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Introduction
(Goldstein & Ford, 2002), defines training in terms of being a systematic approach to learning and development aiming to improve an organisation, teams, and individuals. On the other hand, development is viewed as set of activities targeting new skills and  knowledge for purposes of individual’s growth. The attention, scale and importance organisations pay to training and development is portrayed by 2007 annual American Society for Training and Development report estimating a staggering $125 billion having been spent on employees training and development (paradise, 2007). This is a testimony for employees’ importance, their skills, knowledge, and motivation being the differentiation between organisations as they struggle for survival in the volatile global economy. 

Going by gist of training and development above, this report will endeavour to describe, explain, and evaluate the scope, characteristics and impact of training and development not only to employees, and organisations but to communities and world economies as well. The paper begins with a brief description of Harrods one of the leading and most successful retailers in United Kingdom for over a century, a company about which this report is mostly based.  It gives an overview of what training and development consist of, citing a few scholars and an in-depth elaboration of their benefits to both individual and organisation. It goes further to outline theories and models that play a major role in the learning processes, analysing how they have been applied by Harrods and a suggestion of how they could have been applied more effectively. The paper highlights and evaluates key ‘development vehicles’ Harrods has put in place to help in the development and training of its employees. It specifically looks at their application, effectiveness, and recommendation as to how best they can be exploited.   Lastly but not least, the paper looks at the process, designing, application and importance of a ‘Personal Development Plan’ a vital and fundamental tool in the learning and development process of both students and employees.

