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1. [bookmark: _Toc242569227]Introduction
In a small business such as Kings K9 Cuts, investing in employee learning and professional growth is important for maintaining service quality, adapting to industry changes and supporting future business development. Research suggests that organisations that invest in their workforce are better positioned to improve performance, increase employee engagement and maintain a sustainable competitive advantage. Within a dog grooming environment, ongoing development enables employees to enhance their grooming skills, customer service abilities and knowledge of animal welfare, contributing to higher standards of service. Furthermore, personal and career development benefits employees through increased knowledge, confidence and progression opportunities, while supporting organisational objectives such as improved productivity, customer satisfaction and employee retention (Armstrong, 2023).
A learning organisation encourages continuous improvement, knowledge sharing and collaboration among employees. According to Senge (2006), learning organisations create environments where individuals continually expand their capabilities, leading to improved performance and innovation. Effective workplace relationships support this process by encouraging communication, learning and teamwork.
This report examines the importance of developing individuals within the workplace using Kings K9 Cuts Dog Grooming as the organisational context. As a customer-focused business, Kings K9 Cuts relies on the skills and professionalism of its employees to deliver high-quality grooming services and maintain strong client relationships. The report focuses on a junior dog groomer who aims to progress into a senior grooming role.
The report critically evaluates the benefits of employee development for both the organisation and the individual. It explores how employee expectations can be managed through communication, performance appraisal and goal setting, and assesses development vehicles suitable for supporting the employee's needs. Finally, a structured development plan is presented and evaluated in relation to performance management, demonstrating how planned development can support individual growth, organisational success and positive workplace relationships.


