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1.0 Introduction

In these days the organisations must continuously evolve to remain innovative, adaptable and remain efficient. A learning organisation is one that facilitates the continuous development of its employees, processes, and systems, enabling it to adapt and thrive in an ever-changing landscape. The concept of learning organisation is showing the importance of continuous learning and system thinking as fundamental drivers of a company success.
 According to Samantaray, S. K. (2017), organisation learning is the collection of individual learning within the organisation itself. Collective learning occurs along with the learning process at the individual level and may also occur independently of everyone. In this report you will find the process of developing a learning organisation, focusing on the structures, strategies, and cultural elements necessary to foster a mindset of growth and improvement. It will discuss key principles, including the importances of the leadership role in supporting the team, the knowledge sharing and to create opportunities for employees personal and professional development. This report examines how individuals can grow within the company Berry, transitioning from entry-level roles to more advanced positions.












2.0 The potential benefit to the organisation of developing individuals in the workplace

According to Martini and Cavenago (2017), workplace development opportunities are conceptualized as a set of HRD practices – including training, workplace learning and career support – which employers may offer to employees, and which enable them to become mor employable. 
Investing in the development of each employee within the company Berry will bring significant benefits to company, enhancing both short-term performance and long-term sustainability. The key benefits are:
· Increased productivity and efficiency – training helps the employees to improve his skills, they will perform their task more effectively, leading to faster and more efficient work.
· Enhanced employee engagement and motivation – if the company providing opportunities for the employees that is showing that the company values their growth, boosting morale and motivation, and engaged employees are more committed, enthusiastic, and willing to contribute to the organisation’s success. It is common to want to do more for your employees’ natural motivation and work habits (Fader, S., 2010)
· Improved employee retention – if the company is investing in employee development will keep them loyal and will reduce the turnover.
· Creation of a talent pipeline – developing individuals ensures a steady pool of skilled employees ready to step into higher roles when needed.
· Innovation and adaptability – continuous learning helps the employees to think creatively, solve problems and propose innovative solutions.
· Improved quality and consistency – well-trained employees produce higher-quality work and is reducing the waste, errors, and inefficiencies.
· Building a positive organisational culture – the employees are more likely to share knowledge and support one another.
· Cost savings and risk reduction – trained employees are reducing the incidents by understanding the safety protocols and operational procedures.

Developing individuals in the workplace is helping to the company growth, skill development and career advancement, the company can achieve higher performance, innovation, and employee satisfaction. According to Sharma, C. (2020), the learning organisation is quite conductive for learning and development of personnel. A culture is created in which everyone takes care of his own learning and development as well as helping others and receiving help from others in learning and development.



























3.0 Manage an individual’s expectations in respect of personal development.

Effectively managing personal development expectations requires clear communication, realistic goal setting and support mechanisms to align individual ambitions with organisational opportunities. According to Malgorzata Rozkwitalska-Welenc, Basinska and Dettlaff (2024), human development concerns many dimensions of functioning in the social world, such as professional activity, therefore development in this area is a crucial aspect of improving the individual. Against this backdrop, professional development is defined as a process used to create opportunities to develop employees’ professional interest and abilities, expanding their knowledge.
Berry company hire a new employee, her name is C. She starts like level 0 packer. The first two days she has done the induction with the production manager where he explains her what her job will be, what products the company is manufacturing, about the company policy, and about the health and safety and the factory rules. After two days she went to one machinery where she was observing the experience packer how he is packing and how he is doing the visual checks for defects and explain her what the defects are how she needs to pack, she has done this for one day. Next day she starts packing, and the operator was observing her. She is a very diligent worker; she worked like a packer for 5 months and she want it to become an operator. The experience operator recommended her to the production manager, tell him that she is doing an excellent job, and she wants to become an operator. The production manager plans the training for her for the operator job. She had 4-week training with the experience operator where she was showed how to operate the line, how to adjust on the line to rectify the defects and to run on the high-quality standards. When her training finish, she was let by herself to operate the line for 2 weeks where the production manager was observing her. After 6 weeks she finishes the training, and she was promoted to an operator level 2, and in the future, she wants to improve more and became a team leader, and the company will offer her training and when a team leader job is available, she can apply for a team leader job. According to Milkyway Media (2018), once people develop personal mastery in a skill that they use at work, their commitment to the work grows. If people can recognize their own mental models and share their change in perspective with others, new mental models can spread through an organisation that increase participants’ commitment based on the importance of their work and the values and theories they really want to promote. For an organisation to be healthy the employees need to work together in a team and share their knowledge with the others and help each other, and the organisation to keep the employees happy need to motivating the, encourage them, help them to improve, offer them training and bonuses and make them feel appreciate. It is important for the organisation’ employees to share similar visions for the future, which will energize their work and inspire them to take chances for the sake of the organisation. A shared vision starts with the dreams of everyone, when employees ask others to support their ideal, the organisation can work towards commitment that generates enthusiasm and creativity. According to Martin, V. (2006), much has been written about motivation, but there is general agreement that for people to be motivated they must feel that there will be some reward for their efforts. The reword don’t need to be financial, in fact, that is usually not a particular consideration if the financial reward is fair for the conditions and range of work. It is often more important for people to feel that their work is worthwhile, and people often talk about wanting to make a difference.

