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[bookmark: _Toc1042260893]1. Introduction
Employee development is an important part of performance management because it allows employees to improve their knowledge, skills and behaviours so they can contribute to organisational goals. It can also support motivation, teamwork, customer service and the ability of a business to respond to change. (Armstrong, n.d.) explains that performance management should be an ongoing process involving clear expectations, feedback, development and regular reviews rather than only taking place during an appraisal.
This report focuses on Perfect Pooch, a small pet-care business providing dog grooming and pet pregnancy scanning services. As manager, I am responsible for supporting employees, monitoring performance and identifying development opportunities. The business has two experienced groomers, Chloe and Bethany, who have worked for the business for over a year. Chloe's strengths are grooming and styling, while Bethany is stronger in customer service and handling nervous dogs. Developing these skills could improve individual performance and help the business maintain consistent services.
The report critically assesses the benefits and limitations of employee development, including its effect on performance, motivation and organisational flexibility. It examines how development needs can be identified and managed through skills-gap analysis, SMART objectives, feedback and realistic career discussions. Different development approaches are assessed before an Individual Development Plan (IDP) is recommended for Chloe. The report also considers performance management, learning preferences, career development, succession planning and sustainability.

[bookmark: _Toc1614322671]2. Developing Workplace Relationships and Achievement
Workplace relationships are important at Perfect Pooch because Chloe and Bethany work closely together as a small team. Effective communication and mutual support can help them share knowledge, solve problems and maintain standards. Employee development should therefore support both individual capability and positive working relationships.
(McLeod, 2022) discusses social learning theory, which suggests that people can learn by observing others. At Perfect Pooch, Chloe could observe Bethany during customer consultations and when handling nervous dogs. Bethany could also learn from Chloe's grooming and styling knowledge. This would allow both employees to develop skills without relying entirely on outside training.
However, observing an experienced colleague does not guarantee that the actions being followed is appropriate. Employees may have different habits or approaches, so I would ensure that shared knowledge follows the business's procedures and appropriate animal-welfare standards. Supervision and feedback would help employees recognise effective practice from approaches that need improvement.
(Edmondson, 1999) describes psychological safety as an environment where people feel able to ask questions, admit uncertainty and discuss mistakes without fear of negative effects. This is relevant at Perfect Pooch because employees need to feel comfortable requesting help when faced with an unfamiliar situation. For example, Chloe should be able to ask Bethany or the manager for advice when handling a nervous dog if she is unsure of the safest approach.
Psychological safety should not remove accountability. Employees must still follow procedures and meet expected standards. My responsibility would be to encourage open communication while making standards clear. This balance could help employees raise concerns early and learn from mistakes without compromising animal welfare or service quality.
(Belbin Team Roles, 2016) offers another way to consider the different strengths Chloe and Bethany bring to the business. Chloe's grooming knowledge may reflect technical skills and qualities. Bethany’s supportive approach towards colleagues and customers may reflect the qualities associated with a team worker role. These are possible descriptions rather than fixed labels, particularly because the team is so small. The model is most useful for recognising different strengths and identifying opportunities for development.
Overall, developing workplace relationships at Perfect Pooch means encouraging knowledge sharing, open communication and suitable support. This could improve collaboration and help both employees contribute more effectively to the business.
[bookmark: _Toc1190357833]3. Critical Assessment of the Benefits of Developing Individuals
[bookmark: _Toc1534465491]3.1 Improved Performance and Capability
Employee development can improve capability by helping individuals build on existing strengths and address skills gaps. Chloe already has strong grooming and styling skills, but developing her customer communication and confidence when handling nervous dogs could allow her to manage a wider range of appointments effectively.
(Aguinis, 2018) argues that performance management should consider both employee behaviours and results. Therefore, the success of Chloe's development should not be judged simply by whether she attends training. It should also be assessed by whether she applies what she has learned and whether her performance improves.
(Kolb, D. A. (1984), is relevant because practical skills can be developed through experience, reflection, understanding and experimentation. For example, Chloe could observe Bethany handling a nervous dog, discuss the approach afterwards and apply suitable techniques under supervision. Reflecting on the appointment would help Chloe identify what worked well and what she could improve next time.
However, development does not automatically lead to improved performance. (BALDWIN & FORD, 1988) argue the importance of transferring training into the workplace. If Chloe learns new techniques but has no opportunity to practise them, the benefits may be reduced. Perfect Pooch should therefore provide supervised practice and constructive feedback, assessing Chloe's actual performance rather than relying on training alone.
[bookmark: _Toc448310770]3.2 Motivation and Engagement
Development may improve motivation by giving employees opportunities to build confidence, achieve goals and contribute to decisions about their work. (Ryan & Deci, 2000) explain that motivation can be supported by independence, competence and positive relationships. At Perfect Pooch, I could involve Chloe in agreeing her development objectives, allowing her to express her interests and identify areas where she would value support.
(Herzberg et al., 1959) also identify achievement, recognition and responsibility as factors that can contribute to motivation. Recognising Chloe's progress through feedback could help her see that her efforts are valued. As her ability increases, she might also take on appropriate responsibilities, such as sharing her grooming knowledge with Bethany.