2. [bookmark: _Toc242569228]Main Findings
[bookmark: _Toc242569229]2.1 Impacts of developing individuals in the workplace
Employee development refers to the process of improving employees' knowledge, skills and abilities to enhance individual and organisational performance. In modern organisations, employee development is viewed as a strategic investment rather than an operational cost. Becker's (1964) Human Capital Theory suggests that organisations can gain a competitive advantage by investing in the skills and knowledge of their employees. Within Kings K9 Cuts Dog Grooming, employee development is particularly important as service quality and customer satisfaction are directly influenced by employee competence and professionalism.
One significant benefit of developing individuals is improved organisational performance. Learning activities and workplace development initiatives help employees strengthen job-specific competencies, work more effectively and deliver higher standards of service. Armstrong (2023) suggests that organisations investing in learning and development often experience higher productivity and improved business performance. For example, providing grooming staff with advanced training in breed-specific grooming techniques, animal handling and customer service can improve the quality of services delivered, leading to increased customer satisfaction and repeat business. However, the effectiveness of development initiatives depends on whether training is aligned with organisational objectives. If development activities are poorly planned or unrelated to workplace needs, the return on investment may be limited.
A further benefit is improved employee motivation and retention. Herzberg's (1959) Motivation-Hygiene Theory identifies opportunities for growth and advancement as important motivators that increase employee satisfaction. Employees are more likely to remain committed to an organisation when they see opportunities for career progression and personal development. At Kings K9 Cuts, investing in employee development through coaching, mentoring and professional qualifications can demonstrate that the organisation values its workforce. This can reduce employee turnover and the costs associated with recruitment and training. Nevertheless, organisations should recognise that development does not always guarantee retention, as employees may use newly acquired skills to pursue opportunities elsewhere.
Developing employees also helps to address skills gaps within Kings K9 Cuts. As grooming techniques, customer expectations and industry standards continue to evolve, employees need ongoing training to maintain high levels of service. Continuous learning also encourages employees to share ideas and improve working practices, which can support innovation. 
A workplace that values learning creates a positive culture where employees feel supported and motivated to contribute to organisational goals. This supports Senge's (2006) concept of the learning organisation, where knowledge sharing and continuous improvement become part of everyday working practices.
Developing individuals can also strengthen workplace relationships and collaboration. Senge (2006) argues that learning cultures encourage employees to share knowledge, support one another and engage in collective problem-solving. Within a grooming business, experienced groomers can coach less experienced colleagues, creating opportunities for knowledge transfer and teamwork. Strong workplace relationships contribute to a positive working environment where employees feel supported and are more willing to collaborate to achieve organisational goals. However, creating a learning culture requires management commitment, as time constraints and operational pressures can sometimes limit development opportunities.
Armstrong and Taylor (2023) suggest that another key organisational benefit is succession planning and long-term sustainability. Employee development prepares individuals for future responsibilities and helps organisations maintain continuity when key employees leave or progress into new roles. At Kings K9 Cuts, developing a junior dog groomer to become a senior groomer would reduce reliance on a single individual and support future business growth. Internal promotion can also be more cost-effective than recruiting externally, as existing employees already understand organisational procedures and customer expectations.
According to Herzberg (1959), employee development also benefits the individual. Through training and development opportunities, employees can gain confidence, increase job satisfaction and improve their career prospects. Enhanced knowledge and skills can lead to greater employability and provide opportunities for career progression. Employees who feel supported in their development are often more engaged and motivated, contributing positively to organisational performance.
In conclusion, developing individuals offers significant benefits to both organisations and employees. Improved performance, employee retention, stronger workplace relationships and effective succession planning can all contribute to organisational success. However, these benefits can only be fully recognised when development activities are aligned with organisational objectives and supported by effective management practices.
[bookmark: _Toc242569230]2.2 The Michigan Model
The Michigan Model of Human Resource Management links an organisation's mission and strategy to its organisational structure and HR practices. As shown in the Michigan Model diagram, HRM should support the overall goals of the business through four key areas: selection, appraisal, rewards and development.
At Kings K9 Cuts, selection involves recruiting dog groomers who have the technical skills, customer service abilities and willingness to learn that are needed to support the business's aim of providing high-quality grooming services. Choosing the right employees helps ensure good performance and customer satisfaction.
Lamb, P. (2020) states that appraisal allows employee performance to be reviewed against agreed objectives. Regular one-to-one meetings and performance reviews enable me to monitor grooming standards, customer feedback and progress towards career goals, whilst identifying any additional development needs.
According to Senge, P.M. (2006), rewards are used to recognise and encourage good performance. At Kings K9 Cuts, rewards may include recognition for excellent customer feedback, additional responsibilities, opportunities for further training or financial incentives. Effective rewards can increase motivation and employee retention.
Lamb, P. (2020) also suggests that development focuses on improving employee knowledge and skills. For the junior groomer within the business, this may include coaching, mentoring, accredited grooming qualifications and continuing professional development. Investing in development supports succession planning and helps prepare employees for future senior or supervisory roles.
Overall, the Michigan Model demonstrates how selection, appraisal, rewards and development work together to support the objectives of Kings K9 Cuts and contribute to both employee growth and organisational success.
[bookmark: _Toc242569231]2.3 Managing employee expectations 
Managing employee expectations is essential for ensuring that personal development activities remain realistic, achievable and aligned with organisational objectives. Employee expectations relate to what individuals believe they can achieve within their role, including opportunities for training, promotion and career progression. If expectations are not effectively managed, employees may become dissatisfied, demotivated or disengaged, potentially affecting workplace relationships and performance.
Within Kings K9 Cuts Dog Grooming, a suitable example is a junior dog groomer who aspires to progress into a senior groomer or supervisory position. Whilst career ambition should be encouraged, it is important that expectations are managed through open communication and clear development pathways. Employees must understand the skills, qualifications and experience required to achieve their career goals, as immediate promotion may not always be possible due to organisational needs or competency gaps.
One way of managing expectations is through effective performance appraisals and regular one-to-one meetings. Appraisals provide an opportunity to discuss career aspirations, identify strengths and weaknesses, and agree realistic development objectives. Armstrong (2023) argues that performance management should support both organisational performance and individual growth through continuous feedback and development discussions. At Kings K9 Cuts, regular meetings can help employees understand what is required to progress whilst allowing managers to provide guidance and support.
Goal setting is another important method of managing expectations. Locke and Latham's (1990) Goal-Setting Theory suggests that employees perform more effectively when they are given specific and challenging goals. Applying the SMART framework provides employees with clearly defined development targets that can be monitored and evaluated within agreed timescales. Rather than expecting immediate promotion to a senior role, the junior groomer can work towards a structured set of objectives that support long-term career progression.
The following SMART objectives could be agreed during a performance review:
	Objective
	SMART Criteria