Organisation
Harrods is a world-famous department store with high-end departmental store, specifically designed and serve exclusive and international customers. It currently has eight airport shops in United Kingdom, its newly inaugurated store in China (TheTelegraphUK, 2019), and  its base at its flagship Central London store. It was founded by Charles Henry Harrod in 1849, and its humble beginning  in the London store has blossomed into selling space of 1 million square feet, £868 million turnover for 2019 (Gov.uk, 2020), over 6,000 employees, and approximately 330 departments. Its new owners Qatar Holdings, a sovereign wealth fund of Qatar Royal family, acquired it in 2010 for around 1.5 billion pounds. The owners are taking advantage of the booming UK tourism industry and are overseeing a 3-year store transformation plan costing over 200 million pounds. The 3-year transformation plan involves a wide range of areas which include online and a social media presence specifically targeting Asia’s young middle class, technological overhaul, sustaining and promoting its world class brand, as well as ‘training and development’ which was influenced by the publication of the influential 2009 MacLeod report “Engaging for success” (Gov.uk, 2020). The results of the report particularly benefits of employee engagement convinced Harrods to change the face of its employee engagement a lot of which was through training and development an experiment on which this report is based. 
[bookmark: _Hlk40015046]Training and Development Benefits.
The main principle of learning in business is to generate a motivated and invigorated work environment that encourages the continuous use, reuse, creation, and collection, of  both personal and organisational expertise in the pursuit of organisation’s success,(Squier, 2006).
Employees’ training and development is all about enabling employees to function in an environment that avails them a challenge, learning opportunities, acquiring of new skills both formally and informally, contribution towards organisational decision making and success, as well as opportunities for personal progression and advancement in particular areas of interest, ( Nonaka, et al, 2007).
Due to the rapid technological advancements, volatile economic environments, globalisation, competition for markets, and need for high quality goods and services, it is imperative that for organisations to remain competitive, they must ensure effective management of the human resource, (Bailey, et al, 2012). In recent years, employees have emerged as the most important organisational asset through which businesses can be guaranteed success, sustainability, and competitiveness, (Goldstein and Ford, 2002). 
The emergence of employees as the most important organisational tool or asset, has resulted into businesses paying more attention to their administrative structures, employee training and development, recruitment and selection, as well as their wellbeing hence the prioritisation of Human resource management/departments/managers as a fundamental part of organisational strategic planning, (Khawaja and Nadeem, 2013).  (King, 2009) is of the view that for companies to remain competitive on the world market, a significant amount of their resources (Paradise, 2007) has to be allocated to their work force and indeed a lot of successful companies are investing into, research and development, training, support, and management of the human resource.
(Mullins, 2005), is of the view that as organisations endeavour to achieve their aims and objectives through the human resource, training and development, other key factors like their satisfaction, motivation and human needs should be strategically planned and catered for hence the contribution of motivational theories like Maslow’s hierarchy of needs, McClelland’s Achievement  theory, Vroom’s Expectancy theory, Herzberg’s job design model and Alderfers ERG theory.
Individual Benefits
Career Competences
Training and development programs for employees are very essential as a lot of them use  the opportunity to learn both soft and technical skills related to their jobs. For many employees in careers like information technology, require regular training to retain their talent, abilities, prepare them for the future, as well as increasing their renumeration, (Gerbman, 2000). After going through the Harrods training academy, employees are better equipped with new skills, expertise, and qualifications which enable them to face different responsibilities, ability to make better decisions, and handle customers (Module.uwtsd, 2020). Though employees’ and employers stand to benefit from the training, on many occasions workers are usually poached by bigger organisations after their training leaving the parent organisations in a loss and having to recruit and train others at even a high cost as reported by (Radojev, 2019) in his article ”Harrods poaches former Burberry director”.
Employee Satisfaction.
When employees feel their organisation cares about them, and is investing in their training and development, they tend to have positive feelings for it, higher levels of satisfaction and contentment (Wagner, 2000) and generally tend to work for the organisations for longer periods of time. The training and development enhances employees’ trust and reliability on the organisation as they recognise its commitment to their future (Rosenwald, 2000). Harrods employees develop a sense of comfort, argue to push on, helping the institution progress, not for financial but love of what they are doing.  Satisfied employees’ preference is more of opportunities for novel skills, responsibilities, professional and personal development rather than renumerations (Wagner, 2000). (Maslows theory).
Employee’ Performance and Engagement.
According to (Harrordscareers.com, 2020), one of the key functions of Human resource department is ensuring high employee performance in their roles to the best of their ability. This is usually accomplished through identifying career progression opportunities and availing employees with training and development opportunities that enable them to build their careers with Harrods. (Satterfield and Hughes, 2007) is also of the view that training and development programs result into constructive behaviour, functional skills transformation, and better performance guaranteeing organisation’s continuous effectiveness and efficiency. Training and development programs at Harrods are responsible for increased sales, sustainability, and competitiveness.
Maslow and Herzberg’s theory: 
Harrods’ success exceeds over a century being able to have some of the most effective, satisfied, motivated, skilled, and knowledgeable employees in the industry. Understanding that every employee is an individual, being able to meet the abilities and needs of the employees and exploit and fulfil them has been a key element in their training and development program. 
                                                                       [image: ]
                                       Source: www.simplypsychology.org
Abraham Maslow motivational theory above suggests that humans are better motivated through five essential needs as illustrated in the Hierarchy of needs pyramid below. At the bottom are the basic or physiological needs like shelter and food which must be fulfilled first which are met through for example regular pay. Once basic needs are resolved they move to safety needs like security and safety for example better working conditions. These may be met with schemes like pension, and employment contract which once met trigger social needs like intimate relationships, or be part of a group, which are met with teamwork, and after work clubs. Self Esteem needs which call for status, respect, and praise for hard work, are met with 360degree feedback as well as appraisals, and awards(celebrating achievement), (Module.uwtsd, 2020). Finally, at the top of the pyramid is the Self-fulfilment/actualisation, or a desire “to become everything one is capable of becoming”(Maslow, 1987, p. 64) (McLeod, 2020).
Although Maslow’s theory and hierarchy of needs has its weaknesses or loopholes like some employees being driven by self-realisation right from the beginning and some needs requiring attention before completing lower ones in the pyramid, Harrods has effectively exploited the theory and it has greatly facilitated their progress, retention of employees saving them thousands of pounds in recruitment and training, helping employees realise their ambitions, and achieving their mission, vision and business objectives.