However, development will not always increase motivation. If Chloe receives extra responsibilities without enough time, training or support, she may experience increased pressure instead. This risk is important in a small business where staffing and time are reduced. Development activities should therefore be realistic, agreed with the employee and planned around normal business needs.
[bookmark: _Toc295361170]3.3 Organisational Flexibility and Retention
Organisational flexibility is particularly important at Perfect Pooch because only two groomers are employed. If one is absent or leaves, the business could struggle to maintain its usual service if the remaining employee lacks skills. Developing different skills across the group could reduce business risk and make it easier to provide appropriate cover.
For example, improving Chloe's customer conversation skills while supporting Bethany's grooming development could reduce the business's reliance on individual areas of expertise. However, cross-training should not mean that employees undertake unfamiliar tasks without required skills and knowledge or supervision. The business must maintain appropriate standards when allocating responsibilities.
Employee development may also support retention because employees can value opportunities to improve and progress. However, it cannot guarantee that staff will remain. Pay, workload, management and working conditions may also influence retention decisions.
There are costs and limitations to consider. Formal training may require fees, while practice and coaching take time away from other duties. As a small business I must balance these demands against the expected benefits. Development is most worthwhile when it targets an identified need and employees have opportunities to apply what they learn. (Choi, 2019)
Therefore, Perfect Pooch should prioritise relevant, practical development that strengthens capability without creating unreasonable costs or workload pressures. This would help the business improve flexibility while ensuring that development remains beneficial to employees.
[bookmark: _Toc753898326]3.4 Critical Evaluation of Employee Development
Although employee development can benefit Perfect Pooch, the benefits are not guaranteed. The business must consider whether improvements in performance justify the time, cost and disruption involved. This is particularly important for a small business with only two groomers, as time spent on training or coaching could reduce the number of appointments.
For Chloe, coaching, job shadowing and supervised practice are likely to be more appropriate than relying only on formal training because they allow learning to be applied directly to customer conversations and nervous-dog handling. However, these approaches depend on the manager and Bethany providing accurate and consistent support. Supervision is therefore important to prevent incorrect practices being followed.
Development could also increase workload if additional responsibilities are introduced without support. This could reduce motivation rather than improve it. Development should therefore be agreed with Chloe and reviewed regularly to ensure that it remains realistic and manageable.
The success of development should also be measured by workplace performance rather than training alone. Baldwin and ford also highlight the importance of transferring learning into the workplace. Perfect Pooch could therefore use observed customer conversations, feedback, record keeping and evidence of increasing independence to assess Chloe's progress.
Overall, development should be targeted, practical and evidence based. Perfect Pooch should prioritise activities that meet genuine skills gaps and improve business capability, while reviewing whether the benefits justify the resources invested. If an activity is not producing sufficient improvement, the development plan should be adjusted rather than continued unnecessarily.
[bookmark: _Toc1850104805]4. Managing an Individual's Development
[bookmark: _Toc1236453650]4.1 Skills-Gap Analysis
A skills-gap analysis compares an employee's current abilities with those required to perform their role effectively. (Gap Analysis, 2026) At Perfect Pooch, Chloe's grooming and styling strengths should be recognised before identifying areas for further development.
The main development priorities are customer consultations, communication and confidence when handling nervous dogs. Knowledge sharing and accurate record keeping could also be developed where these are relevant to her responsibilities. Identifying these gaps does not mean Chloe is performing poorly, it provides a basis for targeted development rather than unnecessary training.
[bookmark: _Toc1468819532]4.2 SMART Objectives
[bookmark: _Toc370603334](Carrier, 2019) discusses the value of specific and challenging goals when employees understand what is expected of them. SMART objectives provide a practical framework because goals should be specific, measurable, achievable, relevant and time bound.
For example, Chloe could be expected to show safe and appropriate handling of nervous dogs during observed appointments over a three-month period. Progress could be measured through direct observations, feedback and discussions following appointments. A separate objective could focus on conducting customer consultations clearly, including explaining the proposed grooming service and responding appropriately to customer questions.
These objectives would give Chloe clear expectations and provide evidence for reviewing her progress. However, objectives must remain achievable and appropriate to her experience. She should not be expected to handle situations independently until she has demonstrated the necessary competence.
[bookmark: _Toc1726548838]4.3 Psychological Contract and Career Expectations
(Rousseau, 1995) describes the psychological contract as the beliefs employees and employers hold about their shared responsibilities. At Perfect Pooch, clear communication about development opportunities would help prevent misunderstandings. For example, completing a training course should not be offered as a guarantee of promotion or increased pay unless this has been clearly agreed.
As a small business, Perfect Pooch may have limited opportunities for promotion to higher level roles. Nevertheless, Chloe could develop specialist skills, increase her confidence in customer consultations, take on appropriate responsibilities and contribute to knowledge sharing with Bethany.
I would discuss Chloe's interests and expectations before agreeing her development objectives. This would allow us to identify opportunities that benefit both her and the business while ensuring that any promises about future progression remain realistic.
