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[bookmark: _1ci93xb][bookmark: _Toc178986698]Introduction
In today’s dynamic and competitive business environment, the development of individuals within the workplace has become a crucial strategy for enhancing organisational success. In this assignment I will critically assess the potential benefits that arise when organisations invest in the growth and development of their employees, such as increased productivity, enhanced employee engagement, and the cultivation of leadership talent. However, managing individual expectations around personal development is equally essential, as it aligns employee aspirations with organisational goals, ensuring realistic and achievable growth trajectories.
This assignment will also critically evaluate the various development vehicles available to organisations, such as formal training, mentorship programs, and on-the-job learning, exploring their effectiveness in addressing the unique development needs of individuals. A detailed development plan will be generated to outline how organisations can tailor strategies to meet these needs, including managing performance through continuous feedback and evaluation. By integrating these insights, organisations can foster a culture of continuous improvement, ensuring long-term success and sustainability.
[bookmark: _Toc178986699]Benefits to the Organisation of Developing Individuals in the Workplace
Developing individuals in the workplace offers significant benefits to an organisation, contributing to its overall growth, adaptability, and competitive edge. A critical assessment of these benefits reveals both tangible and intangible gains that underscore the strategic importance of investing in employee development. Akdere and Egan (2020) noticed that employee development is a critical element in the success of any organisation and has been most widely researched. Organisations can increase their strategic and operational capacity by focusing on developing the people within the company.
[bookmark: _Toc178046597][bookmark: _Toc178986700]Innovation and Competitive Advantage
Employee training and development is paramount for improving organisational innovation and enhancing the organisation's competitiveness. Companies willing to capture the learning organisation concept ensure employees are prepared to change and embrace new concepts and solutions. Soomro, Mangi and Shah (2020) defined that the employees developing their skills help grow organisational innovation. Through employee skill development, organisations meet the challenges of a volatile market by matching employees' knowledge and skills to organisational needs to create a competitive advantage.
[bookmark: _Toc178046598]Organisations must understand that not all training programs lead to immediate innovation, despite the established link between development and innovation. Therefore, organisations must ensure that their development interventions are tailored to the unique learning needs of their employees. Even with well-developed employees, innovation may not thrive without a culture of experimentation, trial and error, and occasional acceptance of failure. Moreover, Alfawaire and Atan (2021) explored that development programs should be strategically aligned to ensure that the new knowledge enhances the organisation's competitive areas.
[bookmark: _Toc178986701]Improved Productivity and Service Quality
There is a clear relationship between employees' development, work productivity, and services offered. Training and development of employees are a way of improving technical and personal skills that will enable the employees to efficiently execute their duties. According to CIPD research, effective employees produce better results and enhance their capacity to associate resources with customer needs. To that end, organisations can ensure their employees know what is expected of them (CIPD | Evidence-based HR: Make better decisions and step up your influence, no date).
However, since training is one of the most utilised methods for enhancing productivity, the success of training programs depends on the applicability of training programs and the organisation's ability to address changes (Mehale, Govender and Mabaso, 2021). For instance, training that is more theoretical than practical may not necessarily result in better practice in the field. Another drawback is that taking employees out of their regular work to attend training can cause short-term production setbacks. Therefore, the companies are forced to address the direct expenses of training and development against the indirect benefits of increased production (Nguyen, 2020).

[bookmark: _Toc178046599][bookmark: _Toc178986702]Employee Engagement and Retention
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Description automatically generated]Companies that invest in their employees' development are more likely to retain them. Employees who see clear opportunities for growth are not only more productive but also more engaged at work. A well-defined career roadmap is a powerful motivator for employees, as it signals that their employer is committed to their growth. CIPD's survey identified learning and development as key factors influencing employee turnover. Employees who see that their organisation is investing in their development are less likely to leave.
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Source: (CIPD | Benchmarking employee turnover: What are the latest trends and insights? no date)
However, the potential pitfalls of employee development should be noticed, if an organisation invests heavily in employee development without aligning it with career progress, it can lead to overqualification, frustration, and, ultimately, turnover. Employees may seek opportunities elsewhere, leading to talent poaching by other companies (Rivera et al., 2019). To mitigate this risk, organisations should ensure that there are clear career paths within the company, competitive remuneration, and continuous opportunities for personal and professional development.