3.1 Personal development plan

According to Mayo, A. (2004), personal development plan (PDP) has many advantages in comparison. This is not an integral part of an appraisal from to be filed away, but a live and current document owned by individuals themselves.
PDP is a structured framework that outlines, and individual’s goals, skills, and actions needed for self-improvement and career growth. It is helping you to identify their strengths, weaknesses, and areas for improvement. According to Kodden, B. (2020), doing what you are good at, continually adapting yourself and organisations to new circumstances, taking care of your physical and mental fitness to be able to meet the mental job requirements, these traits are the main criteria for success. The five necessary traits of professionals who have achieved sustainable performance are:
· Self-efficacy – believe in your strengths.
· Adaptability – develop a strong adaptive ability.
· Fit with mental job requirements – be aware of the mental job requirements that are asked of you.
· Intrinsic motivation – ensure that you are motivated for your job.
· Organisational fit – acknowledge the value of the talent.




















Personal development plan for C. to become an operator

	
              Actions
	
              Resources
	
            Timeline

	
              Induction
	 
      Production manager
	
               2 days

	
  Attend machine operation training sessions
	
       Production manager
	
          2 days- 1 week


	
Observing an experienced operator
	
        Production manager assigns mentor
	
         1 week - 1 month

	
Practice operating machinery under guidance
	  Access to machines, experience operator support
	
         1 month – 2 months

	
Perform tasks independently under supervision
	
Production manager feedback, evaluation
	
       2 months- 3 months

	
Demonstrate competency in operating machinery
	
Performance review with production manager
	
         3 months - 4 months



· Monthly progress review, regular check-ins with production manager and the experienced operator to track progress.
· End-of-plan review, assess achievements, competency, and readiness for the operator role.
4.0 Mind Map


A mind map is a visual representation of ideas or information, organised around a central topic.
	Learning organisation – Berry company





                                                                  Training programs          machine operation, safety and quality training
1. Continuous learning               Workshops        problem-solving, sustainability practices

                                                                    E-learning          online modules for skills development, learning                management systems
	Mentorship programs      experienced operator mentoring new employees
2. Knowledge sharing         Team collaboration        daily stand-up meetings
                                                              Knowledge databases        SOPs, manuals and troubleshooting guides

                                                                        Skills development     multi-skilling programs for role flexibility
3. Employee empowerment          Decision-making       employee suggestions for process         improvements                                                                            
                                                           Recognition programs      incentives for innovation and learning contributions   

                                                Strategic vision     align learning with business goals
4. Leadership support           Role models     leadership training programs, leaders driving knowledge-sharing culture                
	Resource allocation      investment in training and development tools, time for learning and innovation

                                                                                 Process improvement      lean manufacturing and waste reduction
5. Innovation and adaptability           New technologies      training on advanced machinery, adopting sustainable practices for plastic production
6. Feedback and evaluation         Performance reviews     skill assessments and training impact, setting development with managers
	Learning reviews       evaluating training effectiveness, implement lessons learned from production issues
	Continuous feedback

                                                                            Cross-functional teams

7. Collaboration and teamwork            Group problem-solving      teams working on defect reduction and troubleshooting
	Regular meetings       daily production updates, monthly reflection on learning and progress

According to Baghestani Tajali, Sanatjoo and Behzadi (2023), a mind map is an approach to the organisation of the human mind that prepares the ground for thinking. 




	





Conclusion


Transforming the Berry company into a learning organisation fosters continuous growth, innovation, and adaptability. By promoting a culture of continuous learning, knowledge sharing, and collaborative problem-solving, the company can improve efficiency, product quality and employee satisfaction.
Key elements include:
· Providing structured training on machinery, safety, and quality standards
· Encouraging employee empowerment through mentorship and decision-making participation
· Implementing innovation programs to optimize production processes 
· Ensuring leadership support and feedback mechanisms to align learning initiatives with organisational objectives

By using these elements above, the company Berry can build a dynamic, adaptable workforce capable of meeting market demands, improving operational performance and driving long-term success. A learning organisation is not just about training but fostering a mindset where continuous improvement becomes a core part of the company culture. According to Zhou, Wang and Lou (2010), manufacturing is a prime generator of wealth and is critical in establishing a sound basis for economic growth. Manufacturing is also the cornerstone of all economic activities, and efforts to continuously advance manufacturing technology are therefore vital to a richer and more stable future.
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