It is important that Chloe understands what the development plan can realistically provide. During the development meeting, I would discuss her career interests, agree achievable objectives and explain the support available. I would also make clear that completing development activities does not automatically guarantee promotion, increased pay or a change of role. Progress would be reviewed during the appraisal process so that expectations can be adjusted where necessary. This creates a fair and realistic understanding between Chloe and the organisation.
[bookmark: _Toc798963560]5. Critical Evaluation of Development Vehicles
Different development methods have different advantages, costs and limitations. At Perfect Pooch, the most appropriate approach would combine coaching, job shadowing and supervised practical experience, supported by formal and self-directed learning where necessary.
Formal training can provide structured knowledge, professional instruction and clear standards. It may be useful when Chloe needs to develop specific knowledge about customer communication or safe animal handling. However, courses can involve fees and time away from normal duties. Attendance also does not prove that learning has been applied successfully in the workplace.
Coaching would allow me to observe Chloe during suitable appointments and provide feedback. This could help her identify improvements and build confidence through guided practice. Coaching is particularly useful when development needs to be addressed in real working situations. Its main limitation is the time required from the manager, especially during busy periods.
Job shadowing would allow Chloe to observe Bethany's approach to customer consultations and nervous dogs. (Bandura, 1977) supports the importance of observational learning. However, observation alone may not develop practical competence. Chloe would need to discuss what she observed and practise appropriate techniques with supervision.
Experiential learning is especially suitable for practical work such as dog grooming. Kolb explains how learning can develop through experience, reflection, understanding and experimentation. Chloe could apply a suitable technique under supervision, reflect on the outcome and use feedback to improve her next attempt. The limitation is that practical learning must be carefully managed because unsuitable practice could affect animal welfare or customer confidence.
Mentoring and learning from colleagues could also support development. Bethany could share her experience of customer service and handling nervous dogs, while Chloe could help Bethany develop grooming and styling skills. This could strengthen teamwork and make better use of existing knowledge. However, mentoring should have clear boundaries, and the manager must ensure that the advice shared is accurate and consistent with expected standards.
Self-directed learning, such as reading training materials or reflecting on previous appointments, could complement other development activities. It is relatively flexible and may have low direct costs, but it cannot replace supervised practice when practical competence needs to be demonstrated.
Overall, coaching, job shadowing and supervised experience are the most suitable starting points for Chloe because they meet her practical development needs while allowing learning to take place within the business. Formal training and self-directed learning should supplement these methods where they provide additional value. This combination balances development quality against the financial and staffing limitations of a small business.
No single development method is sufficient on its own therefore, combining coaching, shadowing and supervised practice provides a better balance of cost, workplace relevance and risk than relying entirely on formal training. (Merriman et al., 2023)
[bookmark: _Toc123396881]6. Learning Styles
(Honey, P., & Mumford, A. (1986), identify four learning preferences Activist, Reflector, Theorist and Pragmatist. These categories can provide a starting point for considering how employees approach learning. However, they should not be treated as fixed labels or used to restrict employees to one method.
For Chloe, a combination of observation, reflection and practical experience would be appropriate. She could observe Bethany during a suitable appointment, discuss the approach afterwards and practise the relevant techniques under supervision. This would provide an opportunity to see an example, consider why it worked and apply the learning herself.
Kolb's experiential learning cycle also supports this approach by connecting experience with reflection, understanding and further experimentation. The model is useful for structuring practical development, although employees may not progress through every stage in a fixed order. 
I would also consider Chloe's previous experience, confidence and preferred way of receiving feedback. If she finds a new task difficult, I could initially provide more support before gradually allowing her greater independence as her competence improves. Bethany may require a different balance of support depending on her own objectives.
The aim is not to assign either employee a permanent learning style, but to use varied development methods that meet individual needs while maintaining consistent performance and animal-welfare standards.
[bookmark: _Toc1403040474]7. Individual Development Plan
The Individual Development Plan (IDP) for Chloe is provided in Appendix 1. It sets out her development priorities, objectives, activities, responsibilities, timescales and measures of success. The plan reflects the skills gaps identified in Section 4 into practical actions that can be completed over three months.
The main priorities are improving customer consultations and communication, increasing confidence when handling nervous dogs, and sharing knowledge with Bethany where appropriate. The activities will include coaching, job shadowing, supervised practice and reflection. Each activity has a clear purpose so that Chloe can develop the skills needed for her role.
The plan must remain flexible enough to respond to Chloe's progress. For example, if she needs more supervised practice before handling a particular situation confidently, the timescale or activity may need to be adjusted. Animal welfare must take priority over completing an objective by a particular date.
Reflection will also be included in the plan. (Schön, 1983) explains that reflecting on professional experiences can help individuals improve their practice. Chloe could consider what went well during an appointment, what she found difficult and what she would change next time. Discussing these reflections with the manager would help identify further support where needed.
The individual development plan will be linked to the performance management process discussed below in Section 8. This will allow progress to be reviewed against agreed objectives and provide evidence of whether the activities are helping Chloe improve.
