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Introduction 
Harrods is one of the leading business empire in the United Kingdom that sales reputable designer’s products to premium customers and has being existence for about 162 years with different owners the organisation is built with high expectation and moral standards while operating with ethical standards. The organisation employees over 5000 staff and all belongs to different sections of the organisation and can handle up to 100,000 customers at a time and the employees are a composite of several nationalities. 
The organisation looking at ways to ensure that their employees are retained and engaged so they are coming with different trainings and symposiums to boost their employee’s engagement and retention rate, while encouraging personal development plans to the employees (www.harrods.com). Although there are negatives perception that the organisation is not really looking at their staff welfare but bare concern about standards and classy customer service and making profit. Therefore, this report will evaluate the concept of developing relationship in working environment that will help the organisation and the employees to gain knowledge and exposure to deal with the business environment 
Harrods organisation is fast becoming a home of fashion for most celebrities that comes to the United Kingdom because of their unique customer service and the knowledge of their employees to deal with all manner of customers, their knowledge about the products and giving the customer detailed information each products from the point of manufacturing to the finished products. 











[bookmark: _Hlk534184070]Critical assessment of PDP at workplace (Harrods)
every organisation needs personal development plans for their employees because in this way the organisation will be able to stay competitive and sustainable, according to Ian (2015) any organisation without planned development for the organisation will mean losing their employees to others and sometimes unable to retain them, although it is also important that organisation invest in the human resources because in that way the organisation will equipped the employees for the challenges ahead in the business environment. Harrods are doing all within their resources to ensure that the employees are trained right from the recruitment and selection process, through their sales academy institution fresh graduates are trained in all area of marketing skills that will see them leading a team in the future, practicing their leadership principles and coordinating the operations within the sales department (www.harrods.com).
Personal development plans are about getting an understanding of the skills and knowledge needed in the work environment and on personal ground to improve the person in all ramification, although it all depends on the personal interest of the person (Ian, 2014). Like in Harrods the organisation spread their training schedule from the concept of on-the-job training and off-the-job training which both will require personal trainer like a coach guiding the activities of the person, although sometimes this attempt could become distractive to the employees as trainer will be focus on ensuring that the students gets the right training and apply the lesson in an appropriate way. According to Collins (2014) the development of the employees is concern with making the individual to become much more effective and efficient in their work and can handle complex situation in the future, it is also an elaborate skill that takes into consideration all the various areas of the work while being innovative in their skills to manage both people and situations.                         
[bookmark: _Hlk534184186]Development vehicles that Harrods are using to meet Personal Development Plans
According to Armstrong (2009) who suggests that most organisation development vehicles is the capability and competency of the employees, the more apprehend they are with their jobs the more the organisation will feel the impact through high turnover and minimised level of mistakes. In Harrods the organisation focuses in several vehicles to make sure that all their employees are up to date with the latest innovations in the business environment, therefore various forms of training are being offered to the employees such as;
· Harrods uses appraisal approach: This vehicle is aim at ensuring that the employees are well communicated about their expectations and how their performance will influence their promotion from one level to another, how it will create a career path for them to grow in the organisation, this is mostly carried out by their manager who will held a meeting with them once in a year to discuss their different performances all through the year. According to Adams (2013) appraisal is an organisational format of reviewing and evaluating the activities of the employees and rewarding according to their performance and enquiring from them where they need assistance to grow tin the industry. 
· Harrods fashion school: This is fashion school that Harrods runs to make sure that all their intake who are fashion conscious attend to sharpen their skills and be exposed to new latest fashion designs, in the school also student will choose their career path such apparel, female and male clothing, children clothing and travelling goods (Faden, 2015). This program is affiliated to London college of fashion with the intention to help the student gain knowledge of all the process it take for each clothing line to made from the type of raw materials tom the finished products up the point of sale and the skill require to convince the customers about the products details (www.harrods.com). 