Organisational Benefits
Employee turnover
Harrods pays a lot of attention to employee retention as it is important to the business. They use the tried and tested employee development and progression method, as compared to recruitment as a means of ensuring service longevity. Experience shows their longest serving employees have come through the system of talent spotting, training, development, and progression which equally helps in cutting recruitment costs, retaining skilled and experienced work force. All this has been achieved through turning Harrods into “great place to work” with fantastic reward, and incentives system: Commission and sales bonuses, flexible schedules, good pay, employee discounts, as well as better management structures(flat) which allows more engagement and delegation, better communication and feedback. Harrods’ 2006 employee turnover of 51.4% decreased to almost 10% by November 2017, (Harrodscareers, 2020).
Expertise
Individual development makes employees more efficient at what they do, being well equipped to face challenges and responsibilities they come across in their line of duty. Development equips employees with broader skills like creative thinking, decision making as well as managing others. This level of expertise and its versatility is the basis of Harrods excellence in many areas particularly customer service and satisfaction of its stakeholders namely employees, suppliers, and customers. In order for the company to be able to sustain its brand, performance and reputation as one of the best in the world, the level of its employees’ expertise at what they do and how they do plays a fundamental role the importance of training and development to the organisation (Nonaka et al, 2007).
All in all, research shows that it is true that training and development have considerable benefits to both individual and organisations however, the level of how much return each gets on investment is in many cases down to organisational culture (Maund, 2018), delivery, design and evaluation of these programs. 
                                               Development Vehicles.
Harrods is one the most well-known and respected retail brands in the world, with a unique customer base and reputation driven by its values namely, Service, Innovation, Luxury and British. The over 5,000 employees who serve over 100,000 exclusive customers a day during peak times are expected to effectively face challenges that its reputation and standards bring with it. It is a challenge for Harrods to find employees with the appropriate mix of knowledge, abilities, and skills to match their high ambitions hence vehicles and programs for development opportunities accorded to its employees. 
Academies.
First and foremost, Harrods has established several academies to cater for staff at different levels and functions, namely; Sales, Business, and Buying  Academy. There is also an opportunity to attend Oxford Summer School specifically designed to highlight problems, decisions, and challenges.  All these are aimed at offering its workforce opportunities, and essential tools/skills for success in luxury retail,  (Harrodscareers, 2020). Harrods offers opportunities for staff at all levels including schools, and  graduate schemes for university levers interested in kick starting a career in retail, distribution, and information technology. Many employees have acquired new skills, expertise and qualifications which have facilitated their progression, performance, and motivation. In return, Harrods has been able to boost their sales, higher retention of employees, and cutting recruitment costs, better communication, and service to their customers.
Mentoring and Coaching 
Mentoring and Coaching are very effective methods used by many successful organisations to develop their employees. They are both popular with many businesses employing them to enhance knowledge, skills, and performance of their employees through targeting specific skills and goals. (cipd.co.uk, 2019).
(O’Connor, 2002) p. 39 defines coaching as “a collaborative process whereby managers and employees continually set short and long term performance goals; listen actively to each other in reviewing results that achieved or exceeded performance expectations; and ask questions, share views, and negotiate solutions upon reviewing results that did not achieve performance expectations” (p.39).  
For quite some time, Harrods has effectively applied mentoring as a vehicle for the development of its employees. It uses some of its senior and most experienced management team particularly those who have been through the mentoring process to act as advisors and guides to lesser experienced (Harrodscareers, 2020). Mentors normally engage with their juniors through advice, structured feedback, and informal and formal conversations (face to face) through which they communicate, and agree on targets, goals,  objectives and new ways of working. 
Mentoring has been so beneficial to Harrods as acting as mentors particularly for supervisors, line managers and senior management have also developed their managerial skills, established relationships and trust with their juniors which are fundamental in achieving organisation’s goals particularly improved performance.
Though mentoring has many benefits, it has its own setbacks particularly being relationship oriented. In some cases, relationship between junior and mentor has broken down leading to purpose of whole process being lost. Mentoring is too broad/general in terms of objectives, over relies on goodwill of mentor and lacks formal assessments. In many cases mentors are preoccupied with other administrative commitments which take most of their time, trainee ending up not having benefited much from the process.
Appraisals
As part of Harrods’ strategic development plan particularly for individual development of its employees, line managers and senior management regularly and formally meet employees to discuss their performance hence appraisals (Harrodscareers, 2020). During these formal feedback meetings managers discuss organisation’s expectations, in relation to employees’ performance, skills gap, and remedies,  as well as employees’ personal expectations/needs. Appraisals are an effective tool for helping employees set a personal development plan with their line managers with specific goals and time frame. It is through such meetings that Harrods gets one-to-one feedback from employees, being able to solve grievances, build trust, relationships, as well as formulating strategies and policies which are employee oriented a key player in the motivation and development of its employees (Maund, 2018). 