[bookmark: _Toc874323460]8. Managing Performance
Performance management provides a structure for agreeing expectations, monitoring progress and supporting improvement. (Armstrong, M., & Taylor, S. (2020) explain that performance management should be an ongoing process involving feedback, development and regular reviews. At Perfect Pooch, Chloe's IDP should therefore form part of the existing three-monthly appraisal process rather than operate separately.
At the start of the development period, I would agree Chloe's objectives with her and explain how progress will be assessed. During the three months, I would monitor her development through observations, discussions and records of completed activities. At the appraisal, we would review which objectives have been achieved, what evidence supports this and whether further development is required.
Performance assessments should be based on clear evidence rather than opinion. (Close, 2026) also suggest these findings. For example, I could observe how Chloe communicates with customers, responds to questions and follows appropriate procedures when handling nervous dogs. Customer feedback and training records could provide additional evidence, although they should be considered alongside direct observations.
The appraisal should also be a two-way discussion. Chloe should be able to explain any difficulties, identify activities she found useful and request further support. If an objective has not been achieved, I would consider whether she had sufficient time, guidance and opportunities to practise before concluding that her performance was below the expected standard.
Accurate and confidential records would help track progress and support fair decisions. Appendix 3 contains the proposed appraisal and performance review form. This would provide a consistent record of achievements, feedback and agreed actions for the next review period.
[bookmark: _Toc1124118623]9. Feedback, Monitoring and Evaluation
Feedback helps employees understand their strengths and identify areas for improvement. At Perfect Pooch, I would provide specific, constructive feedback based on observable behaviour rather than making general statements about Chloe's performance.
For example, following a customer consultation, I could identify where Chloe explained the service clearly and suggest how she could improve her responses to customer questions. I would also encourage Chloe to reflect on her own performance before receiving my feedback. This would help her develop self-awareness and take an active role in her learning.
(Kirkpatrick, 2006) provides a framework for evaluating development activities.
Level 1 Reaction. Chloe would provide feedback on whether the development activities were useful, relevant and appropriate to her needs. Positive feedback would indicate that the activities were acceptable to her but would not prove that she had developed new skills.
Level 2 Learning. I would assess whether Chloe had gained knowledge or practical skills through questions, demonstrations and supervised practice. For example, she could explain and demonstrate appropriate techniques for handling a suitable nervous dog.
Level 3 Behaviour. I would assess whether Chloe was applying her learning during normal appointments. This could include observing her customer communication and checking that she uses appropriate handling techniques consistently. This level is particularly important because knowledge gained during training may not automatically transfer into everyday work.
Level 4 Results. I would consider whether the development had contributed to business outcomes, such as improved customer feedback, more consistent service and greater flexibility within the team. These outcomes would need to be assessed alongside other factors that could affect performance.
A limitation of this model is that improvements in customer satisfaction or repeat bookings cannot automatically be directly linked to Chloe's development. Other factors, including demand, pricing and the overall customer experience, may influence results. Saks (2006) also discusses links between employee engagement and workplace outcomes, highlighting the importance of considering employee experiences alongside organisational performance.
I would therefore use a combination of employee feedback, practical observations, records and relevant business measures. Appendix 4 applies Kirkpatrick's model to Chloe's development plan. Using different forms of evidence would provide a more balanced assessment than relying only on whether Chloe enjoyed the training.
[bookmark: _Toc36357185]10. Career Development
Career development at Perfect Pooch must reflect the size and structure of the business. There may be limited opportunities for promotion, employees can still develop specialist skills, gain experience and take on appropriate responsibilities.
[bookmark: _Int_5ybmovgL]For Chloe, career development could involve strengthening her grooming and styling expertise while improving her customer communication and confidence when handling nervous dogs. These opportunities could increase her capability within her existing role. I would discuss her interests and longer term goals with her so that development remains relevant to her ambitions and realistic for the business.
Succession planning is also important because Perfect Pooch only has two groomers. If either employee were absent for an extended period or left the business, gaps in knowledge or practical skills could disrupt services. Cross training Chloe and Bethany could reduce this risk by helping them develop a range of appropriate skills. However, neither employee should be expected to undertake work beyond their competence simply to provide cover.
(Newton & Knight, 2022) discuss how organisational culture develops through shared behaviours and beliefs. At Perfect Pooch, I would encourage a culture in which employees feel comfortable asking questions, sharing knowledge and giving and receiving feedback. This could make learning part of everyday work rather than something that only occurs during formal training.
Sustainability must also be considered. Development activities should not simply be added to an employee's existing workload without sufficient time or support. Excessive pressure could affect motivation, performance and the quality of customer service. I would therefore plan learning activities around staffing levels and business demands, while ensuring employees have enough opportunity to practise new skills. (Havea & Mohanty, 2020)
A sustainable development approach should benefit both the business and its employees. Perfect Pooch could improve capability and reduce reliance on individual employees, while Chloe and Bethany would receive appropriate support and opportunities to develop. Balancing these needs would help make employee development manageable over the longer term.

