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Developing Relationships and Workplace Achievement
1. [bookmark: _Toc211160623]Executive Summary 
This report explores how a learning organisation approach can enhance performance and professional growth within an aesthetic salon. It examines the integration of continuous professional development (CPD), reflective practice, and effective appraisal systems to support staff motivation and business sustainability. A Personal Development Plan (PDP) outlines two key objectives: introducing a structured digital CPD framework and implementing regular reflective feedback sessions. These initiatives aim to embed learning into the salon’s culture, improve service quality, and ensure long-term growth in the competitive aesthetics industry.
2. [bookmark: _Toc211160624]Introduction 
This report explores the concept of a learning organisation and how its principles can integrate into the salons management and operations (Matei & Lincă, 2024). It will critically examine the benefits and challenges of creating a learning culture, identify practices that could enhance employee development and business growth performance. Within the aesthetic salon, continuous learning is essential to maintain compliant with industry regulations, meet client expectations and sustain market competitiveness. Although the salon is primarily owner-operated, it can still look to include learning and development through reflection, setting goals and having a structured personal development plan (PDP). This report will also explore a structured personal development plan as method of reflection and planning skills. This will ensure learning becomes part of the organisation.
3. [bookmark: _Toc211160625]Critically Assessing the Potential Benefits to a Learning Organisation
According to Hanson (2020) the study of what Peter Senge in 1990 envisioned, a learning organisation, transforms the learning experience through the organisation’s employees continuously. His five disciplines include personal mastery, mental models, shared vision, team learning and systems thinking and encourages growth through reflection and collaboration. Employee development helps to build sustainability and may offer business benefits by having a more competitive edge as a result. Organisations that aim to develop their employees, often do better than those who do not. This part aims to critically assess the benefits and barriers of developing employees against the growth strategy of the business (Alerasoul Et al., 2022). 
[bookmark: _Toc211160626]3.1 Learning Organisations
A learning organisation is part of the organisations culture, enabling employees and teams to adapt and improve within their role. Recent research confirms that organisations with a strong learning drive, possess more motivation, creativity and adapt to change which suggests an improved performance as a result (Alerasoul et al., 2022). For instance, Alerasoul et al. (2022) discusses how learning has a positive influence towards creativity and performance when the environment is difficult to be in. Meaning that while employees gain new skills, it is likely they will also improve their mindset and be able to adapt to modern technology. Similarly, Kaur et al. (2025) research shows small to medium enterprises (SME’s) that value learning and development, get better results and more creativity from their employees. Organisations like the aesthetic salon, have no learning culture and may see little improved business performance as a result, specifically around employee capability and skills, therefore it may be wise for the salon manager to consider options into developing a learning organisation. 
Adopting a learning organisation can enhance the salons service and help to encourage creativity (Miller, 2023). For the salon, this supports ongoing professional credibility, client trust, and regulatory compliance. However, challenges such as limited time, lack of funds or no collaboration between employees may prevent development, and balancing these with feedback and reflection will be key to business growth. 
[bookmark: _Toc211160627]3.2 Benefits to a learning organisation 
When organisations invest in training, they are supporting employees to understand modern technologies and to grow with the times, as well as looking the skills and abilities against their job role. For instance, Zeshan et al. (2024) finds that technology can help to support employee competences, which also brings in a competitive edge to the business, as well as the ability to adapt to these technological changes such as AI tools, in particular, marketing. Petersen (2024) discovered that access to training and development, such as continued professional development (DPD), can help retain employees. Currently, the salon does not have any formal CPD training and may benefit by introducing CPD, with the view of creating a happier workforce, through skills development, improved retention and will also look to create new revenue streams by potentially enhancing treatment options. For instance, the salon may see other benefits such as employee commitment to the job role and their training. Alajlani and Yesufu (2021) conducted research that demonstrated how training and development practices, such as discussions and review processes can have a positive link with employee retention. Similarly, Batmomolin (2023) discusses how employee development improves organisational identification and retention. If the salon has no learning and development structure, it may be difficult to retain employees as they may not feel valued or happy in their current position. Enhanced employee performance and skills development studies indicate that development leads to improved competencies, better ability to adapt to technology and changing job demands, as discussed by Piwowar-Sulej (2024). Statements include how organisations that use development opportunities have a better workforce and are more likely to be prepared for future tasks. Alerasoul (2022) noted that organisations that embed learning and development have greater success on employee creativity, where the British Council (2025) discusses that a learning culture can help organisations deal with change, innovation and help to achieve goals in uncertain environments. From workplace experience, maintaining a skilled workforce did help providers avoid costs of repeated hiring and poor employee performance. In addition, the employee is likely to benefit, feeling valued through investment and may have an overall improved morale. 
