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1.1: Introduction. 
Companies must always strive to link its fundamental objectives to its human resources and as part of this process, they need to develop workplace relationships efficiently. This is because its employees are the most important asset of the company as it is their skills, talents and knowledge that will be used to achieve the organisational goals and objectives. Because people are very important for organisation, companies must constantly evaluate the competency levels of its personnel and its personnel performance to ascertain how well their goals and objectives can be achieved. The more employees are trained and developed, with the relevant skills, knowledge and experience, the more they can be more productive and beneficial to the organisation. The fundamental question for companies will be to find ways to recognise the skills required for the relevant job and to ensure that the relevant personnel acquire these skills. 

While some organisations and people will evaluate the formal education of potential recruits as a measure of their potential to perform their relevant responsibilities at work, this may not really be the case when they are performing their work. Other organisations believe that on-the-job and continuous training, and years of experience, etc are very important than academic qualifications. Others might argue that personal characteristics hold the key to effective work behaviour. An organisations workforce and human resources is always vital for its long-term growth and development. This is because, it is the company’s employees that are expected to have the skills and expertise to assist in achieving its desired goals and objectives. Moreover, when employees have the right skills and knowledge to perform their job, a much smarter workforce is built who are often able to make quick and efficient decisions for the benefit of the organisation. According to Bratton and Gold (2001), a strategic choice for organisations in the process of managing employment relations is to find the best ways to leverage people’s capabilities and in the process help the organisation in achieving competitive advantage often through relationship management and the development of a set of integrated employment policies, practices and programmes that can lead to sustainable development. If an employee is interested in their professional development, they must work to develop themselves as individuals and exploit any relevant opportunities for training and development. Individuals must always work to determine how the task they want to complete is aligned to the goals of their organisation and how they can work towards improving it. 

The objective of this essay is to choose a company and critically assess the benefits to an organisation of developing individuals in the workplace. In addition, the essay will evaluate the development vehicles available the organisation and finally develop a plan to meet the development needs of the individual within the organisation. In this case study, I will use the Transport for London as a case study and my explanations will be based on my experience working for them as a customer services representative. The Transport for London is a UK based public transport system that serves the city of London and its adjacent counties of Buckinghamshire, Essex and Hertfordshire. It was opened in January 1863 with as the metropolitan railway and has since expanded to include several other lines that includes the Circle, Hammersmith and city lines, the Northern Lines, etc. The underground currently has about 11 lines, handles over 5 million passengers per day and in 2017 to 2018 transported 1,357 billion passengers which makes it the 12th busiest metro system in the world (Transport for London, 2017). Over the years several smaller and private networks operated individually, and it was these networks that were merged in the 1930’s to form what is now known as the Transport for London. The company has extended its services to include buses, docklands light railway, London Overground, London trams, etc.

The remaining parts of the work will be organised as follows: section one will provide a critical assessment of the benefits to transport for London for personally developing individuals in the workplace, section two will assess the development vehicles available for the organisation and the extent to which they can meet the development needs of individuals, section three will present a plan to meet the development needs of individuals within the organisation and a final section presents the summary of findings, conclusion and recommendations. 

2.0: Potential benefits of developing individuals within the Transport for London.  
2.1: Increased profit.
When employees are provided with opportunities to acquire relevant skills and talents for use in their day to day operations, the entire profit bottom line is being affected. For example, in technology related businesses, employees grow only if they are giving the opportunity to be creative and work through their individual inspiration. Such companies need to commit to a systematic practice of innovation which should involve having a policy that gives employees the freedom to search for innovation possibilities. The company should hire the right people but they should also get out of their way and organise teams that can creatively evaluate areas of opportunity and in line with social and demographic trends decides on what can be done to solve the most pressing problems of society that requires their innovative talents and skills. When a company is also innovative, there is productivity and efficiency which may lead to an increase in profits. In an innovative and creative environment where employees are given some form of flexibility in the way they approach their work, there may a reduction in costs after the minimisation of employee turnover and a reduction in absenteeism. When all these are done, the bottom-line profit may surely increase.  When employees are developed in the workplace also, there is a high chance that they may not commit more errors while doing their jobs. All this may contribute to cost savings for the company and increased profit. 

2.2: More efficient and an Agile workforce.
There are integrated set of skills, knowledge, attributes that employees need to be able to perform their work effectively. It is the responsibility of every organisation to identify and define the set of skills, knowledge and competencies required for each role and to determine how these skills will be provided to the employees if they don’t already have it. Once this has been done, not only will the team members be able to work in harmony, but there will be many business benefits that can leads to an efficient workforce. New staffs will be recruited and selected based on their expertise, skills and competencies gaps and the relevant training regimes required will be easily assessed, etc. All of this may lead to the development of a more efficient workforce. 