[bookmark: _Toc267635057]11. Recommendations
Based on the report I recommend the following actions for Perfect Pooch.
1. Continue the three-monthly appraisal process. Use the existing appraisal system to review progress against agreed objectives, discuss barriers to development and identify further support.
2. Complete individual skills-gap analyses. Identify the specific development needs of Chloe and Bethany before selecting activities. This will help ensure that training addresses genuine needs rather than using the same approach for every employee.
3. Agree measurable SMART objectives. Set clear objectives with realistic timescales and evidence of success. Review progress during the development period and adjust objectives where necessary.
4. Prioritise practical development and knowledge sharing. Use coaching, job shadowing and supervised practice to address identified skills gaps. Encourage Chloe and Bethany to share their strengths while ensuring that all advice follows appropriate procedures.
5. Evaluate development using different forms of evidence. Review employee feedback, observed performance, practical demonstrations and relevant customer feedback. Use these findings to determine whether activities have improved performance and whether further development is needed.
These recommendations would provide a structured approach to employee development while taking account of the limited staffing, costs and workload of a small business.
[bookmark: _Toc1625733650]12. Conclusion
Employee development can improve individual capability and contribute to better customer service, motivation and organisational flexibility at Perfect Pooch. However, these benefits are not guaranteed. Development must address genuine skills gaps, provide opportunities to apply learning and be supported by appropriate feedback and supervision.
A combination of coaching, job shadowing, supervised practice and supporting learning activities would help Chloe develop her customer communication and confidence when handling nervous dogs. The IDP would provide measurable objectives and a clear timescale, while the appraisal process would allow progress to be monitored fairly. Evaluation should consider both improvements in practical performance and the wider needs of the business.
Career development, knowledge sharing and succession planning would also help Perfect Pooch maintain its capabilities despite having a small team. These activities must be balanced against workload, costs and animal welfare.
[bookmark: _Int_kfAVAIUP]Overall, employee development should be an ongoing part of performance management rather than a one-off training exercise. By combining clear expectations, relevant development activities and evidence based evaluation, Perfect Pooch can support its employees while maintaining appropriate standards and building a more flexible and sustainable business.
The overall effectiveness of development should therefore be judged by measurable improvements in workplace performance rather than participation in training alone.
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[bookmark: _Toc1623337030]13. Appendices
[bookmark: _Toc664242174]Appendix 1 
[bookmark: _Toc801096855]Individual Development Plan
The following plan focuses on the main development areas for Chloe. The objectives are designed to be specific, measurable, achievable, relevant and time bound.
	Development needs
	Smart objective
	Development activity
	Responsibility
	Timescale
	Evidence of success