[bookmark: _Toc211160628]3.3 Critical Perspective: Challenges and Conditions
There are number of things that can hinder employee development, such as lack of funds, time constraints, and insufficient managerial support (CIPD, 2025). These challenges are likely to develop worse in the salon because the manager may fund marketing to draw in new clients rather than funding training. Endalamaw et al. (2024) emphasises on how increased caseloads may lead to employees burning out, which suggests barriers linked to both financial and managerial implications. Recent data from the UK show that too much work can cause burnout, turnover and stress for managers and finances. For instance, a National Health Service (NHS) survey found that 73% of NHS workers say they feel burned out or exhausted from job related stress (Church, 2024). Further research shows that long shifts, not enough staff and not being able to control work patterns increase risk of burnout among nurses. The salon manager should carefully look the employee’s caseload before implementing any training or development tasks (Dall’Ora et al., 2023). This will help to keep staff from getting too busy, lower turnover costs and keep service quality high. Conversely, Alsulami and Alqarni (20230) argue that while training enhances the employees’ skills, it can also impact the organisations turnover, making the employee more attractive to others. However, this view may overlook how development, supported with recognition, progression, and support, which can help to improve loyalty and retention. Therefore, the manager could look to offer affordable CPD training that supports retention to help keep employees feeling valued, happy, and fulfilled. In addition, employees who resist to change may feel undervalued or not have clarity in the development benefits. The manager could encourage open communication and feedback, demonstrating trust, as emphasised by Areasoul (2022), who identifies feedback and evaluation as important strategies of a learning organisation. Without clear benchmarks, training may be difficult to measure and make it less likely for the salon to invest more. It could be an option to structure weekly discussions, documented through Google documents can provide a transparent system to track progress and gathering feedback. Through supporting reflection, accountability and collective learning, this may require time and organisation to get these processes set up, however the aim is to embed learning and development into the organisations operations that allow employees to be creative, flexible, and loyal.  Losing sight of this can jeopardise the brand and employee loyalty. 
[bookmark: _Toc211160629]3.4 Understanding Learning Styles
Understanding the learning styles will enable the manager to see how each employee best performs and can allow development tasks can tailor to support success of CPD activities. The manager may consider using Kolb’s Experimental Learning Cycle (1984) to identify how people process new experiences (Amenumey & Badu, 2024). Similarly, Honey and Mumford’s model could also help the manager to see whether the employee is an activist, reflector, theorist, or pragmatist learner, making it easier to see the employees’ strengths (Shilu Mariam Zachariah et al., 2023). A straightforward way to identify learning preferences is through a learning style questionnaire, such as the Honey and Mumford learning styles questionnaire, which can help the manager to assess each employees preferred learning style. To conclude, identifying learning styles at the start of the development process can help guide the employee into the correct development vehicle, which may help the employee enjoy the process and achieve these milestones. 
[bookmark: _Toc211160630]3.5 Implications for Practice
The manager could improve on their leadership skills to support employees, by giving feedback on their role (Schiuma et al., 2022). To embed a learning culture, the manager may consider being honest, open, and emotionally smart, meaning they should deliver feedback that offers actions for the individual to progress from, or understand their current position. Kroumpouzos et al. (2023) suggests that CPD training around industry trends, could help the salon to keep up with changing times. However, if the only focus is on skills and not on management, it can hurt long-term growth potential, like not having enough time to train and do your job. With the manager understanding this, they should look to combine job skills with transferable skills, making sure that employees are competent in their jobs. Yousaf (2022) also says that when training meets business goals and employees see a chance to get a promotion within their job role, this can help the manager to budget and keep the business stable, which is important for an SME to stay on top of the industry. Managers still need to think carefully about the costs and benefits of training development, alongside the needs of their employees and the advantages of having a skilled workforce. The salon can make development a process that helps to improve the employee performance, encourages creativity and loyalty in the business by embedding CPD into their role. 