[bookmark: _Toc178046600][bookmark: _Toc178986703]Corporate Reputation
Peter Senge’s concept of the "Five Disciplines" is central to his book The Fifth Discipline: The Art and Practice of the Learning Organisation. In this work, Senge describes how organisations can continuously adapt and improve by fostering learning among all members. A learning organisation, in Senge’s view, is one where people are continually expanding their capacity to create the results they truly desire. Senge's five disciplines of a learning organisation are personal mastery, mental models, shared visions, team learning and systems thinking. 
Personal Mastery: This focuses on individual growth and learning, where people strive for self-improvement and aligning their personal goals with the organisation's vision. It leads to greater commitment and effectiveness within the organisation.
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Description automatically generated]Mental Models: These are deep-seated beliefs that shape how we see the world and make decisions. Challenging these assumptions helps individuals and organisations stay adaptable and open to change.
Shared Vision: A shared vision unites everyone around a common goal, inspiring commitment and motivation to work together toward the same future.
Team Learning: Teams learn and grow together through open communication, collaboration, and shared insights, leading to better problem-solving and overall performance.
Systems Thinking: This is about seeing the organisation as a whole, understanding how different parts are connected, and focusing on long-term solutions instead of quick fixes.

Source: (Course: Developing the Learning Organisation (BMSK5010) | Home, 2023)

These disciplines are interconnected. Systems thinking is the overarching discipline that integrates the others, allowing organisations to see connections and patterns. A learning organisation excels in all five disciplines, as they collectively create an environment where continuous learning and adaptation are possible.
By applying these five disciplines, organisations can become more flexible, resilient, and innovative, capable of evolving and thriving in changing environments.
This assignment finds that a useful image of the organisation within their industry and among potential employees is crucial. It is maintained through increased emphasis on employee training and learning. Organisations with strong learning cultures can attract talent and establish powerful employer brands. This aligns with Senge's (1990) shared vision theory, which suggests that it is through the establishment of an organisational culture that fosters learning that any organisation positions itself as the leader in its field (Portaankorva, 2024).
However, development initiatives taken by organisations should not be fake but accurate, if employees know the value behind training programs, view such initiatives as compliance tasks, or if the training does not translate to a better position within the organisation, their image will be protected. To avoid the negative side of the employer brand, development initiatives need to be strong, meaningful, and appropriate for both employees' desires and organisational objectives.
[bookmark: _Toc178986704]Cultivation of Leadership and Succession Planning
Developing individuals within an organisation is crucial for cultivating future leaders. By identifying and nurturing high-potential employees, companies can build a strong pipeline of leaders who are well-prepared to take on higher responsibilities. This not only ensures smooth succession planning but also reduces the risk associated with external hires, who may not fully understand the organisational culture. Homegrown leaders tend to have a deeper understanding of the company’s strategic goals and values, which makes them more effective in driving long-term success.
[bookmark: _Toc178046601][bookmark: _Toc178986705]SWOT Analysis of the Benefits of Training Staff

A SWOT analysis will help to identify the potential advantages and disadvantages of employee development in detail. Below is a table showing the SWOT analysis of the benefits of training staff. 
	Strengths
	Weaknesses 

	· Promotes innovation
· Improves workforce performance and productivity 
· Increases staff retention due to investment in development
· Strengthens corporate brand
· Enhanced skills and knowledge lead to better job satisfactions 

	· Lack of affordability, initial costs of training programs can be high 
· Lack of way of quantifying return on investment
· danger of overskilling
· Time away from regular duties may disrupt workflow 
· Potential resistance from employees who are not interested in training 

	Opportunities 
	Threats 

	· Moulds leaders for the future
· Gain the best employees and increase employability through training.
· Development of a more skilled workforce can lead to innovation 
· Training can be tailored to meet specific organisational needs 

	· The employees being poached
· Technological advancement and deviation of development plans from the organisational strategies.
· Competitors may offer better training programs 
· Economic downturns can lead to budget cuts which can affect training budgets


