[image: Description: :::::::Desktop:In progress desktop:TRINITY SAINT DAVID:logo:TSD_logo2010.jpg]
Applied Leadership and Management in the Workplace
Module Assignment Submission 

	Student Name:
	Kaytie Extance

	Student Number:
	2329148

	Module No:
	BMSK5010

	Module Title:
	Developing and Learning Organisation



Statement of Confirmation of Authenticity
By the act of making this submission, the student declares that this is the work of the student named above. The work has not, in whole or in part, been knowingly presented elsewhere for assessment, or where assessment has been built on a previous assessment, this has been identified. Where materials have been used from other sources it has been properly acknowledged. If this statement is untrue, the student acknowledges that an assessment offence has been committed.
Attention is drawn to the plagiarism and unfair practice policies of both the University and of ILM.


Contents
Introduction	3
Organisational Benefits	4
Organisational Benefits	4
Innovation	4
Cost Saving (Long Term)	4
Knowledge	4
Closer Alignment with Vision/Mission Strategy	4
Improved Workplace Culture	4
Personal Development	5
Wants and Needs of the Organisation	5
Costs	5
Opportunities	5
Scope	5
Time	6
Development Options	6
What vehicles are available and which suit best	6
Action Plan	7
Gap analysis	7
Summary of Key Gaps	8
Overall Strategic Recommendations	8
PDP	9
SMART Objectives	11
References	11