2.3: Increased collaboration and communication. 
One of the key advantages when employees are developed is that there will be increased in communication, and also increased feedback and collaboration amongst the employees and within the functional units of the organization. The objective of improving communication amongst the employees of the organisation is to align all employees to shared company vision, values and goals and values. effective communication can also lead to increased understanding and communication when external forces are influencing the business and issues in relation to the need for change within the organization to respond to those external forces can easily be discussed and addressed. When employees are fully developed and understand their individual responsibilities at work, they work in a confident manner and respect and trust each other. They can easily establish positive relationships that can lead to improve sharing of feedback because their entire communication will be based on trust and respect for each other. In workplace situation, people must interact with each other to ensure that they can collaborate and get the work done. Effective communication also increases team moral. In a workplace where people are well developed, their individual views are thought of to be important and people try to consult with others if they want to make key decisions for the benefit of the entire organisation. 

2.4: Increased Productivity. 
Modern businesses are being affected by different factors, ranging from rapid technological advances to increasing changes in the entire business environment. All these issues have a significant impact on the business and may affect the productivity of employees. The implications are that for a workforce to be more competitive and to be able to sustain itself, the employees need to be more flexible and be given the right education, skills and resources to be able to work productively in the modern business environment. Once the employees can acquire these skills during the process of training, they will help the company reduce workplace errors and be competitive in the modern business environment. An increase in investments in the skills, education and training helps to increase the overall productivity and profits (Martinelli, 2018). 

2.5: Faster and better decision making
At Transport for London, our customer services team for example have long recognised the evolving needs of customers and the implications for the business. As part of this process, the company always work to adopt the right approach to sales to meet the changing demands of customers and all relevant stakeholders. The company has trained the employees of cultural awareness and have recruited employees from all cultures. They also have a strategy to maintain an ethnically diverse workforce mostly within frontline staffs and through training, employees are always provided knowledge of cultural awareness. This has helped to enhance cultural awareness of the employees and the company has found that they are able to properly serve the needs of diverse and their multicultural sets of customers who live permanently in London or the numerous tourists who visit these cities. When there is a problem, through better communication, there can be faster and better decision making for the benefit of all the relevant stakeholders. 

2.2: Development Vehicles used by Transport for London Ltd. 
Developing employees is vital for any business. Development as a concept is different from training because it involves the use of the knowledge, skills and abilities by the employees to achieve organisational objectives through their improved performance and in the process and increase in productivity (Ashford., 1996). There are many development vehicles that companies normally employ to ensure their organisation can be successful. While some organisations during the recruitment process are more interested in recruiting people with certain formal skills acquired through formal educational qualifications, others believe that amongst other things an employee’s job experience, personality and personal characteristics are what is more important to lead to organisational efficiency. However, while in any situation, an individual’s academic qualifications, skills, experience and attitude maybe important, they are no guarantees that they may be able to perform their jobs to acceptable standards. Companies and organisations define with is required to perform a job by defining the competencies required. They are the distinct set of behaviours, values, attitudes, standards, etc that are required for a job function and how they can help the individual contribute towards the organisational objectives. Once a corporation understands the types of competencies required, they can set the benchmarks through which they can manage performance. Performance management involves a comparison between predetermined goals and objectives with the actual output of employees of an organisation. Employees can be thought of as having achieved their objectives and to have performed to an optimal level and helps the company succeed when the company is able to achieve the desired results (Stredwick, 2000).

The purpose of any development is to align the skills of the employees, improve their performance and in the process, help meets the organisational goals and objectives. Transport for London has several development centres designed to ensure the employees can learn and be trained to acquire certain skills and talents. For example, since the company deals with many customers, the customer services department have a well-established skills development centre which focuses on developing the sales skills of the employees and training them on matters of customer services. Other development programs may be designed to help employees acquire broad skills in creative thinking, problem solving and people management. The company also organises workshops to discuss certain subjects that may be relevant for different departments of the organisation. 

2.2.1: Performance Review and Evaluation.
[bookmark: _GoBack]Performance evaluation involves a regular assessment or review of the performance of an employee at work. Although this is often a requirement to be done by most managers, the employees also must do some evaluation of the extent to which they think they are performing better at the job. Performance evaluation and management is one of the primary activities that should be performed by organizations in order to monitor and control the performance of the employees. The entire organisation must regularly evaluate the performance of their employees with the aim of trying to understand their abilities to assess how they can contribute towards the short- and long-term organisational goals and objective. A good performance management system will help the company aligns its goals to its operational activities by creating shared vision within the relevant teams because employees will be able to recognise how they are expected to contribute towards the organisational goals and objectives and the long run performance of the organisation (Williams, 2002). In a recent study by Samwel (2018), the researchers studied a series of private organisations in Tanzania and found that there is a significant relationship between performance management and employee performance as  well  as  between  performance management and the entire organizational performance.  As a conclusion, the researcher recommended that organisations need to have a good performance appraisal systems, continue to evaluate  the  performance  of  their  employees frequently  because  this will help them  to  determine the required  training  needs  and  at  the  same  time  acts  as  a motivational strategy and by implication leads to a better performance of employees and the organization. At London organisation, senior management are tasked to always conduct half yearly performance review during which our training needs are assessed, after analysing past performances and conduct. Employees are therefore given a plan on what they need to do to improve their performance and explained how that aligns to their individual goals, team goals and long-term organisational goals and objectives.