· Graduate training: This vehicle is aim training young graduate from the university to train them on various skills within the retail and fashion industry. The students will be trained on various skills and the training last for six months and only the successful ones will be given automatic employment and will be expected to lead a team in their various fields. According to Sidney (2016) graduate training is a program that most multinational organisation set up to absorb a certain quota of undergraduates into their organisation by training them with the organisational skills that will enable them to fit adequately into the organisation plans and objectives. 
· Harrod short-term training: This is a two days training that is aim at improving the sales skills within the organisation with the introduction of high level customer service to improve the staff on the changes within the business environment. This training exposes the sales team to all manner of customers that will visit the stores to enquire about products and will be very ideal if the sales person is able to convince the customer to buy the product or offer an alternative (York, 2012).

Harrods career program as it relates to the organisation aspirations: 
The organisation develops a career plan for all their employees and support them according to their hierarchy in the organisation and the number of years they have into the system, they have various trainings and developmental education for all individuals of sectors. The aim of the organisation putting up such training is to ensure that all the employees are relevant and are engaged with the organisation philosophy, all the mentioned career development in the previous section highlights the training currently offer and what is expected of the student (www.harrods.com). Depending on the path the students wants to follow each department are also empowered to train their staff at regular intervals to ensure that they are able to answer any question that will likely prompt up in the store by any customer. 
Harrods retaining talent program: 
The ability to retain employees comes with the organisation trying to match the different employee’s aspiration with the organisational objectives, therefore creating an enabling environment will encourage the employees to stay in an organisation (Anderson, 2014). Although sometimes employees are more focus about monetary reward and other incentive to encourage them to stay in an organisation, some are aim at achieving their self-esteem ambition either career development or promotion in their place of work. Harrods has come with strategies of retaining their employees such as making them a shareholder of the organisation through selling shares to them as part of their investment, this initiative is being practice by Waitrose and is working for the organisation employees staying long and retiring from the job. 
Another avenue of ensuring that the staff are retain is through helping them to achieve their aspirations and succeeding in other sectors such as offering family holiday packages for hard working employees, giving rewards and promotion to employees who were outstanding in their performance. The organisation has form partnership with some renown university to take their fresh talented graduates for their training scheme and so far this process has yield positive result for the organisation as this young energetic individuals that are full of initiatives and innovation skills will add their fresh ideas to the organisation (www.harrods.com).


Importance of Training at Harrods
· the training will help the organisation to constantly maintain their level of goods and services offered.
· The standard within the organisation will be maintained and can even go higher because of new ways of doing things
· The new employees joining the organisation will be provided with enough information that will enhance their performance
· The old employee’s memories will be revived as the process of the training continues and they improve much more with new added skills
· The employees will gain new knowledge on information technology, marketing skills, sale strategies and product service delivery
· Adopting of lean manufacturing training will help the organisation to cut off waste and reduces the number mistakes
· The employees will be given opportunity to get feedback on their performance and areas of improvement will be suggested during the training period
· The employees will have encouraged about teamwork and the ability for each employee to foster harmonisation within the work environment.
[bookmark: _Hlk534184406]7 steps for identifying the training needs of your employees
1. Set clear expectations
To identify training needs, the organisation will firstly set clear expectations for each role within the organisation. In order to monitor performance effectively the organisation will need something to measure against their staff performance. Reviewing of job descriptions when new positions are created needs to be carried more often, or when making any substantial changes to existing roles, as well as periodically to account for smaller changes (Dean, 2016). In this area Harrods are doing very well by making sure that there is a training arrangement to help any new employees that joined the organisation, so apart from the initial training of the organisational ambitions and strategies which most is carried out by the HRM, departmental training will follow to get the employees acquitted with the proceedings and process of operations within the department (Anderson, 2013).  