[bookmark: _Toc211191544]Introduction 
In his seminal work The Fifth Discipline (1990), Peter Senge introduced the concept of "learning organisations," Morgan (2024), where individuals at all levels continuously expand their capacity to create the result’s they truly desire. Senge’s theory emphasises the importance of organisations that promote continuous learning, enabling employees to adapt to and innovate within an ever-changing environment. A key element of building a learning organisation is understanding the importance of organisational structure and organisational design, as these frameworks lay the foundation for encouraging collaboration, enhancing performance and supporting innovation.
To understand organisational structure, it is essential to define the terms "organising" and "structure" within an organisational context. Organising refers to the process of arranging tasks, people and resources in a way that helps achieve organisational goals. It involves the distribution of authority, responsibilities and resources to facilitate efficiency and effectiveness. Organisational structure on the other hand, is the formal system of task and authority relationships that dictates how people and activities are coordinated within an organisation. This structure dictates the flow of communication, decision-making and authority within the organisation.
When discussing organisational design, we delve into how organisations arrange their elements to maximise performance and adaptability. Organisational design encompasses six key elements:
1. Work Specialisation: The degree to which tasks in the organisation are divided into separate jobs. Higher specialisation can increase efficiency but may limit flexibility.
2. Departmentalisation: The way an organisation groups it’s activities into departments, such as by function, product, geography or customer type. This helps streamline workflows and clarify roles.
3. Chain of Command: The formal line of authority and reporting relationships in the organisation, defining who reports to whom.
4. Span of Control: The number of employees that a manager is responsible for. A wide span of control means a manager oversees many employees, while a narrow span means fewer direct reports.
5. Centralisation and Decentralisation: The degree to which decision-making is concentrated at the top (centralisation) or spread throughout the organisation (decentralisation).
6. Formalisation: The extent to which jobs within the organisation are standardised and governed by formal rules and procedures.
Together, these six elements create an organisational framework that drives a high-performance culture, adopting clear communication, efficiency and alignment towards shared goals. The principles of organisational structure, whether horizontal (with fewer levels of authority) or vertical (with multiple layers of hierarchy), play a crucial role in determining how effectively an organisation can achieve it’s objectives. A well-structured organisation ensures clarity in decision-making and accountability while promoting a culture of growth and innovation, essential for both organizational sustainability and individual development.
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A developing and learning organisation continuously adapts and evolves in response to both internal and external challenges. One of the key benefits is that it raises an environment where employees are encouraged to grow and innovate, which leads to improved processes, better decision-making and the ability to respond effectively to change. Over time, this creates a more resilient and agile organisation. The investment in employee learning and development also enhances overall productivity and drives sustainable growth.
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Learning organisations thrive on creativity and innovation because they prioritise knowledge sharing, continuous learning and flexibility. By promoting a culture where new ideas are encouraged and experimentation is seen as a learning process, these organisations become hubs of innovation. Employees are empowered to think outside the box, challenge existing norms and develop new products, services or processes that give the organisation a competitive edge in the market.
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Investing in employee development, technology and streamlined processes may have upfront costs, but in the long run, a learning organisation can achieve significant cost savings. As employees are better trained, they can perform tasks more efficiently, leading to reduced errors, less rework and fewer operational obstacles. Furthermore, by encouraging a culture of continuous improvement, the organisation can streamline it’s operations, reduce waste and optimise resource use all of which contribute to cost savings over time.
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A key characteristic of a learning organisation is it’s focus on acquiring, sharing and applying knowledge. The constant flow of knowledge within such an organisation creates a learning ecosystem where both individuals and teams become repositories of valuable expertise. This helps to increase competency at all levels, making the organisation more capable of solving complex problems and adapting to new challenges. Knowledge management practices, such as mentorship, collaborative workspaces and digital knowledge sharing platforms, also ensure that valuable information is retained within the organisation.
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A learning organisation is one where employees understand and are aligned with the organisation’s vision and mission. Continuous learning ensures that employees are not only kept up-to-date with industry trends but also with the evolving strategic objectives of the organisation. When everyone is equipped with the right knowledge and skills, they are more likely to work towards the organisation’s goals cohesively. Additionally, a focus on learning helps to ensure that strategic changes are communicated clearly, and employees are well-prepared to implement them.
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A developing and learning organisation creates a positive and inclusive work culture. Employees feel valued when they are supported in their personal and professional development, which in turn leads to higher levels of engagement and job satisfaction. Continuous learning furthers collaboration, mutual respect and a sense of purpose. Moreover, organisations that prioritise learning also tend to encourage diversity of thought, making them more dynamic and innovative. As a result, employee retention tends to increase, and turnover decreases, which further contributes to a positive organisational culture.
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In a learning organisation personal development is not just about individual growth but is aligned with organisational goals. The organisation wants employees to develop skills that enhance performance, increase adaptability and drive innovation. It needs a workforce that can respond to changes in the industry, adopt new technologies and contribute to strategic objectives. This means the organisation looks for employees who are proactive, continuously learning and committed to improving themselves in ways that benefit both their own careers and the organisation as a whole.
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Investing in personal development involves both direct and indirect costs. These may include:
1. Training fees, course materials, or certifications
2. Time off work for learning activities
3. Mentorship or coaching resources
However, these costs should be viewed as long-term investments. When done strategically, the return on investment is high through improved performance, retention of skilled staff, reduced recruitment costs and increased innovation.
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A developing organisation provides numerous opportunities for personal development:
1. Access to formal training programs, workshops, and e-learning platforms
2. Job rotation, shadowing, and cross-functional projects
3. Leadership development programs
4. Internal promotions and career progression pathways
5. Mentorship and coaching
These opportunities help employees grow in their roles, take on new challenges and align their personal goals with the direction of the organisation.
[bookmark: _Toc211191556]Scope
The scope of personal development in a learning organisation is broad and inclusive. It covers:
1. Technical skills (e.g., IT, data analysis, project management)
2. Soft skills (e.g., communication, teamwork, leadership)
3. Emotional intelligence and resilience
4. Strategic thinking and innovation
5. Compliance and industry-specific training
The organisation encourages development at all levels from entry-level staff to senior leadership ensuring that growth is continuous and holistic.
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Time is a crucial factor in personal development. A learning organisation recognises that development is ongoing and should be embedded into daily work life. This means:
1. Allocating time for training within work schedules
2. Encouraging regular reflection and feedback
3. Setting personal development goals as part of performance reviews
4. Supporting long-term learning journeys rather than one-off training sessions