	Complete an accredited advanced dog grooming qualification within 12 months.
	Specific, Measurable, Achievable, Relevant, Time-bound.

	Achieve and maintain customer satisfaction scores of at least 90% over a six-month period.
	Specific, Measurable, Relevant, Time-bound.

	Attend one training or CPD activity each month to develop technical dog grooming skills.
	Specific, Measurable, Achievable, Relevant, Time-bound.

	Mentor a trainee groomer for three months to develop leadership and communication skills.
	Specific, Measurable, Achievable, Relevant, Time-bound.

	Demonstrate the ability to independently manage appointments, client consultations and dog grooming services within 12 months.
	Specific, Measurable, Achievable, Relevant, Time-bound.





These objectives provide clear expectations and measurable milestones whilst linking employee aspirations to business needs. For example, completing an advanced qualification increases technical competence, while mentoring another employee supports the development of leadership skills required for a future supervisory role. By establishing achievable targets, the organisation can motivate employees whilst avoiding unrealistic expectations regarding immediate promotion.
The psychological contract also plays an important role in expectation management. Rousseau (1995) describes the psychological contract as the unwritten expectations that exist between employers and employees. Employees often expect support, training and opportunities for advancement, whilst employers expect commitment, performance and professional behaviour. If either party feels these expectations are not being met, trust and motivation can be negatively affected. Therefore, managers must communicate honestly about development opportunities and organisational limitations.
Feedback is a further mechanism for managing expectations. Effective feedback enables individuals to recognise their strengths while identifying areas where further development may be beneficial. Using coaching techniques such as Whitmore's (2017) GROW Model, managers can support employees in identifying goals, assessing their current situation, exploring available options and agreeing actions for future development. This method empowers employees to take an active role in their development while ensuring goals remain attainable.
However, organisations must balance employee aspirations with operational realities. Small businesses such as Kings K9 Cuts may have limited promotion opportunities compared with larger organisations. Consequently, managers should avoid creating unrealistic expectations regarding advancement. Instead, emphasis can be placed on skills development, increased responsibilities and professional growth, even where immediate promotion opportunities do not exist.
Overall, managing employee expectations requires effective communication, realistic goal-setting, regular performance reviews and constructive feedback. By aligning development opportunities with business needs and employee performance, Kings K9 Cuts can support motivation and help employees progress in their careers.
[bookmark: _Toc242569232]

2.4 What development vehicles are available and suitable for the individual?
Employers can utilise a variety of learning and development methods to support professional growth, capability building and workplace effectiveness. Choosing the most appropriate development method is important as different approaches provide different learning outcomes. For the junior dog groomer at Kings K9 Cuts, a combination of development vehicles would be most effective in supporting progression towards a senior groomer or supervisory role.
One suitable development vehicle is coaching. Coaching involves guidance from a more experienced employee and focuses on improving specific skills and performance. Whitmore (2017) suggests that coaching supports self-awareness, confidence and continuous improvement. Within Kings K9 Cuts, coaching could help the employee develop advanced grooming techniques, improve customer service skills and build confidence when handling more challenging grooming tasks. A significant advantage of coaching is that feedback is immediate and tailored to the employee's individual needs. However, coaching can be resource-intensive and may place additional demands on experienced staff members. For a small business such as Kings K9 Cuts, time constraints may limit the amount of coaching that can be provided. Nevertheless, the personalised nature of coaching makes it a highly effective method for developing practical skills within the workplace.