2. Monitor performance
Measuring and monitoring performance should be embraced to support employees - not reprimand them. Setting out clear goals and responding to performance blips on an individual basis will help the organisation get a better view of what the employees will really need to improve their personal development plan, understanding why performance is off kilter to put the organisation in a better position to respond positively and offer appropriate training (Woods, 2014). Harrods will have to examine If performance is below expectations, can training help to improve that particular individual's performance? Consider if the employees skills are matched to the right job (Joel, 2014). Although sometimes this could change as because of what the individual could consider as being his/her priority, some will prefer to be in the same position without any aspiration while others will like to grow in the industry. Monitoring the performance of the employees will also be used as a medium to reward the employees (Dean, 2012).
3. Ask employees
Enquiring from the employees their area of needs is very essential as this will help the organisation to channel their resources towards ensuring that they are able to sustain the demand needed in the business environment. according to Lewin change approach striking a balance between the employees needs and the organisation wants will help any organisation to move in the right direction towards achieving their business objectives (Kotler, 2013). Although it is assumed that some organisation are taking up training without consulting their staff tom know which area they need training, unlike Harrods a survey is carried out for the employees to fill up the area that they will need support and training and this will collated and a facilitator will be contacted given the feedback from the staff feedback from the survey (Jones, 2015).
This is one of the areas that Harrods are lacking behind because their training is most focus on how to make profit and how the organisation can improve without enquiring from the employees what will benefit them and the organisation, therefore creating a gap that needs urgent attention. 
4. Carry out an organisational, work and task analysis
A careful examination of the organisational, work, and task within the organisation it is imperative that every training and support given to the employees most align with the organisational goals and objectives. Depending on the nature of business the organisation is embarking upon identification of the type of training needed will have a correlation, so that it will be relevant while improving the organisational work, operations and business strategies (Jones, 2103). Harrods during the managers meeting will discuss on the different challenges being faced by the organisation the type of training that is needed to make the work easier, like some department might staff to be more computerised based while others will need marketing skills. 
5. Set up personal development plans
Any organisation is determine to ensure that their employees are equipped to face the next phase business environment evolution, then there is need for personal development plan of the employees, according to Sidney (2013) who suggests that regular upgrade of the individuals within the working environment will bring positive outcomes for the organisation because the impact will transcend from customers service to all other sectors of the business units. Although this will require the organisation to invest heavily in the human resources department which the human resource department might have gotten staff feedback from their different heads of department they will now design personal development plans to fit into the individual’s aspirations and how it will be beneficiary to the organisation.  
6. Set up a focus group
Staying focus with a group of individuals will bring the development plans much closer to the individuals, because apart from the general training each departmental training will aim towards ensuring that employees within the department understand what is expected of them and ethics within the department (Davies, 2015). Harrods set this focus group to help in getting the training to grassroot this is aim splitting the training into section according to their needs, although sometimes they do cross sectional training just the employees to get an understanding of what is happening in the other department of the organisation. 
7. Set up a system of mentoring and coaching
one of the ways organisation are adopting to help them in making sure that the employees can learn very fast is through mentoring, this concept allows the employees to form a cordial relationship in which any complex situation will require external input and advice, mentoring activities has yielded positive results for many organisation (Matt, 2013). Harrods have put up this mechanism to monitor the progress of their staff on regular basis through giving them a survey to evaluate their capabilities in the section they are working.
Although a careful evaluation of the different training programs of Harrods to improve the working condition and the training of their staff to be aligned with the different business situation. In many occasion the employees could become obsolescence/out-dated – with changes in the technical advancements, cultural changes, new systems, computerisation of the system, so to stay competitive the organisation will train their employees but because of the cost involved they try to manage their resources and this could lead to many of the employees losing out of the latest technological advancement and innovation in the business world (Bopara, 2014). The rate of career turnover is very important in the business work as organisation like Google gain the insight that once your organisation encourage their employees to aspire in the aspect of academic, career development and upgrading of their current level then there is high potential that the resulting impact will lead to increase turnover for the organisation and good working relationship with the employees (Kotler, 2001). 