Overall, CPD integrations, including updated technology, such as AI, suitable gadgets, reflection on learning strategies as well as learning performance, may all benefit the salon when building a learning culture, however the manager needs to plan challenges to help prevent any drawbacks, such as lack or funds and resources, and consider strategies recognition and progression, that may be more feasible.  
4. [bookmark: _Toc211160631]Managing Employee Expectations in Respect of Personal Development
Effective management around employee expectations is a key factor when looking to keep them motivated, engaged, and focused on their job, because when employees see the importance around personal development, they are more likely to stay committed and work harder (Bharadwaj, 2023). Gossack-Keenan (2020) highlights tools like mind maps that can help to clarify and visualise development expectations, supporting transparency between employees and management. Conversely, if expectations are poorly managed, employees may become disengaged, creating conflict or leave the company, which is especially bad in SME’s where skills are hard to replace. Therefore, managing expectations is not just an administrative exercise but important for making sure employees stay and the business grows. Employee development is also a legal requirement that is set out by the UK data Protection Act (2018), particularly when keeping training records in mandatory training, like health and safety (Erdos, 2023). Consequently, the manager will need to consider the digital safety when completing training online. 
[bookmark: _Toc211160632]4.1 Aligning Organisational Needs with Career Expectations
Aligning employee goals and organisational strategy helps motivate and keep the employee. Cao (2025) argues that employees show commitment when their goals are in line with the businesses. In the salon, if a practitioner wants to complete an advance course within areas such as skin boosters, the manager could support this as this high-end service may provide added revenue, as well as more options to the client. However, unshared goals such as completing qualifications with no relevance to the business, an art degree, would not bring in revenue to the business, therefore it is important to understand the difference. Beardmore et al. (2024) suggest that communication and feedback are essential when setting expectations and preventing dissatisfaction. Pohlan and Steffes (2024) also note that too much focus on organisational priorities may limit creativity and motivation, therefore the manager should look to balance the business goals with the employees. By reviewing this, the manager can plan resources to help satisfy the employees needs and increase its revenue.
[bookmark: _Toc211160633]4.2 The Role of Organisational Structures
Organisational structures define the roles involved, like the manager and its employees underneath, showing the different job roles, and routes to progress within, however with the salon being small, it may not have a structure. The employees would directly communicate to the manger, and there may not be an option for progression in SMEs. This might affect how employees see their future within the business as they may not be able to reach a position they long for. Currie et al. (2025) highlights opportunities for staff promotes fairness and transparency, particularly where there is clarity around development. In SMEs such as the salon, this may lack an organisational structure, but managers can still look to promote professional growth by creating opportunities a treatment ambassador or a training mentor, making the position attractive. Additionally, a flexible structure can help to motivate employees through recognition, however it may risk employees not understanding their role if expectations are not met.
[bookmark: _Toc211160634]4.3 Appraisals, Assessment and Feedback
Appraisals and feedback processes are important for managing expectations, aligning personal development with organisational goals that enhance performance (CIPD, 2023). In the salon, a skills matrix may support appraisals by identifying existing skills, allowing them to be cross matched to the business objectives. Ang (2025) emphasises that effective feedback given to employees may help them feel empowered and voice concerns or ambitions, allowing the manager to build a good working relationship with them. However, feedback can be problematic if not understood or if there are no follow-up actions. Where Alawaji et al. (2025) talks on how appraisals help to measure objectives and create meaningful outcomes, Adams (2022) talks about using SMART objectives in appraisals helping to structure, create accountability and a clear link between personal growth and the businesses priorities. As a result the manager could implement SART objectives when carrying out regular progress reviews, allowing a chance to measure the employees progress, however this level of structure is not always suitable in SMEs where flexibility and adaptability are needed to meet the changing clients need for new treatment trends. More importantly, the manager needs to consider the time to complete these as the salon may be busy. For this reason, building a business structure around training and development will allow for such the completion of reviews and the employee to be creative, whilst growing professionally. Reviews do not have to be as formally suggested, so long the manager documents these meetings for records. 
The manager needs to consider the employees abilities and embed a learning and development programme, based on their job role and provide feedback to allow them to grow personally and professionally. Of course, this needs to line up with the salons business goals and a way in which the employee feels motived and valued enough to want to work harder and develop themselves. By embedding tool highlighted above, such as appraisals, this is an effective way to communicate wants and needs and set plans, not only guided by the employee, but also meeting the expectations of the business growth and development plans. 