Schein, E. H. (1990) suggests another effective development vehicle is mentoring. Unlike coaching, mentoring focuses on long-term career development and professional growth. A senior groomer can provide guidance regarding career progression, leadership responsibilities and industry experience. Mentoring can also strengthen workplace relationships by encouraging knowledge sharing and collaboration between employees. However, the success of mentoring largely depends upon the quality of the relationship between the mentor and mentee. If communication is poor or expectations are unclear, the benefits may be limited. Despite this limitation, mentoring is particularly suitable for preparing employees for future supervisory responsibilities because it supports both personal and professional development.

Locke, E. A., & Latham, G. P. (1990) states that formal training and professional qualifications are also valuable development vehicles. An accredited dog grooming qualification would improve the employee's technical competence and professional credibility within the industry. Formal training provides structured learning and recognised evidence of achievement, which can enhance both organisational reputation and service quality. However, for a small business such as Kings K9 Cuts, the financial costs associated with training and the operational disruption caused by employee absence may present challenges. Consequently, whilst formal training offers substantial long-term benefits, it may be most effective when combined with workplace-based learning methods that minimise disruption to daily operations.


Job shadowing enables employees to observe experienced colleagues and learn through practical experience. According to Kolb (1984), experiential learning is most effective when individuals can observe, reflect and apply new knowledge within real workplace situations. Through job shadowing, the junior groomer could develop a greater understanding of advanced grooming techniques, customer interactions and supervisory responsibilities. However, the effectiveness of job shadowing can vary depending on the quality of the experience and the willingness of experienced employees to share knowledge. Whilst it may not provide formal accreditation, job shadowing offers a cost-effective method of developing practical workplace skills.

Finally, continuing Professional Development and e-learning provide flexible opportunities for ongoing learning and skills development. Online courses, webinars and industry resources allow employees to learn at their own pace whilst balancing work commitments. These methods can be particularly beneficial for small organisations as they are often more affordable than formal training programmes. However, successful participation requires a high level of self-motivation and commitment. Furthermore, e-learning may not provide the same level of practical experience as hands-on training. Therefore, whilst continuous professional development is valuable for maintaining knowledge and encouraging lifelong learning, it should complement rather than replace practical development activities.

Overall, no single development vehicle is capable of meeting all of the employee's development needs. Coaching and mentoring provide personalised guidance and support, formal training develops technical competence, job shadowing facilitates experiential learning and continuous professional development encourages continuous professional growth. Therefore, a blended approach would be most appropriate for Kings K9 Cuts. By combining formal qualifications with coaching, mentoring and ongoing continuous professional development activities, the organisation can support both technical and behavioural development whilst minimising the limitations associated with any single method. This approach is likely to provide the greatest benefit for both the employee and the organisation.


[bookmark: _Toc242569233]2.5 Identifying development needs for an individual and performance management
Schein, E. H. (1990) suggests identifying development needs is an important aspect of employee development as it enables organisations to address skill gaps and support career progression. Training and development activities should be based on the individual’s current abilities, future aspirations and the needs of the organisation. For the junior dog groomer at Kings K9 Cuts, a training needs analysis has identified several areas for development, including advanced grooming techniques, customer service, leadership skills and business knowledge. These skills are necessary to support progression into a senior groomer or supervisory role.
To ensure development activities are structured and measurable, an Individual Development Plan should be implemented. The plan should clearly outline development objectives, learning activities, timescales and methods for measuring success.

