduct the tasks of colleagues. It aids to make yieldable team, it also helps to create higher morale and job satisfaction. 
v. Active training: It includes games, practical exercises and group learning. This type of training method is more effective because it helps people to be engaged and involved with more people. 
vi. Mentoring or coaching: It is effective for improving my team members professionally and it will help to learn the new skills (Sadler-smith, 2005).
In this plan I have to make sure that I understand everyone’s learning style because learning style differs from person to person. Learning style is not same for everyone. It is different. I have make it easy for everyone. If I decide the training styles which is expensive, I will use the cost benefit analysis (Sadler-smith, 2005). 
I will help the individuals so that they can get enough from the training. I will encourage them to learn better from the training. I will inspire them, I will instruct them, I will take notes and also I will provide feedback. It will help me to complete the “after action review”. 
Here are some strategies for improving individual’s career. They are described below- 
· Career information and career pathing systems: Many organisations recruit their employees electronically, it helps to save time. It includes job requirements, job openings etc. I will make a management development team for providing guidelines about career and to make the career path easy (Sadler-smith, 2005). 
· Skill assessment & continuous training: The skill assessment of the employees needs to be done periodically and the training process should be continuing. I will design the remodel and development training programs for them. It can be done in assessment centre and in house. The goal of this strategy is to identify the weakness of the individuals and give the solution for the weakness (Armstrong, 2008). 
· Career development for historically disadvantaged groups: As the workforce becomes more diverse in terms of gender, race, and nationality organisations may need to provide additional career development programs for historically disadvantaged groups. I will increase the commitment to diversify are putting extra effort to the employees, I will provide additional feedback, training and I will counsel them (Armstrong, 2008). At last I will establish a mentor programs. 
· Career counselling for individual employees & career development workshops for managers: When organisations first begin their career development programs, they often focus their efforts on career counselling for individual employees. As these programs grow in space this becomes expensive (Armstrong, 2008). 
Personal Development Pan:
	What are my development 
objectives?
	Priority
	What activities do I need to undertake to achieve my objectives?
	What support/resources do I need to achieve my objectives
	Target date for achieving my objectives
	Actual date of achieving my  objectives

	To identify the talents of employees 

	Non-Critical 
	Talent spotting 
	Exam, IQ test or questionnaire 
	15/ 11/ 2018
	15/ 11 / 2018

	Monitor the activities 
	Critical 
	On the job training 
	Efficient managers 
	20/ 12 / 2018 

	22/ 12 / 2018

	To coach the employees 
	Progressing 
	Coaching 
	Efficient managers and colleagues 
	21/ 01/ 2019
	Not completed yet 

	Train the employees 
	Beneficial 
	Training and learning 
	Funding from department 
	25/ 01/ 2019
	Not completed yet 
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Human resource management is very essential for an organisation. This report focuses on the importance of human resource management indirectly. As development needs, techniques like motivation, training, learning, performance management are performed by the human resource management department. I shared my experiences as a supervisor. I work in an organisation in UK. I explained how I helped the individuals to accomplish their dreams properly. Handling and supporting individuals is a big task. I explained the techniques to identify the key needs of the individuals and the weaknesses. I added a case study related to my task This report is focused on developing workplace relationships and achievements. 
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                                   Identify individual's goals 


Assess potential strengths and weaknesses 


                            Detremine how and if goals can be achieved 





obtain information about career requireemnts 


compare personal resources and career requireemnts 


Take steps toward goal


Periodically reassess goals and progress toward goals. 



retirement 


Pre-careerexploration 


Late career maintenance 


 


middle career growth 


Middle career transition 


Early career establishment 


Early career trial 
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