[bookmark: _Toc211160635]4.4 Conflict and Skills Development
When people think that training opportunities are unfair or not available, this may lead to conflict or the employee becoming disengaged (Alrashidi et al., 2023), making their expectations not met. The salon manager should use clear methods to decide on training options, to make this less of a problem. As suggested previously, a skills matrix could form part of the development policy, helping employees to progress fairly and making them feel happy in their job roles.  
Employees are more likely to work together instead of competing if processes are fair and do not affect their mental health. Maslow’s (1943) Hierarchy of Needs (Mason, 2025) and Herzberg’s (1959) Motivation-Hygiene Theory (Malik, 2021) highlight how motivation and self-fulfilment drive performance. At the salon, meeting employees’ needs through learning and development, like accredited training, can improve confidence, job satisfaction, and service standards. Although it might be hard for small businesses to find balance if they do not have enough funds for training. Here, the manager needs to explain why development decisions are made and treat employees fairly, if resources are limited and have a good reason if some employees are not invested in. 
[bookmark: _Toc211160636]4.5 Practical Suggestions for the Aesthetic Salon
To manage expectations effectively, the salon should implement progress reviews as a regular part of the job, which sets out objectives that align with both the businesses and the employees’ goals (Adams, 2022). A skills matrix that shows employees how to advance in their roles, further develop and make them more motivated would support the manager. To keep communication open, the manager could think about having regular team meetings and one-on-one talks. This would help the employees' goals stay realistic and support the business's goals. It might also be a clever idea to write down these talks and use open evaluation methods, since this could show any dissatisfaction. The manager might also look to integrate CPD training into their daily operations by measuring the outcomes against client feedback, to help make sure that employees development contributes to the salons overall goal strategy. 
Ultimately, managing expectations is finding a balance between of being ambitious and realistic. The aesthetic salon may establish a motivated workforce, improve service quality, and keep its competitive edge by using clear structures, open communication, and equal access to training.
5. [bookmark: _Toc211160637]Critically Evaluating Development Vehicles
Organisations use development vehicles to help workers learn new skills, gain knowledge, and grow within the workplace. Vehicles are usually pick based on measurements like, the size of the business, the resources it has, available funds and what employees expect (CIPD, 2023). What is more important to think about is whether the vehicle chosen is affordable and whether it meets the needs of the employee or lets the business adapt to changes in the industry.
[bookmark: _Toc211160638]5.1 Development Vehicles 
In an aesthetic salon, certificates, mentoring, workshops, CPD training and shadowing can help employees move up in their careers, however they all have pros and cons. For example, formal training gives you recognised credentials, but it can cost more and be time-consuming. For instance, accredited aesthetics training makes sure that patients are safe, and standards are high, but these programs can be expensive and take up time (National Laser Institute, 2023). Coaching and observation are two informal ways of learning that tend to encourage working together and sharing knowledge, but they do not always have clear results. These strategies encourage people to work together and share information, making the classroom a place where everyone learns (Pandey, 2024). The salon manager may want to look closely at the pros and cons of each learning vehicle in terms of both money and growth. Knapik (2024) stresses that investments in structured learning need justification through measurable improvements in performance or client satisfaction. Ghosh et al. (2023) highlights that overly rigid frameworks can inhibit creativity, which is crucial in aesthetic contexts that rely on innovation and personalisation. The Michigan Model could help the manager make sure that all training programs are related to better performance and higher profits by making sure that learning and development are in line with strategic company goals (Eisman et al., 2022). Moreover, by focussing on matching employee skills to the needs of the business, this could help the salon link individual learning to measurable outcomes like keeping clients or improving the quality of treatment. Therefore, the CPD Cycle is a planned way for professionals to keep learning, making the employee think about what skills they need to get better at, how to get better and how well the plan is working (The CPD certification service, 2021). If the manager uses this reflective method, it could help them keep the standards high and encourage employees to take charge of their own growth. The DIKW framework could also be used to turn raw client feedback or treatment data into useful information that the manager could use to figure out what skills are missing or what new treatment trends are starting to form, or be considered when making plans (Frike, 2019). If employees have different ideas about learning opportunities should be, then this could cause problems. The Stages of Conflict Cycle may help deal with arguments by finding the causes and bringing people together via clear communication. Finally, the manager may build a balanced learning culture by using the Model of Strategic Organisational Learning (MOSO) (Oubibi, 2024). Furthermore, PDPs also help to link learning by creating accountability and linking objectives to the employee’s development. This also supports with reflection and acts as a guide to set targets (Hussain, 2025).