	Development Need
	Development Activity
	Timescale
	Success Measure

	Advanced dog grooming skills
	Complete an accredited dog grooming qualification
	12 months
	Qualification achieved

	Customer service skills
	Attend customer service training and receive coaching
	6 months
	Customer satisfaction scores above 90%

	Leadership skills
	Mentor a trainee dog groomer
	6 months
	Positive feedback from mentor and trainee

	Business knowledge
	Shadow the business owner and assist with appointments and administration
	6 months
	Ability to manage daily operations independently



This development plan provides a clear pathway towards achieving the employee's career goals while supporting organisational objectives. The inclusion of measurable outcomes also allows progress to be monitored effectively.
Performance management plays a crucial role in ensuring development activities lead to improved workplace performance. Armstrong (2023) states that performance management is a continuous process that involves setting objectives, monitoring progress and providing feedback to improve individual and organisational performance. At Kings K9 Cuts, progress could be monitored through regular one-to-one meetings, performance appraisals and observation of workplace performance.
CIPD (2025) suggests that feedback is an essential component of performance management. Constructive feedback helps employees understand their strengths and identify areas requiring improvement. Regular feedback sessions can increase motivation and ensure employees remain focused on their development goals. Additionally, maintaining confidential records of performance discussions and development activities promotes fairness and transparency throughout the process.
The effectiveness of the development plan can be evaluated using Kirkpatrick's (1994) Four-Level Evaluation Model. The first level measures the employee's reaction to the training activities. The second level assesses what knowledge or skills have been learned. The third level examines whether the employee applies new skills within the workplace, while the fourth level evaluates the overall impact on organisational performance. For example, successful completion of grooming qualifications, improved customer feedback and increased responsibility within the business would indicate positive development outcomes.
However, organisations must recognise that development plans may need to be reviewed and adjusted over time. Changes in organisational priorities, employee performance or business needs may require objectives to be modified. Therefore, regular review meetings are necessary to ensure development activities continue to align with both individual aspirations and organisational goals.
Overall, identifying development needs and implementing a structured development plan enables organisations to support employee growth while improving performance. Through effective performance management, regular feedback and ongoing evaluation, Kings K9 Cuts can help employees achieve their career ambitions whilst contributing positively to business success and workplace relationships.
[bookmark: _Toc242569234]2.6 Holland’s Model of Vocational Choice
Greenhaus, J. (2006) advises that Holland's Model of Vocational Choice suggests that people are more likely to be satisfied and successful in their work when their personality matches their working environment. The model proposes that career choices are influenced by an individual's interests, values and preferred ways of working.


Within Kings K9 Cuts, the junior dog groomer demonstrates characteristics associated with Holland's Realistic and Social personality types. The role requires practical skills, attention to detail, animal handling and regular interaction with customers. As the employee enjoys working with dogs and developing grooming skills, there is a strong person-job fit between their interests and their role within the business.
Tatenda Sayenda (2022) advises that understanding personality and interests can support career development by helping managers identify suitable training and progression opportunities. For example, if the employee wishes to progress into a senior groomer or supervisory role, development activities such as coaching, mentoring and leadership training can be provided to support these aspirations. 
By matching employee interests with organisational opportunities, Kings K9 Cuts can improve employee motivation, job satisfaction and retention whilst ensuring the business continues to develop a skilled workforce.
[bookmark: _Toc242569235]2.7 Schein’s Career Anchors
Schein's Career Anchors theory suggests that people's career decisions are influenced by their values, motivations and perceived talents. These "anchors" develop through experience and shape the type of work and career progression individuals seek. Understanding an employee's career anchor can help organisations provide suitable development opportunities and improve employee satisfaction.
At Kings K9 Cuts, the junior dog groomer may demonstrate a technical and functional competence career anchor, where the primary motivation is becoming highly skilled in dog grooming and developing expertise in breed-specific styling and animal care. Alternatively, the employee may show a managerial competence anchor if they aspire to progress into a senior groomer or supervisory role with increased responsibility.
Understanding these motivations enables me, as the business owner, to provide development activities that align with both the employee's career aspirations and the needs of the business. For example, an employee focused on technical competence may benefit from advanced grooming qualifications and specialist training, while an employee interested in management may benefit from mentoring, leadership development and opportunities to supervise other staff members.