Balancing time for development with operational needs requires commitment from both management and employees.
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A developing and learning organisation leverages a range of development vehicles to enhance employee skills, knowledge and performance. These vehicles are tailored to meet both individual learning needs and organisational objectives.
Below are some of the most common and effective development options:
1. Mentoring - One-on-one guidance from experienced staff to less experienced employees but also builds knowledge transfer, confidence, and leadership skills. It also encourages cross-level collaboration and supports succession planning.
2. Job Shadowing - Allows employees to observe the day-to-day responsibilities of a different role. Encourages cross-functional understanding and skill expansion and is useful for onboarding or career exploration.
3. Formal Courses and Training - Can be internal or external, online or in-person. Includes technical, compliance, soft skills, leadership, and professional certifications, and ensures structured, measurable learning.
4. Workshops and Seminars - Short, focused sessions often involving group work and real-world scenarios. Encourage collaboration, critical thinking, and idea-sharing.
5. Coaching - Goal-focused support from a professional coach (internal or external). Useful for leadership development and performance improvement. 
6. e-Learning and Microlearning Platforms - Flexible, self-paced learning (e.g, through platforms like LinkedIn Learning, Coursera). Ideal for busy staff and diverse learning needs.
7. On-the-Job Training (OJT) - Learning while doing the actual work. Highly practical, efficient, and cost-effective.
8. Secondments and Project Work - Temporary assignment to another team or project. Expands experience, networks, and strategic understanding.
Not all vehicles are equally suitable for every organisation. The most effective options depend on several key factors:
1. Knowledge Needs - If the goal is specialist or technical knowledge, formal courses, certifications and on-the-job training may be most effective. For tacit knowledge (e.g, leadership, decision-making), mentoring and shadowing are more appropriate.
2. Resources (Time, Budget, Staff Availability) - Limited budgets may favour cost-effective tools like internal mentoring, OJT, or e-learning. Organisations with more resources may invest in leadership coaching, external courses and secondments.
3. Vision, Mission, and Strategy - If the organisation aims to promote collaboration and innovation, project-based learning and cross-functional teams can be prioritised. If the strategic focus is succession planning or leadership pipeline development, mentoring and coaching should take precedence. 
4. Workforce Profile - Younger or more tech-savvy employees may prefer digital learning and self-paced modules. Senior or high-potential employees may benefit more from executive coaching or strategic secondments.
A well-rounded learning organisation will use a blend of development options, but those that best align with its current needs, strategic goals and available resources will offer the highest impact. A tailored approach ensures learning is relevant, accessible and sustainable, reinforcing the organisation’s commitment to continuous improvement and long-term success.
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	Area
	Current State
	Desired State
	Gap
	Action Needed

	Structure & Design
	Traditional, hierarchical structure-limited collaboration
	Flexible, team-based, flatter structure
	Rigid roles and poor communication
	Restructure for more collaboration and faster decision-making

	Learning Culture
	Learning is ad-hoc, not part of daily work
	Learning is continuous and supported by leadership
	Not embedded in culture
	Make learning part of goals, reviews, and leadership focus

	Innovation
	Innovation is limited or not encouraged
	Innovation is part of daily work and rewarded
	Fear of failure; no space for new ideas
	Create time and support for experimentation

	Knowledge Sharing
	Information is siloed; not shared effectively
	Knowledge flows freely across the organisation
	Lack of tools and habits
	Use digital platforms; encourage mentoring and teamwork

	Development Opportunities
	Training exists but access varies; not always relevant
	Clear and fair development paths for all
	Inconsistent and unclear
	Build a structured development plan with diverse learning options

	Time for Learning
	Learning often postponed due to workload
	Learning time is planned and protected
	No dedicated time
	Allocate time during work hours for learning

	Training Methods
	Limited to generic or formal training
	Mix of learning methods (e.g. mentoring, online, on-the-job)
	Not tailored to needs
	Match learning tools to goals, roles and preferences

	Use of Technology
	Some online learning used but not fully effective
	User-friendly, integrated digital learning platforms
	Underused or outdated tools
	Upgrade tools and track learning progress

	Strategic Alignment
	Training not always linked to vision/mission
	All learning clearly supports strategic goals
	Lack of connection
	Align development with business goals and strategy

	Cost View of L&D
	Seen as a short-term cost
	Seen as a long-term investment in performance
	Budget concerns; unclear ROI
	Show benefits of training through performance and retention improvements
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1. Structural rigidity is impeding agility and innovation.
2. Learning is not yet fully embedded in daily culture or aligned with strategic goals.
3. Knowledge sharing systems and practices are underdeveloped.
4. Development opportunities are inconsistent, with access and relevance varying by department or role.
5. Time constraints and operational demands limit learning engagement.
6. Learning technology and vehicles are not fully optimised or tailored.
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1. Restructure for Agility: Flatten hierarchy where possible and support cross-functional collaboration.
2. Embed Learning in Culture: Make continuous development a leadership and performance priority.
3. Strategic Alignment: Ensure all development initiatives tie directly into vision, mission, and strategic objectives.
4. Democratise Development: Make L&D opportunities visible, accessible, and equitable across all levels.
5. Leverage Technology and Data: Use smart tools to deliver, track, and personalise learning.
6. Foster Innovation through Learning: Create safe spaces for experimentation and learning from failure.
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Career / Development Goals
1. Improve leadership and team management skills
2. Contribute to building a learning culture in the workplace
3. Develop knowledge in organisational structure and design
4. Become more adaptable to change and innovation
5. Align personal learning with organisational goals
Current Skills / Competencies
	Skill/Competency
	Rating (1–5)
	Evidence