Human Resource Theory
Elton Mayo is popularly known as the father of human resource theory. Human relations theorists like Elton Mayo (Onday, 2016) encouraged changes in management and organisations in particular in order to make places of work more humane, participative and informal in order to attain more productivity. His research based at the Hawthorne plant in Chicago suggested that repetitiveness ad boredom affected workers’ motivation. He recommended teamwork, workers’ involvement in decision making, enriched work tasks, and better communication to mention but a few.
From above mentioned development vehicles, its very clear that Harrods is using Mayos theory in its relations with employees. Implementation of a flatter administrative structure with less layers allows more engagement and responsibilities for the workers, appraisals are proof of better communication with management, and setting up of academies to train and cater for employees’ development is proof of willingness of organisation to enable employees attain personal goals. Indeed Harrods has high productivity, highly skilled and motivated employees a testimony for the effectiveness of Mayo’s theory. However, every employee is an individual with unique needs and aspirations. In today’s material world, a lot of employees would put better pay as the main motivational tool hence the preference for Taylor’s motivational theory (Mullins, 2005) which puts money or higher pay above anything else. 
  All in all, though Harrods has been vey successful for the last century or so, with te current volatile economic environment its vital that more research be done to devise methods of integrating motivational methods for example meeting employees needs buy as well as paying them handsomely for their labour which they are trying to implement but still lacking. Having an administrative mix of both Taylor and Maslow’s theory would go a long way in making Harrods a more effective organisation.

Personal Development Plan.
(Reyna and Sims, 1995) refer to personal development plans as a tool which facilitates career development and improves the learning and training processes. It is a key asset in empowering, and motivating of employees, improving productivity, competence, satisfaction, skills acquisition, goods, and services quality as well as reducing organisations’ costs, employee turnover, frustration, and skills gaps. Harrods uses feedback processes like appraisals to agree on personal development plans, outlining areas of interest (weaknesses/goals) employee has to work on (Harrodscareers, 2020). 

Personal development planning is a personal project aiming to create a career long term goal and how you plan to achieve it. It first and foremost, calls for a thorough reflection using tools like the SWOT or PEST analysis to analyse your strength, weaknesses, opportunities at your disposal and threats that would impact your development journey.  It gives you a clear picture of your present position, your ability and means, as well as realistic possibility of achieving of your goal.

SWOT Analysis 
SWOT is a business Acronym for Strength, Weaknesses, Opportunities and Threats, used as a strategic planning technique employed to assist an individual or organization pinpoint strengths, weaknesses, opportunities, and threats linked to organisations’ project planning. It is meant for evaluation at the initial stages of project, helping to identify the internal and external factors that may support or hinder your development plan.

[image: ]Source: wordpress.com.

Below is a personal development plan for Mr James Bright a junior employee at Harrods London working in the sales department for the last 6 months. He was recruited partly because he exhibited potential for the right mix of skills and abilities required to excel at Harrods. As part of initial assessment by his line manager and subsequent appraisal, both employee and management agreed on a career path of joining management team though he had a long list of skills to work on (skills gap) hence the personal development plan below. 

Understanding Yourself.
James was allocated a mentor to work with and using the SWOT analysis technique he embarked-on a thorough analysis of;
1.  His strengths, faculties, skills, interests, and abilities he has that stand out, others applaud, he is praised for, rewarded for, and would help him to excel.  
2.  They analysed his weaknesses, areas where he was weak, not good at, or lacked or needed to improve on if he were to achieve his objective of becoming part of management team. This is the “pulmonary vein” of the whole project without which the whole carrier path is doomed. 
3. They also analysed opportunities at his disposal that he must exploit that would facilitate his career path for example enrolling in the Academy, acquiring a student loan, and managers who would act as his mentors and coaches. 
4. Lastly were the threats, any hindrances or challenges that he had to overcome and plan for,  that had potential of deterring him from achieving his objectives for example extra funding during his studies, and commitment from Harrods to support him throughout the course (Mindtools.com, 2007).

Personal PEST Analysis.
PEST is an acronym for Political, Social-Cultural, Economic, and Technological factors that may affect your career path. These unlike the SWOT factors which are within and around you, PEST factors are largely external factors tat can both facilitate and derail your career path or development. Brief examples include:
1. Political decisions, policies, and circumstances brought about by the government legislation for example scrapping of student loans scheme for which James plans to depend on for sustenance during his course or “BREXIT” (Britain’s exit from European Union block) which might affect business you plan to join after qualification.
2. Economic factors like decline of business or industry in which you plan to work in, change in trends like way customers shop for example online shopping, unemployment and renumeration.
3. Social-Cultural factors may include lifestyles trends, demographic trends and their effect on industry.
4. Technological factors or trends in the industry for example E-Commerce, online shopping, distribution channels and stock taking, may determine your objectives, career path and how to go about it.