Herzberg, F. (1959) suggests that by recognising employees' values and career motivations, Kings K9 Cuts can create personalised development plans that improve motivation, engagement and retention whilst supporting succession planning and long-term business growth. When employee aspirations are aligned with organisational objectives, development activities are more likely to benefit both the individual and the organisation.
[bookmark: _Toc242569236]2.8 Matching Individual and Organisational Needs
Development initiatives are generally more successful when employee aspirations are compatible with organisational objectives and workforce requirements. Employees often seek opportunities to develop new skills, progress their careers and increase their job satisfaction, whilst organisations require a skilled workforce capable of achieving business objectives and supporting future growth.
Within Kings K9 Cuts, the junior dog groomer wishes to develop advanced grooming skills and progress into a senior groomer or supervisory role. 
The business also benefits from developing this employee as it requires competent staff who can maintain high grooming standards, deliver excellent customer service and support the growth of the business. In this respect, the needs of both the employee and the organisation are closely aligned.
The theories of Holland (1997) and Schein (1990) demonstrate the importance of understanding an employee's interests, values and career aspirations. By providing suitable development opportunities, such as coaching, mentoring and professional qualifications, Kings K9 Cuts can support the employee's career goals whilst improving organisational performance.
However, differences may sometimes arise between individual and organisational needs. For example, an employee may expect rapid promotion, whilst the business may have limited supervisory opportunities available. Similarly, development activities require time and financial investment, which may be challenging for a small business. To minimise these potential conflicts, regular communication, performance reviews and realistic development planning are essential.
Overall, when individual aspirations and organisational objectives are aligned, employee development benefits both parties. Employees gain skills, confidence and career opportunities, whilst Kings K9 Cuts benefits from improved performance, increased employee retention and a stronger foundation for future business growth.
[bookmark: _Toc242569237]3. Conclusion
This report has demonstrated that the development of individuals in the workplace provides significant benefits for both employees and organisations. Within Kings K9 Cuts Dog Grooming, investing in employee development can improve organisational performance, increase employee motivation and retention, strengthen workplace relationships and support succession planning. These benefits contribute to a more collaborative and productive working environment, ultimately enhancing the quality of service provided to customers.
The report also highlighted the importance of managing employee expectations through effective communication, regular performance reviews and realistic goal setting. The use of SMART objectives enables employees to understand what is required to achieve their career aspirations while ensuring development activities remain aligned with organisational needs. By managing expectations effectively, organisations can maintain employee motivation and engagement whilst reducing the risk of dissatisfaction.
A critical evaluation of development vehicles identified coaching, mentoring, formal training, job shadowing and continuing professional development as suitable methods for supporting employee growth. Whilst each development vehicle offers advantages and limitations, a blended approach was found to be the most effective strategy for meeting both technical and personal development needs.
Finally, a structured development plan was created for a junior dog groomer aspiring to progress into a senior grooming role. The plan identified key development needs and established clear objectives, development activities and performance measures. Through ongoing performance management, regular feedback and evaluation using recognised frameworks such as Kirkpatrick's Evaluation Model, progress can be monitored effectively and development activities adjusted where necessary.
Overall, employee development should be viewed as a strategic investment rather than a cost. By providing structured learning opportunities and supporting career progression, Kings K9 Cuts can improve individual performance, strengthen workplace relationships and support the long-term sustainability and success of the business.
[bookmark: _Toc242569238]

4. References
Andrews, H. A. (1973). Personality patterns and vocational choice: A test of Holland’s theory with adult part-time community college students. Journal of Counseling Psychology, 20(5), 482–483. https://doi.org/10.1037/h0035396

Armstrong, M., & Taylor, S. (2023). Armstrong's handbook of human resource management practice (16th ed.). Kogan Page. Book.

Armstrong’s Handbook of Human Resource Management Practice (11th ed.). (2009). Industrial and Commercial Training, 41(6), 344–346. https://doi.org/10.1108/00197850910983965

Becker, G. S. (1964). Human capital: A theoretical and empirical analysis, with special reference to education. University of Chicago Press. Book.