The current situation at the organisation is that they run a career development twice a year with internal and external speakers giving the staff career insight and how they can climb the ladder of management, the training will also include networking, CV writing skills, preparation for interviews, interactive session where all questions relating to career development are being discussed and one-on-one session (Diani, 2013). Although the training might not be enough for the employees to pursue dreams as many could just use that as a stepping stone to get the experience of working in an environment like that but on the contrary they are not really engaged with the working environment. According to Tim (2013) it is very important for an organisation to apply the Maslow hierarchy of need model in determining the path to take when supporting employees in their career. 
The organisation is fast in thinking that some employees may not really like the training that is being carried out twice a year during their career week, so they come up with a self-led learning approach, this model covers both behavioural and operational skills which design is to support the employees with their personal development. According to Diani (2013) self-led learning could be highly impactful as the student will be in locker room chat with other students to discuss things that are relevant to their career and with the experience from others the students will apply the knowledge to present situation. That is the reason Harrods self-led learning is geared towards making the employees be at the top of their game always with technical capabilities and behavioural skills being consistent (Gray, 2017). Although some critics are claiming that the organisation training program is not making the employees to be innovative like the Google that gives their employees ten hours off period to exhibit their personal initiative, if this is carried out the retail industry will not be so monotonous, and employees are always on the recycling without adequate strategies to engaged and retain them in the organisation. 




























Personal development plan 
[image: Image result for personal development plan]
(Figure 1: sourced; Lewis, 2016, p23-26)	
According to Lewis (2016) personal development plan is the process of creating an enabling learning atmosphere where the individual will have to draw up a plan that will enable them to achieve their career ambitions, with reference to figure 1 following the eight steps will very ideal. Therefore, will be looking at the map out strategy for personal development;
· Establish the purpose/ direction: When establishing the purpose for personal development plan it is essential for the individual to carefully know the direction which will be required to achieve the ambition. According to Tim (2015) who observes that as part of any organisational requirement training of the employees is mostly the responsibility of the HRM and they are able to carry out this function through gathering knowledge from expert or work experience to help in developing their employees and educating of the latest development in the business world while also improving all aspect of the corporate responsibility. Therefore, the direction of the PDP should align with the concept that it will be beneficiary to both the organisation and the individual involved.  
· Identify development needs: In identifying the development needs of the individuals will require the organisation to make a thorough investigation and assessment of the individual’s needs, because they three areas that might require development of the individuals and this could be, a short term training will only generate a short term result but a task oriented training will aim to change the employees attitude towards things like teamwork and ability to work alone without too much supervision, some other individual might need educational certification that will enable them to grow in the organisation and gain higher level in the organisational hierarchy (Kotler, 2012). An individual development is continuous process that requires stability and sustainability from the organisation because human wants at a moment is different and requirement for training also changes, that is organisation like Toyota are involved in cross departmental training of their employees ,It will the responsibility of the manager to evaluates each individual according to their strength and weakness to decide on the best development needs of the individuals (York, 2013).
· Look at development opportunities: looking at the development opportunities available for the organisation and the capabilities of the human resources and this will mean the organisation evaluates the benefits that the training will bring to the organisation and how it will impact the profitability level of the when comparing the overhead cost of running the training (Lewis, 2016). There are various training opportunities for an organisation ranging from information technology, customer service, software update and communication skills. With consideration to Harrods they different forms of development opportunities such as; Distribution graduate scheme, which is fifteen months program designed to develop the employees with retails logistics, with shop floor functions, the supply chain management approach and working with the distribution team (Leo, 2014). 
· Formulate action plan: Designing the action plan will be very ideal for the individual according to Tim (2013) work design needs to meet with the organisational and individual’s aspiration for the organisation to effectively gain from the training of the employees. A system is needed to formulate the activities of the organisation and that of the individual so that the work design will align with want is needed, it is essential to yield positive outcomes. A rigid formulated action plan will only end up making employees feels like being compressed to do certain things that is not align with their ambition (Kotler, 2012).       