	Handling nervous dogs
	By the end of the three-month development period, Chloe will demonstrate safe and appropriate handling of suitable nervous dogs during observed appointments, requiring only appropriate levels of support
	Observe Bethany, discuss handling techniques, receive coaching and complete supervised practice
	Manager / Bethany
	3 months

	Direct observation, feedback and evidence of increasing independence.

	Customer consultations
	Within 8 weeks, Chloe will use a structured consultation approach and consistently confirm customer requirements before beginning grooming
	Practise structured consultations, role-play difficult conversations and receive coaching
	Manager
	8 weeks
	Observation of at least three consultations and review of consultation records.

	Communication
	Within 8 weeks, Chloe will communicate grooming plans, expectations and concerns clearly and confidently during customer consultations
	Role-play, observation, feedback and reflection following customer interactions

	Manager / Bethany
	8 weeks
	Observed consultations and feedback from the manager

	Knowledge sharing
	Over the three-month period, Chloe will participate in regular knowledge-sharing discussions with Bethany and contribute at least one useful grooming or styling technique to shared learning
	Informal knowledge-sharing sessions and discussion of good practice
	Chloe/ Bethany
	3 months
	Record of discussions and evidence of shared learning

	Record keeping
	Within 2 months, Chloe will consistently complete relevant development and customer/pet records accurately and within the required timescale
	Guidance, examples of good practice and regular checking of records
	 Manager/ Chloe 
	2 months
	Records reviewed by the manager and discussed during appraisal


The plan should begin with a baseline assessment during the three-monthly appraisal. The manager and Chloe should discuss the development areas, agree the objectives and identify any support or resources required. Progress should then be reviewed regularly rather than waiting until the end of the three-month period.

[bookmark: _Toc1305214530]Appendix 2 
[bookmark: _Toc1263237857]Skills and Development Gap Analysis 
The following analysis identifies the difference between Chloes current capabilities and the capabilities required to perform the role consistently and contribute effectively.
	Skill area
	Current position
	Required position
	Development gap
	Priority

	Grooming and styling

	Strong existing capability

	Maintain a high and consistent professional standard
	Small
	Low

	Customer consultation
	Developing confidence
	Confidently establish requirements and manage expectations

	Moderate
	High

	Communication
	Generally, competent
	Clear, confident and consistent communication with customers and colleagues

	Moderate
	High

	Handling nervous dogs

	Less confident than the other groomer

	Safe, calm and confident handling with appropriate judgement

	Moderate
	High

	Knowledge sharing

	Mainly informal

	Regular exchange of techniques, experiences and good practice

	Moderate
	Medium

	Record keeping
	Competent but consistency can improve

	Accurate and consistent completion of relevant records
	Small
	medium

	Team collaboration
	Effective within a small team
	Proactive contribution to shared learning and problem solving