CIPD. (2025, January 10). CIPD | performance reviews | factsheets. CIPD. https://www.cipd.org/uk/knowledge/factsheets/appraisals-factsheet/ 
Dibella, A. J. (1995). Sculpting the learning organization: Lessons in the art and science of systemic change, by Karen E. Watkins and Victoria J. Marsick. (1993). San Francisco: Jossey-Bass. 298 pp., $29.95. Human Resource Development Quarterly, 6(4), 421–423. https://doi.org/10.1002/hrdq.3920060410
Faulkner, D. O. (2006). The Oxford handbook of strategy : A strategy overview and competitive strategy (D. O. Faulkner, D. Faulkner, & A. Campbell, Eds.). Oxford University Press.

Greenhaus, J., & Callanan, G. (2006). Encyclopedia of Career Development. Encyclopedia of Career Development. https://doi.org/10.4135/9781412952675 

Herzberg, F. (1959). The motivation to work. American Sociological Review, 25(2), 288. https://doi.org/10.2307/2092643
Hsu, S.-W., & Lamb, P. (2020). Still in search of learning organization?: Towards a radical account of The Fifth Discipline: The Art and Practice of the Learning Organization. The Learning Organization, 27(1), 31–41. https://doi.org/10.1108/TLO-09-2019-0142

Indeed Editorial Team. (2023, March 16). 10 Expectations employers have for employees. 
https://www.indeed.com/career-advice/starting-new-job/expectations-of-employers
Jardat, R., & de Rozario, P. (2012). Psychological Contracts in Organizations Understanding Written and Unwritten Agreements. Society and Business Review, 7(1), 93–102. https://doi.org/10.1108/17465681211195814
  
Kirkpatrick, D. L., & Kirkpatrick, J. D. (2016). Kirkpatrick's four levels of training evaluation. ATD Press. Book.

KnowledgeBrief. (2023). Armstrong’s model of the employee lifecycle - what is it? Definition, examples and more. Kbmanage.Com. https://www.kbmanage.com/concept/armstrongs-model-of-the-employee-lifecycle
 
Kolb, D. A. (1984). Experiential learning: Experience as the source of learning and development. Prentice Hall. Book.
 
Locke, E. A., & Latham, G. P. (1990). A theory of goal setting and task performance. Prentice Hall. Book.

Muhsam, H. V. (1965). [Rev. of Human Capital. A Theoretical and Empirical Analysis, with Special Reference to Education]. Revue de l’Institut International de Statistique, 33(3), 556–557. https://doi.org/10.2307/1401709
 
Rousseau, D. M. (1995). Psychological contracts in organizations: Understanding written and unwritten agreements. Sage Publications. Book.
 
Senge, P.M. (2006) The Fifth Discipline The Art and Practice of the Learning Organization. Doubleday - References - Scientific Research Publishing. Scirp.org. Published 2026. https://www.scirp.org/reference/ReferencesPapers?ReferenceID=1122355

Schein, E. H. (1990). Organizational Culture. The American Psychologist, 45(2), 109–119. https://doi.org/10.1037/0003-066X.45.2.109

Schein, E. H. (1990). Career anchors: Discovering your real values. Jossey-Bass.

Tatenda Sayenda. Personality and Career interests: Everything you need to know. The Human Capital Hub. Published March 2, 2022. https://www.thehumancapitalhub.com/articles/personality-and-career-interests-everything-you-need-to-know 
‌

Van Wijk, C. H. Van W., & Fourie, M. (2C.E., July 17). Holland, J.L. (1997) making vocational choices a theory of vocational personalities and work environments. 3Rd edition, psychological assessment resources, Odessa. - References - scientific research publishing. Www.Scirp.Org. https://www.scirp.org/reference/ReferencesPapers?ReferenceID=1970223
 Whitmore, J. (2017). Coaching for performance: The principles and practice of coaching and leadership (5th ed.). Nicholas Brealey Publishing. Book.

2

image1.png
PRIFYSGOL CYMRY ———————
Y Drindod Dewi Sant
L ——————— UNIVERSITY OF WALES
Trinity Saint David