Training has many advantages, knowing the potential risks is essential. This emphasises the need for a strategic approach to organisation development. Organisations should think about acknowledging involved parties and make sure that training is in line with long-term objectives.
Moreover, the possibility of losing employees underscores the importance of other retention measures like career opportunities, incentives, and remunerations (Xu and Zia, 2012). This proactive approach can help mitigate the risks associated with employee turnover.
[bookmark: _Toc178986706]Managing an Individual’s Expectations in Respect of Personal Development

As a manager, my role in setting and meeting an individual’s expectations for personal development is crucial. Manager actions directly influence the team’s morale, motivation, and loyalty. Defining clear development goals, managing career progression expectations, and supporting the continuous professional development (CPD) of employees are all part of your responsibility (Harunavamwe and Mnqayi, 2021). By doing so, as the manager I ensure that my team feels appreciated and valued within the organisation.
[bookmark: _Toc178986707]Setting Clear Development Goals
Setting the right expectations of an individual involves coming up with achievable and well-defined development objectives. It is common for employees to expect fast career growth, which should be harmonised with business requirements and possibilities. They are a formal process of assessing these goals, evaluating previous work and identifying future directions. It provides a structured way of showing the path to employee career progression, thus enabling the employee to know what they need to do to progress to the next level (Herbert et al., 2020).
Although performance appraisals are crucial for goal setting, the problem is that these appraisals may shift the focus from the future to the past. In such a situation, employees could feel that they are not growing or current outcomes limit that growth. To this, appraisal should include a look ahead, focusing on the future and the long-term career path. Annual appraisals are, therefore, not as helpful as regular feedback throughout the year so that employees can adapt their goals and manage expectations more efficiently. Additionally, constant feedback promotes a culture of work improvement, which is more effective than the conventional appraisal systems in personal development.
[bookmark: _Toc178046603][bookmark: _Toc178986708]Managing Career Progression Expectations
Learning is a natural process that an employee wants to go through, but career development can be a touchy subject, and it is necessary to be careful with expectations. All workers should know the organisation's structure and how they will advance to the next levels. Describing the promotion criteria and skills and experience necessary for the next level of promotion may also make employees more realistic in their expectations. This way, managers can help employees avoid frustration and confusion that eventually results in disengagement when career development expectations are unmet (Unnikrishnan and Rajeev, 2024).
The process of controlling career progression expectations is difficult based on the difference between the employee’s desire and the real possibilities of the organisation. Workers may assume they will be promoted after finishing a development program or getting some certification, but this is not always the case with the organisation's structure (Amundsen and Osmundsen, 2020). Supervisors need to share with employees when they can expect to be promoted and provide other avenues for development, which can include moving sideways, assuming project leadership, or taking on other specific tasks. This may inform employees that they are in the developing process of promotions; some non-traditional pathway recognitions can lead to reduced frustrations and provide relaxation for career growth development.
[bookmark: _Toc178046604][bookmark: _Toc178986709]Supporting Continuous Professional Development (CPD)
Continuous Professional Development (CPD) is one of the crucial elements of the professional paradigm, which defines regular training as being aware of industry changes, new technologies, and improved practices. CPD fosters enhanced continuing professional development and denotes the organisation’s investment in its personnel’s future (Mlambo, Silén and McGrath, 2021). This way, encouraging the employees to participate in the CPD develops individual skills and helps create a more skilled and adaptable workforce for the organisation.
However, managing expectations around CPD can be a challenging task, despite its numerous benefits. Some employees may mistakenly believe that completing CPD courses or obtaining new certifications automatically leads to a promotion or a raise. If these expectations are effectively managed, it can lead to satisfaction. To prevent this, organisations must clearly explain the role of CPD in the broader context of professional and personal growth (Estevez et al., 2024). It's crucial to communicate that CPD is an investment in an employee’s career path that yields results gradually, not immediately. In this way, managers play a key role in ensuring that employees do not view CPD as a direct path to promotion.
Effective management of employee expectations around development is heavily reliant on communication, clarity and understanding, not only of the individuals involved but also of the organisation as a whole. From this perspective, managers can enhance the process of managing ambitions and the focus on development goals by setting clear objectives, outlining the paths and opportunities for progress and promoting CPD activities. This approach helps maintain employee commitment, morale, and organisational focus, leading to job satisfaction and retention.
[bookmark: _Toc178986710]Development Vehicles available to an Organisation