	Communication
	4
	Confident in presentations and team discussions

	Teamwork
	4
	Collaborate effectively in group projects

	Adaptability
	3
	Open to change but need more resilience under pressure

	Time Management
	3
	Meet deadlines but struggle with multiple priorities

	Organisational Knowledge
	2
	Basic understanding of structure and strategy

	Leadership/Initiative
	2
	Rarely lead, but interested in growing this area


Development Needs (Gap)
1. Improve understanding of organisational design
2. Gain experience in leading or influencing others
3. Learn and use knowledge-sharing tools
4. Create consistent time for structured learning
5. Develop strategic thinking skills and align with organisational goals
Actions to Take
	Development Area
	Action/Activity
	Timeline
	Support/Resources Needed

	Organisational Design
	Complete an online course (e.g. LinkedIn Learning)
	Within 1 month
	Access to learning platform

	Leadership Skills
	Join a mentoring programme
	Within 3 months
	Mentor or support from team leader

	Learning Time
	Block out 1 hour weekly for personal development
	Ongoing
	Line manager approval, calendar time

	Strategic Thinking
	Shadow a senior leader in project meetings
	Within 2 months
	Agreement from leadership

	Knowledge Sharing
	Contribute to a team knowledge hub or shared space
	1–2 months
	Access to tools like SharePoint/Teams


Review & Measure Progress
	Goal/Area
	Measure of Success
	Review Date

	Organisational Design
	Completion of training with certificate
	3-4 months

	Leadership Development
	Feedback from mentor; lead a team-based task
	3-4 months

	Strategic Awareness
	Confidently explain how team goals align with mission
	3-4 months

	Time Management for Learning
	Consistent weekly learning recorded
	3-4 months


Alignment with Organisational Goals
1. Enhances ability to contribute to continuous improvement
2. Supports innovation and adaptability in your role
3. Prepares you for future leadership opportunities
4. Helps align your work with the organisation’s mission and strategy
As I develop my understanding of learning organisations, I recognise the importance of aligning personal growth with organisational goals. Currently, I have a foundational awareness of organisational structure and design, but I aim to deepen my knowledge in areas such as work specialisation, departmentalisation and decision-making frameworks. I also want to improve my ability to contribute to a learning culture by developing skills in knowledge sharing, innovation, and strategic thinking. To support this, I plan to engage in formal training, such as online courses and workshops, while also seeking informal learning opportunities through mentoring, job shadowing and on-the-job experiences. I will set aside regular time for reflection and continuous learning, using tools like e-learning platforms and personal development goals within performance reviews. By actively participating in a learning-focused environment, I hope to enhance my adaptability, contribute more effectively to organisational innovation and align my personal development with the broader mission and strategy of the organisation. This plan will be reviewed regularly every 3-4 moths to ensure progress and relevance.
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	Objective
	Specific
	Measurable
	Achievable
	Relevant
	Time-bound

	Complete an online course on organisational structure and design within 4 weeks.
	Complete a course on organisational structure
	One course completed with certificate
	Time allocated weekly
	Supports knowledge of learning organisations
	Within 4 weeks

	Schedule and commit to 1 hour of learning per week using an e-learning platform over the next 3 months.
	Set aside regular learning time
	1 hour per week tracked
	Manageable workload
	Builds habit of continuous development
	Over 3 months

	Participate in a mentoring programme and complete at least 3 sessions within 2 months.
	Engage in mentoring
	Minimum 3 mentoring sessions
	Organised via work or university
	Builds leadership and collaboration skills
	Within 2 months

	Lead a group project or team task to practise decision-making and collaboration by semester end.
	Take leadership in a team project
	One leadership role
	Through coursework or placement
	Builds understanding of organisational structures
	By semester end

	Create and present a report on how learning organisations improve innovation and knowledge sharing within 6 weeks.
	Create and present a report
	One complete report delivered
	Based on current research or work
	Reinforces learning from assignment
	Within 6 weeks
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