When linked, these models can help to create a holistic view to employee development within the salon. The Michigan Model makes sure that training when aligned with the salons goals such as client satisfaction and profitability, while the MOSO model helps to create learning throughout daily operations. Together, they support learning and business objectives with the employee’s feedback. The CPD Cycle then creates a strategy, offering a formal method to identify learning needs, engage in development and evaluate outcomes (Frederick et al., 2025). Meanwhile, the DIKW framework looks at decision-making by reviewing data and turning it into actionable tasks that plans both CPD and business needs (Duca & McDowell, 2025). Finally, when looking at the differences about training, interactive methods, such as case studies, can help to approach conflict in training. 
[bookmark: _Toc211160639]5.2 Formal Training and Qualifications
Formal training is still one of the most well-known and trusted ways to develop, especially in fields where safety, rules and trust are especially important. In aesthetics, dermal fillers and botulinum toxin treatments require comprehensive understanding of infection control and patient safety, which are both legal and ethical responsibilities. According to Härmä (2023), controlled CPD not only makes sure that people follow the rules, but it also improves their professional reputation and gain client trust. O’Neill and Devaney (2024) claim that structured training creates professional identity, mastering accountability and trust in client-facing positions. Still, formal training can also have drawbacks as SMEs may not always be able to afford high fees, spend time, or follow strict course formats. If employees think that development chances are hard to get, relying too much on authorised certificates could make them angry. Kayaalp et al. (2024) assert that missed training expectations result in diminished employee motivation and retention, hence increasing the risk of turnover. 
To deal with these problems, the manager could use a cost-benefit analysis (CBA) to figure out which formal certifications give the best return on investment. This tool might help you put important courses, like infection control or complication management, at the top of your list and put off less important ones. Also, combining formal certifications with informal learning can provide you more options and lower expenses without lowering quality. The salon can maintain professional standards, improve employee satisfaction, and make sure that training is in line with both strategic and financial goals by carefully considering all its possibilities.
[bookmark: _Toc211160640]5.3 Coaching and Mentoring
Coaching and mentorship provide tailored development opportunities and are particularly beneficial in aesthetic practices that require both technical proficiency and people skills. Cao et al. (2025) discusses how mentoring boosts employee confidence and retention, promoting professional development through the exchange of expertise, whereas Deng and Turner (2024) say that the success of coaching depends a lot on how skilled the mentor is, how much time they have, and how much assistance the organisation gives. In smaller salons, where experienced workers already have tasks on their plates, it may be hard to keep formal mentoring programs going without hurting productivity. One option may be to make informal mentoring a part of everyday work, like having experienced personnel give input during consultations or product demos. Moreover, this is in line with Kayaalp et al. (2024), who found that employees are more willing to adapt and grow when they feel like they own their work and have supportive relationships that lower their stress levels. The salon can create a culture of learning that encourages involvement and flexibility while keeping things running smoothly by embedding informal but structured mentoring.
[bookmark: _Toc211160641]5.4 E-Learning and Digital Platforms
E-learning platforms can help with ongoing CPD by offering online courses, webinars, and digital simulations that are flexible, cheap, and easy to get to. Alrashidi et al. (2023) recognise e-learning as an effective instrument for self-directed professional development, especially when traditional training is expensive or limited by time constraints. The salon could think about a hybrid strategy that combines online training with supervised direct workshops. Short, micro-learning modules, such as 10-minute videos on infection management, might go together with direct workshops. Zulfiqar and Khan (2024) say that this kind of hybrid learning keeps the interpersonal and experiential parts of aesthetic practices while also making them more flexible in the digital world. The manager may wish to consider building e-learning into the strategic growth plan. 