For an organisation to become successful, there is a need to manage the human resource ingredient well. Consequently, establishing employees is crucial to sustaining competitiveness, increasing production, and encouraging creativity. However, care must be taken when choosing suitable development vehicles in order to achieve the twin goals of meeting the developmental needs of employees and increasing organisational effectiveness (Raiden and King, 2021). The critical development options include ‘course-based development, staff development on the job, mentoring and coaching, cross training/position rotating, and CPD or Continuing Professional Development’. Criticisms may only be made on these methods concerning their appropriateness, usability, and efficiency in fostering the development of a child or a learner.
[bookmark: _Toc178046607][bookmark: _Toc178986711]Formal Training Programs
Employment training is one of the oldest techniques used in human resource management. It entails learning processes organised and presented in one or many workshops, seminars or online classes (Stofkova and Sukalova, 2020). It is often used to deliver specific skills, especially in compliance, technical, and regulatory training areas. Standardisation is another significant factor whereby firm training education programs are beneficial, where many employees require a specific body of knowledge. Honey and Mumford’s (1997) learning styles model show how different people are: Activist, Theorists, Pragmatists or Reflectors and how they would likely react to structured learning; a fact that underlines that when teaching a class, it is unlikely that using general solutions will provide the best outcome.
While formal training can teach concrete skills, it may be less helpful when cultivating process and adaptable skills like leadership and creativity. These skills are best acquired through experience, which is more reflective, dynamic, and experiential than formal training. Further, they do not have adequate follow-up and application to the workplace, where such knowledge may not be adequately embodied in practice without corresponding knowledge gained in explicit programs. Hence, it is critical to undergo real-time experiences and continual feedback in addition to the formal training to have long-term and results-oriented training.

[bookmark: _Toc178046608][bookmark: _Toc178986712]On-the-Job Training
Conducting training at the workplace enables the development of the employees’ training needs since they practice on-the-job responsibilities. The method allows the practice of newly learned skills when the theory is mastered and can be adapted to the relevant job requirements. This training method is quite beneficial, especially for positions that involve steps to be taken on the job, including technical or operational positions. On-the-job learning allows employees to transfer newly acquired skills practically, enhancing performance quickly.
Thus, the on-the-job training depends on the kind of supervisory attention offered or the mentorship from other experienced staff or supervisors (Naval, Silva and Vázquez-Grenno, 2020). With leadership, people may create mislearned behaviours or understand complicated professional work. However, on-the-job training usually is a slow and unsteady process that results in slow development rather than the fast development seen in formal training. Therefore, organisations must implement support mechanisms to assist the employee throughout his learning process, whether through a mentor or coach.
[bookmark: _Toc178046609][bookmark: _Toc178986713]Mentoring and Coaching
Mentoring and coaching, therefore, entail one-on-one and lifelong development of employees. Mentoring is when an experienced professional provides information, recommendations and encouragement, contributing to the skills and abilities of an employee and personal attributes like leadership skills, interpersonal communication and emotional intelligence (Prummer et al., 2024). Coaching, therefore, entails goal setting and delivery of a particular performance, especially targeting specific actions or behaviours. While both involve reinforcement, feedback, observation, and reflection, they are highly suitable for leadership and learning (Gong, Van Swol and Wang, 2022).
While mentoring and coaching have numerous benefits, these are time-consuming and resource-intensive for the conductor and the subject. One major determinant that makes the mentoring relationship effective is compatibility; this often implies that potential mentors and mentees, if not well matched, would amount to the same as mere wastes of human capital potential (Hägglund et al., 2021). Therefore, these relationships must be periodically reviewed to determine whether or not development objectives are being served. Furthermore, if not well organised, coaching can be too task-oriented and beneficial for present results rather than personal development. Organisations need to pay considerable attention to issues relating to effective mentoring and coaching intervention design.