	Small/ moderate
	Medium


[bookmark: _Toc1468021852]Analysis of the Identified Skills Gap
The analysis indicates that Chloe does not require a complete skills-development programme. Instead, targeted development should build on existing strengths while addressing specific gaps that affect customer interaction, confidence and collaboration.
The highest priorities are customer consultation, communication and nervous-dog handling because improvement in these areas is likely to have a direct effect on service delivery. Development in these areas should also complement Bethanys existing strengths, creating opportunities for reciprocal learning rather than making one employee solely responsible for team development.
The analysis should be reviewed during the three-monthly appraisal to determine whether identified gaps have reduced and whether new development needs have emerged.










[bookmark: _Toc2093238748]Appendix 3 
[bookmark: _Toc172665470]Three Monthly Appraisal and Performance Review Form
Organisation: Perfect Pooch
Employee: 
Reviewer: 
Review date: 
Review period:
[bookmark: _Toc2118712025]1. Objectives Agreed
	Objective
	Progress

	Evidence

	Further action required

	Improve customer consultation
	☐ Not achieved
☐ Partially achieved
☐ Achieved
☐ Exceeded
	
	

	Improve communication confidence

	☐ Not achieved
☐ Partially achieved
☐ Achieved
☐ Exceeded

	
	

	Improve confidence handling suitable nervous dogs
	☐ Not achieved
☐ Partially achieved
☐ Achieved
☐ Exceeded

	
	

	Improve knowledge sharing

	☐ Not achieved
☐ Partially achieved
☐ Achieved
☐ Exceeded

	
	

	Maintain accurate records
	☐ Not achieved
☐ Partially achieved
☐ Achieved
☐ Exceeded

	
	



	
	

	
	

	
	

	
	

	
	


[bookmark: _Toc1968053886]2.  performance
What went well?
What needs further improvement?
3. Manager feedback
Strengths:
Development areas:
Teamwork and collaboration:
4. Employee Reflection
What development activities were useful?
What was improved?
What further support is needed?


[bookmark: _Toc1423706290]5. Objectives for Next Review

[bookmark: _Toc315751365]Objective            Target date           Support required
1.
2.
3.
6. Overall Review
Employee comments:
Manager comments:
Employee signature.............. Date
Manager signature................Date
The completed appraisal should be treated as confidential and stored securely. Information should only be shared when necessary.
[bookmark: _Toc1156226352]Appendix 4 
[bookmark: _Toc451275944]Development Evaluation Framework
Chloe's development will be evaluated using Kirkpatrick's four-level framework. This will help Perfect Pooch check whether the development activities were useful, whether Chloe learned new skills, whether she used them at work and whether they had a positive effect on the business.
	Evaluation level
	What Perfect Pooch will measure
	Evidence/method

	Timing


	Level 1 – Reaction

	Employee's perception of the usefulness and relevance of the development activities
	Short feedback discussion and employee reflection

	After key activities


	Level 2 – Learning
	Whether the employee has gained relevant knowledge and skills
	Questions, discussion, demonstration and observation

	During and immediately after development

	Level 3 – Behaviour

	Whether learning is being applied consistently in the workplace
	Manager observation of customer consultations, communication and nervous-dog handling
	Throughout the three-month period

	Level 4 – Results

	Whether development contributes to improved service, teamwork and organisational performance
	Customer feedback, reduction in requirement for assistance, record quality, observed collaboration and appraisal evidence

	Three-month review




[bookmark: _Toc776584198]Evaluation Measures
Perfect Pooch will look for the following improvements,
· Chloe is more confident when communicating with customers.
· Customer requirements are identified and confirmed clearly.
· Chloe handles suitable nervous dogs safely and appropriately.
· Chloe needs less assistance from the other groomer.
· Chloe and Bethany share knowledge and good practice.
· Customer and pet records are completed accurately.
· Overall performance and teamwork have improved.

The results will be discussed at the next three-monthly appraisal. The objectives can then be continued, changed or replaced depending on Chloe's progress.
It is important to remember that development may not be the only reason for improvement. Customer behaviour, workload and the type of dogs being handled can also affect performance.
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