[bookmark: _Toc211160642]5.5 Job Rotation and Assignments
Job rotation and project-based assignments help employees learn more about the business by giving them different tasks to do for a brief time as mentioned by Bharadwaj (2023) who notes that these experiences embed adaptation and teamwork. Whereas Adams (2022) says that if rotations are not well planned, they might mess up the workflow and make things less efficient in the near term. In a salon, job rotation could mean that employees follow consultations, run social media campaigns or take care of clients after they leave. The most important thing is organisation. Each rotation should have clear learning goals and ways to give feedback using progress review forms or short reflection sessions and gain feedback from employees and see if these experiences lead to better performance and motivation. 
[bookmark: _Toc211160643]5.6 External Development Opportunities
Industry conferences, professional groups, and networking events are examples of outside possibilities that help workers stay up to date on new developments and grow their professional identity. The CIPD (2023) says that networking makes employees more engaged and prouder of their work, while O'Neill and Devaney (2024) say that it also makes the company look better and improves its employer brand. For instance, going to the Aesthetics Conference & Exhibition (ACE, 2025) in London can help workers learn about technology and best practices. Knapik (2024), on the other hand, warns that external learning should always connected to internal goals. If it is not, the knowledge gained may not lead to better operations. Additionally, after each event, the salon may have a debriefing or presentation session to make sure that outside ideas are shared and used as this could be a good option to integrate a feedback session or use a more democratic leadership style by including the employees into the decision-making process. 
To summarise, effectively managing employee development requires a mix of formal, and informal learning methods, to which the salon may stay flexible and open to. To manage the development expectations of its employees will involve aligning personal goals with the business objectives by using open communication, planning and feedback reviews. CIPD (2024) emphasises on aligning learning goals with organisational strategy, something which the salon achieves through ongoing reflection and measured outcomes within the PDP.
6. [bookmark: _Toc211160644]Development Plan & Performance Management
The personal development plan (PDP) should generate SMART targets (Weintraub et al., 2021) identifying objectives that track and measure. A PDP can help employees to improve workplace skills, improve their confidence, and provide a high-quality service in roles with customer service, like the aesthetic salon. Research shows that clear objectives for performance management lead to higher engagement and productivity, as well as identifying career pathways for employees (CIPD, 2024). 
[bookmark: _Toc211160645]6.1 What is a Personal Development Plan?
CIPD (2024) states that a PDP includes self-assessment and feedback from managers, to help employees find their strengths and weaknesses, providing a chance to improve. Alternatively, the Michigan Model suggests that selection, appraisal, development, and rewards should all work together to improve employee performance (Fombrun et al., 2024). Therefore, it could be saif that managers should make sure their employees are motivated and skilled to deal with problems when linking personal growth to business goals. A PDP helps to identify the employee's career goals, reviewing their strengths and development needs, planning development activities, setting timelines and milestones, allocating necessary resources, and providing feedback to evaluate their progress (McCarthy & Garavan, 2021). For example, a junior aesthetic practitioner may want to focus on advanced face sculpting using dermal fillers, so the manager would need to identify current skills against those that are needed, then implement a PDP to achieve this, with set timeframes to complete these by.

Importantly, while PDPs can inspire employees and keep them from leaving, they only work if managers set realistic targets and commit to them (McCarthy & Garavan, 2021). In small salons with few resources, staff may become frustrated with grand expectations and little support, leading to more turnover. Equally important, managers should mix learning opportunities to keep employees invested, such as formal learning with direct experience. This may also help the salon to adapt to changes in the industry, like new treatments or client expectations, so that development activities stay useful and in line with the salon's goals.
As shown in table 1, the personal development plan outlines two strategic objective that support to embed learning and reflection into the salons structure. 
Table 1. PDP for Embedding Learning into the Salon Structure
	Area for Development
	Rationale
	SMART Objective
	Development Activities
	Resources Required
	Performance Indicators
	Review Date

	Establish a Continuous Professional Development (CPD) framework for all practitioners.
	There is no formal process for tracking or encouraging professional learning. Embedding CPD ensures skills growth and compliance (CIPD, 2024).
	Introduce a digital CPD record and ensure each practitioner completes two accredited courses per year by Month 6.
	Identify accredited training providers, schedule learning, and track via a digital platform.
	Time allocation, CPD budget (£500), e-learning access.
	100% CPD participation, improved client satisfaction.
	6 and 12 months.

	Introduce reflective learning and feedback systems.
	Currently lacks structured reflection. Reflection enhances self-awareness and continuous improvement (Alerasoul et al., 2022).