[bookmark: _Toc178046610][bookmark: _Toc178986714]Job rotation/ Cross-functional assignments
Job rotation, a process that entails moving employees around the organisation, helps the employees better understand the organisation and work on building their skills simultaneously (Mlekus and Maier, 2021). Team tasks, where employees work with representatives of different departments, help develop cooperation, creativity, and strategic planning. These methods are especially effective for creating versatile employees capable of occupying leadership positions in the future.
Although job rotation helps develop skills and gives employees a taste of the company's various functions, it can be chaotic and inconvenient if not controlled (Korczynski, 2024). It can be stressful for employees to have constant changes, and their productivity in their primary tasks may be affected. Also, if the rotation process is not well prepared or does not provide benefits for students, it may seem like an empty formalism. In order to prevent this, organisations should ensure that job rotations are in tune with strategic objectives and that employees are exposed to meaningful work.
[bookmark: _Toc178046611][bookmark: _Toc178986715]Professional Development (PD)
CPD is the progressive development of an individual's knowledge and practice through participation in learning activities at the workplace and elsewhere (Mustapa et al., 2021). This may involve travelling to forums, acquiring accreditations or participating in individual learning. It is crucial in industries where changes are frequent regarding trends, technology, or standard practice to enhance competitiveness.
One of the most significant concerns of CPD is that it takes time and other valuable resources. Those involved in undertaking CPD may require some time off the regular work schedule since attending external classes, acquiring certification, and attending conferences are expensive. Moreover, organisations should determine the relevance of CPD to achieving their strategic goals and if the investment yields corresponding enhancements in performance (Abakah, Addae and Amuzu, 2023). To ensure that the full potential of CPD is realised, it has to be brought in harmony with the organisation's overall development plans and vision.
In summary, determining the right vehicle for the development of employees is a complex process that depends on numerous variables which embrace the employee's learning preferences; this type of training is valid, but the practical application and constant assessment should be considered. On-the-job training and mentoring/coaching are more valuable and specific but are time-consuming and costly. On the other hand, job rotation and CPD can be avenues of broad development; however, if well planned, they can maintain the organisational functioning and be relevant to the organisational objectives. It becomes apparent that an efficient development strategy will use all or some of these vehicles to cater to individual and organisational requirements.
[bookmark: _Toc178986716]Detailed Personal Development Plan (PDP) and Performance Management

Formulating the PDP, which follows specific steps to enhance the employees' experience and suit the organisational goals, has been emphasised.
Appraisals: Schedule performance reviews to identify the workers' skills and those they lack. Such a process should involve the first stage of identifying development needs through self-review and the second stage, which includes the manager's feedback.
Training Needs Analysis: This method examines skills and knowledge deficits through surveys, interviews, and performance data.
Development Goals: Ensure development objectives are outlined and aligned with individual and organisational directions.
SMART Goals
Using the SMART criteria enhances goal clarity and focus:
Specific: Describe what the employee seeks to gain (e.g., "Finish the project management certification").
Measurable: Set goals for performance, which would allow for the identification of progress (e.g., "Pass the certification exam").
Achievable: Make sure that the goals that are being set can be easily achieved, keeping in mind the employee's overall ability (Raiden and King, 2021).
Relevant: Goals must have self- and organisational components (e.g., "To increase effectiveness, shared goals—increase the efficiency of the staff on the project").
Time-bound: Enter into the plan measures to accomplish these goals within the timeframe laid down for them, for instance, "Get certified within the next six months."
Example PDP: An employee who is an aspiring project manager, for instance, would have goals essential to his training as a project manager, including offering to do a particular certification, being acknowledged as a project team leader, and peers providing an assessment of leadership efficiency (Micheli et al., 2018).
Performance Appraisal Methods
Performance appraisals should be ongoing and varied to provide comprehensive feedback:
Regular Feedback: Lastly, we saw ongoing dialogue between managers and employees to focus on performance as it unfolds.
Goal-Setting: Some possible organisational work appraisal practices include Setting challenging and jointly agreed-upon targets at the beginning of the appraisal period. This should be complemented with feedback from other colleagues to gain a holistic perspective of the employee's work (Traïni, 2016).
360-Degree Feedback: Ask the employee's peers, subordinates, or supervisors to rate the employee so that the employee learns performance feedback from others instead of just his/her supervisor.
Organisational Structures and Their Effects on Development
There are two main organisational structures.
Different organisational structures can influence development opportunities:
Functional (Centralised): This structure implies a sharp division of power and can produce quick decisions, but its hierarchical nature can greatly discourage innovation.
Entrepreneurial: This structure ensures that work is carried out efficiently with rapid decision-making capabilities, but it may need more resources and support. 
Pyramid/Hierarchy: Clear command structures achieve accountability, but this often leads to information overload since information can only be passed through various levels (Manapat, Anderson and Edwards, 2022).
Matrix: It has mobility regarding project work, which facilitates integration with other departments. However, it can lead to confusion concerning which reporting format is correct and who is responsible.
Independent: Executes devolution of power by empowering the teams to work on their ideas but can create disparity in various departments. 
[image: A blue rectangular structure with white text