· Undertake development: At this point of undertaking the development, the developmental needs of the individual have been identified, the next step will be to prepare the development plan that will help the individual achieve his/her desire outcomes. According to Anderson (2015) developmental plan for individuals within the organisational set up will demand the person getting a clearer understanding of vision and goals of the organisation while being trained to fill gaps that were identified. Although the internal environment of the organisation will reflect the type of training that will be given to the individual, it is important that this form of training will also reflect the organisational vision and objective. Organisation like Google are very good in making sure that their employees are given developmental training that will challenge them from their comfort zone to aspire for greater things because becoming outstanding in their various fields will attract certain form enumeration. Development undertaking in Harrods will mean outlining the different trainings that will be needed for the individual to grow in the industry (Kotler, 2012).
· Record outcomes: According to Honey (2017) keeping a track record of the individual progress level is very necessary for the organisation as this will help the management to make decision on the developmental progression of everyone. The worker will be able to apply the knowledge gain which according to Swart (2006) observes that a worker that possess valuable skills and ability to work in complex environment will become an asset to the organisation and keeping record of collective and individual achievements will encourage the individual to aspire for more encomium.
The progress of the individual will be monitored to ensure that it is in correlation with vision and mission of the organisation, without keeping a track record the employees will not be able to express their potentials and realise where they will need help in their respective areas of professionalism. Harrods can record the outcomes using self-evaluation process that allows everyone to rate each other according to their performance and their ability to work in the department, this could come either through an online survey or mostly the 3600 feedback process which is highly recommended.  
· Review and evaluate: Once the organisation have been able to evaluate the progress of the individual it now time for the individual to have a closer look at level of progress made and align it with the aspirations and focus of the training, in this way the individual will know which area to improve upon and the area to maintain the momentum and although sometimes this might not work out as planned but it is very imperative that reviewing and evaluating will guide and shape the individual back to the drawing board (Emily, 2013). The process of checking if the accomplishment is making any difference to the organisational set out goals and this is carried out annually, this could be considered as evaluation (Ian, 2012). While looking at the results of the evaluation to make decisions, because information from the evaluation to lead the management to invest more in the personal development plans if the benefits are enormous and correlated with the organisational vision and mission (York, 2013). 
Therefore, as part of the review and evaluation process certain activities will take place such as; 
· Job rotation: This is the movement of employees from one task to another to reduce monotony by increasing variety and the ability to cope with the process will indicate personal development plans achievement (Roy, 2014). 
· Job enlargement: This means combining previously fragmented tasks into one job, again to increase the variety and meaning of repetitive work. The ability to multi-task will show that the individual is able to combine knowledge gain towards a task (Ian, 2014).
· Job enrichment: The concept behind job enrichment entails that the individual is given a greater responsibility to maximise the potentials that will lead to maximum output for the organisation, this will personal research, personal training and taking up challenging work, this means the individual is able to work alone without too much supervision or monitoring (Dean, 2015)..
















Conclusion 
Many organisations are undergoing reforms to ensure that their employees are updated with the latest innovations in the business environment because that will help them to stay competitive, Harrods is not an exception because the organisation are making sure that individually the employees are progressing and as an organisation they are also making progress. The organisation have various form career development platform that supports the departmental and individual upgrade in various areas, although sometimes the  cost of transforming individuals could be very expensive, because each individual has their own perception and area of strength which at times the organisation is not bother to find out but rather just channel their resources towards making profit and staying competitive without considering the area of need the employees will appreciate.
The personal development plan should be tailored to match with personal ambition and aspiration of the individual but at times the organisation will always look at what will be of their own benefit and this impact the rate at which the organisation experiences employees leaving the organisation and employees engagement and retention becomes an issue.
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