	Implement monthly reflection meetings and bi-annual performance appraisals by Month 4.
	Create reflection templates, hold meetings, use feedback forms.
	2 hrs/month, templates, manager time.
	Staff engagement, improved service quality.
	Quarterly.


Table created by Keefe (2025) using Microsoft Word, for the purpose of illustrating a PDP framework within the salon context.
[bookmark: _Toc211160646]6.2 Performance Management Integration 
CIPD (2024) concludes that managing employee performance is a good way to make sure that their strengths meet the needs of the organisation and when setting PDPs to enhance performance, three steps are important: managing expectations, checking progress against the benchmarks and providing feedback to support improvements. This is in line with the MOSO model (Hussein & Hovik, 2020), that supports managers to provide feedback based on employees results but also to provide support sessions that help improve their skills. Mentoring is when more experienced employees help less experienced employees grow and helping them gain the knowledge and experience within their role, hoping that outcomes improve. In the salon, a PDP for a manager may support training in how to manage the supply chain or focuses on following infection control rules and/or monitoring staff development and is important to highlight any room for improvement. Career progression can be supported through structured CPD pathways such as PDPs, enabling practitioners to advance from junior to senior aesthetic roles while maintaining compliance with professional guidelines and industry accreditation frameworks.
[bookmark: _Toc211160647]
6.3 Benefits and Challenges
A Personal Development Plan (PDP) can enhance employee motivation and client retention by improving service quality and engagement (McKinsey & Company, 2023). However, challenges such as limited time, resistance to change, and inconsistent application of performance metrics can reduce its effectiveness (Woodell, 2019). Employees may perceive PDPs as monitoring tools than opportunities for growth, leading to disengagement (CIPD, 2022). Implementing a conflict and skills matrix can clarify responsibilities and identify overlapping competencies, promoting transparency and teamwork (Deloitte, 2021). Addressing identified skill gaps through PDPs can help prevent misunderstandings and interpersonal conflicts, creating a more cohesive and productive workforce (SHRM, 2021). All performance appraisals and related documents could be stored confidentially in Google Docs in compliance with GDPR, maintaining trust and ensuring staff privacy.
In summary, PDPs integrated with performance management and supported by models such as the Michigan framework, MOSO model and the CPD cycle can help to create a structured pathway for both employee and organisational success. 
7. [bookmark: _Toc211160648]Better Workplace Relationships & Collaboration 
A learning organisation that communicates business goals transparently and creates collaboration can strengthen working relationships, morale, and employee engagement (CIPD, 2024). Openness encourages continuous development and enhances employees’ sense of value and confidence in their roles. However, without consistent communication and leadership support, these initiatives risk becoming performative rather than transformative (Alrashidi et al., 2023). In a salon context, regular performance reviews enable constructive feedback and mutual respect between managers and staff, promoting accountability and trust (Knapik, 2024). Structured development tools such as skills matrices and PDPs support equitable training decisions, reducing bias and perceived favouritism (Armstrong & Taylor, 2023). Moreover, embedding psychological safety, defined as the confidence to speak up without fear of negative consequences that is critical for creativity, collaboration, and continuous learning (Edmondson, 2023). By integrating these principles, the aesthetic salon can cultivate a learning culture that enhances adaptability, reduces conflict, and aligns employees toward shared business objectives.
8. [bookmark: _Toc211160649]Conclusion & Recommendations 
Developing employees within the aesthetic salon supports both individual growth and business success. A learning culture enhances morale motivation and team cohesion, while structured development reduces conflict and strengthens trust. The manager should aim to manage time constraints and limited resources to support learning and development. Embedding continuous learning and CPD supports the salon’s sustainability by ensuring that knowledge, skills, and client confidence grow with industry standards, protecting long-term business viability. The salon could aim to implement CPD training, PDPs, mentoring and regular appraisals, to track progress and align employee goals with business objectives. Using a skills matrix and reflective practice, will ensure fair development opportunities and promote collaboration. Embedding these practices into the salon’s operations will create a motivated, skilled, and adaptable workforce, helping the business remain competitive and compliant in the evolving aesthetics industry. 
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Table 1
Personal Development Plan (PDP) for Embedding Learning into the Salon Structure
Created by Keefe (2025) within Microsoft Word.
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