Description automatically generated]Below is a diagram of Hierarchal structure for my organisation. 


Flat vs Tall Structures
A flat Structure offers more decentralisation and quick signal exchange between workers within a team. However, it can result in lower levels of monitoring and can create various issues with managerial control. 
Tall Structure: It enhances control over employees and the organisation, but at the same time, there are many layers of management to pass the information, which may cause delays in decision-making. 
[bookmark: _Toc178986717]Conflict Management and Stages of Conflict Development
Causes of Conflict
Understanding the root causes of conflict is essential for effective management:
Resource Allocation: Intermediate Self-Generated Competitions can cause employees to develop animosity towards others because resources compete (Orlitzky, Siegel and Waldman, 2011).
Personal Differences: People work differently, and hence, clashes of personality lead to conflicts. This diversity, on the one hand, can prove advantageous, but on the other hand, it should be skillfully harnessed to achieve an efficient outcome (Mills et al., 2020).
Unclear Roles: When people have overlapping role requirements, there is likely to be confusion and conflict, so it is essential to have well-defined roles.
Stages of Conflict
Recognising the stages of conflict can aid in timely intervention. 
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(Bing 2024)

No Conflict: It can also increase the complacency that arises from an environment without manifest signs of tension.
Latent Conflict: Inefficiencies that were submerged could be signs that there will be hostilities that need to be solved when things get worse.
Emergence: In that respect, whenever problems raise their heads, prompt action should be taken to counteract it.
Escalation: When tensions rise, the odds of aggression and changes in communication manifest themselves. 
Hurting Stalemate: At this point, both organisations may freeze, so it becomes essential for management to intervene and solve the issue.
De-Escalation: Organisation managers must learn conflict-solving techniques in order of choice, emphasising cooperation and mutual communication.
Resolution: Education is a primary goal; it should be completed to strengthen the business relationship after the conflict is resolved (Murphy and DeNisi, 2023).
Post-Conflict Peacebuilding: Reconstruction of trust and communication is needed to avoid such experiences in the future.
Conflict of Interest
Interest tensions as a source domain are problematic because self-interests may cause latent interests to surface and develop into an active conflict when interference from the opposite organisational interest is perceived. To resolve such disputes, an organisation needs to provide information and take action from the management.
[bookmark: _Toc178986718]Conclusion
In the modern world, which is characterised by changes in organisations at unprecedented speed, the training of people is not just a valuable benefit and the ability to achieve a competitive advantage but the direct condition for the longevity of companies. This assignment has evaluated the numerous advantages of promoting learning organisations, mainly because training employees can generate organisational learning, create organisational innovations, increase organisational efficiency, and boost employee satisfaction and loyalty. If training interventions are focused on organisational objectives and such programmes also meet the employees' expectations, organisations will foster a culture of training and development.
Moreover, it is important that people's expectations regarding their personal growth are controlled. Employers and employees should clearly elaborate on career advancement and CPD to help reduce possible sources of frustration and improve satisfaction levels. Organisations can rectify this by establishing PDPs and using a variety of development resources, such as formal training, learning through practice, and coaching.
This analysis also found that organisational structures influence the availability and distribution of development opportunities. Comparing flat and hierarchical models of describing processes in an organisation, one should be able to efficiently design an organisational work environment to foster effective maturation and elasticised workspaces for employees.
Drawing from the discussion above, it is evident that a learning organisation facilitated by strategic employee development promotes individual growth for the employee and ensures organisational readiness today for tomorrow's environment as the world becomes even more competitive.
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