Career Objectives.

After a thorough analysis of internal and external factors that can facilitate or hinder James’ career path, next step is to define his mission statement and career objectives, or where his potential and opportunities can lead him to. It sets the direction of movement for career path, breaking it into milestones that will facilitate his ultimate purpose and, in his case, attain a level 3 retail leadership qualification and joining the Harrods management team. It is vital that when setting the objectives and goals to achieve, they should be within his means hence being “SMART” goals, an acronym for Specific, Measurable, Attainable, Realistic or Relevant and Time bound.
1. Specific: 
It very important that when setting career goals or objectives they should not be ambiguous or vague, easy to understand and straight to the point.
2. Measurable:
Should be able to know end and being able to tell much you have achieved at each milestone.  Example may include finishing first year or fourth module out of six on or out of 3 years on your way to achieving your qualification.
3. Achievable:
Goals must be within reach, reasonable, for person trying to achieve them otherwise it causes frustration and finally dropping of whole project. 
4. Relevant:
Goals should be in line or related to what you are trying to accomplish.
5. Time bound:
Finally, goals should have a deadline or time frame when they must be achieved otherwise, they may never be achieved.
           Actual Personal Development Plan
After James’ analysis of self and environment, as well as creation of his career goals and objectives, he now proceeds to put his actual development plan on paper. It starts with having a look at where James currently is and where he intends to be in terms of his skills, abilities and knowledge in regard to his ultimate goals(skills audit or  knowledge gap). At this stage it vital that consultation is done with relevant department or people to ascertain specific skills needed for objective or goals chosen to include them in the plan.  By closing the knowledge or skills gap done through setting of milestones along the career path you are in essence getting closer to your ultimate goal or career objective.

Action Plan
Once all information is in, it is now time to put plan on paper, the “action plan” which  includes short term goals on which you can start straight away. These milestones like completing one module every 3 months, will depend on development plan scope, resources, and requirements for achieving set long term objective. For James it means applying for student finance, confirming vacancy with academy, and agreeing on support, schedules with line managers and human resource.
Creation of to do list and prioritising threats to start mitigating them is crucial at this stage as they may derail the development plan even before it takes off. Scheduling its review is important every after a few months checking on its progress and taking necessary action.









	PERSONAL DEVELOPMENT PLAN

	NAME:    James Bright            INSTITUTION:    Harrods London             DEPARTMENT:  Sales                               YEAR:  2019

	Main Objects
	What I want or need to learn.
 (Skills/Knowledge gap).
	Activities
	Resources 
	Success Criteria
	Target dates

	Attain Level 3 Retail leadership qualification.

Join management team.
	1. Communication skills.
2. Sales knowledge and skills.
3. Leadership, Technical  and managerial skills.
4. E-Commerce skills.   
5. Distribution skills.    
6. Retail system knowledge.
7. Networking 
8. Teamwork skills
9. Conflict management


	· Workshops
· Meetings
· Lectures
· Expeditions
· Appraisals
· Placements
· Shop floor activities
· Feedback sessions
· Coaching and Mentoring
· Apply for student loan
	· Managers.
· Sales/Fashion Academy.
· Shop floor.
· Lecturers.
· Friend at work /Mentor/Coach.
· Libraries/Books/Websites
· Colleagues.
· Customers.
· Suppliers.
· Senior management.
· Government support/Loan
	1. Positive feedback from lecturers, mentors, and managers
2. Completing 6 modules
3. Successfully completing placements
4. Acquiring level 3 qualification.
5. Successfully engaging colleagues, customers, and management.
6. Effective communication, teamworking, managing team & decision making.
7. Receiving loan.
	1.Ongoing

2.June 2021

3.June 2021

4.June 2021

5. Ongoing

6.Ongoing.

7. June 2019





Conclusion  
Going by information from report above, it obvious that employees and businesses greatly benefit from training and development programs. It should however be noted that there is a massive difference in terms of benefits from one organisation and individual to another depending on how much attention is given to investment, transfer, delivery and design of the development and training programs. Systematic development and training programs for employees yield benefits through a variety of ways which include: Improved service delivery, innovation, productivity, communication, teamwork, employee and customer satisfaction, high product quality, low turnover, employee empowerment and expertise,  and enhancement of organisation’s reputation. The benefits listed above all point in the direction increased sales, achieving of organisation’s aims and objectives, sustainability, and competitiveness (Businessballs.com, 2020).
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