2.2.2: Motivation of Employees. 
Every organisation have to motivate its employees to ensure that they can perform their jobs with commitment. This is even the simplest way for organisations and manager to multiply their own effectiveness and productivity. Successful companies are those that create an environment where the employees feel they are motivated by the executives of the company and are given the freedom to do their work. Although the first step of motivating employees is to reward them with a reasonable amount of salary, this isn’t always the case more especially in creative industries and businesses. Nonetheless, an adequate renumeration will create stability in the minds of the employees. One way to Transport for London motivate its employees is by creating an environment where employees can be self-directed in the way they work. They can be given the freedom to work in a flexible manner, choose what they do and how they do it and on occasions the shifts and teams that are more suitable for them. Other ways in which organisations have been able to motivate employees is by providing them with feedback in a positive and constructive manner. This often improves the employees self-image and encourages them to work to improve on their productive capacity in the future. 

2.2.3: Learning and Training.
Many individuals for varying reasons often leave school without formal qualifications. There have over the years been changes in the occupational structure within organisations and industry within the UK and also skills. Transport for Londons employees come from diverse background and cultures with varying levels of training and education, the organisation knows that there is a need for fundamental training of the new employees to encourage them to adapt to the needs of the organisation. At Transport for London, as part of the organisations interest to improve the skills acquisition of its employees and to ensure they can align their personal goals with their organisational objectives, the company puts learning and training as one of its employee development initiatives. The company believes that learning doesn’t only have the power to transform individuals but can also help them create a new and realistic vision for the organisation or adapt to changes required and implemented by the organisation. As a result, the company always find ways in which they can encourage individuals to learn within and outside the organisation through formal and informal means, and also through disruptive behaviour within the company’s guidelines. The company also believe that by allowing employees to acquire new skills, expertise and qualifications, they can be more motivated and progress quickly within the organisation. 

Training is an attempt to bring a systematic and formal change in the behaviour of individuals from learning, instructions and planned experiences (Armstrong, 2001). Training is a tool or a means to an end and is often described as a tactical approach to the acquisition of predefined knowledge and skills for the long-term benefit of the organisation (Spicer and Sadler-Smith 2006). Training can be work specific or can be designed to improve an employee’s competence in a specific role within the organisation. When someone is employed at Transport for London, he is first taught some of the cultural norms of the organization and how they are enforced. The company normally does their training on the job and by using buddies or by professional trainers. This always depend on the type of training to be provided. Nonetheless, most training are designed to have a specific organisational and measurable goal and to help the employees understand the processes involved in their roles and how their performance will be measured. 

2.2.4: An Agile Workforce
In most departments within the Transport for London, the company adopts a purely Agile workforce. The company believes that this can help the company’s employees to have a good relationship with each other and with their employers, and by implication they can cooperate and work towards achieving efficiency for the benefit of the employees and the organisation. This can either be through improving the workforce agility where the workforce can be match to the fluctuations in demand or the operational agility where the processes and structures can be organised to be more responsive and adaptive to the needs of the organisation. In Transport for London for example, employees are giving the option to either adopt homeworking if they work within the call centre, IT and other departments where they can work from home or to work from multiple locations and sites within the organisation.  Some who are on retirement are always given the option to take on part time roles to ensure that they can supplement their incomes. Nursing mothers and those on long term unpaid maternity leaves also who can’t work full time are often ask to take limited hours of work and to also choose their working schedule to suit their needs and requirements. 

2.3: Plan to meet my personal development needs. 
The first stage of any personal development plan is for the individual to evaluate their relevant strengths and weaknesses and develop ways in which they can improve on their weaknesses but this should be aligned to their organisations goals and objectives and the strategic role they need to play to meet these goals and objectives. So without analysing oneself and appreciating what our relevant strengths and weaknesses are, it is difficult to have a clear idea of our individual and personal development needs and how we can help our organisation to achieve both it short and long term objectives. We cant even assess our performance in light with the current needs of our organisation and evaluate our individual coaching needs in conjunction with our responsibility in our current employment (McGregor, 1972). Below is a table that presents my strengths and weaknesses and how I plan to convert some of them to opportunities and the threats they present. 

[bookmark: _Hlk534632411]SWOTS ANYALSIS 
	Strengths 
	Weakness

	Multicultural and perfect written and verbal communication skills. 
	 Lack of effective time management skills, multitasking and often lack ability to focus on one task, willingness of develop emotional intelligence skills, etc.

	Opportunity
	Threats 

	Opportunities to engage in online learning with the possibility to get my company to pay for part of the cost. 
Good technology skills and recently acquired perfect knowledge in machine learning and data analysis. 
	I work predominantly in customer relationship management and the social needs of our customers is evolving and because I am responsible for developing our customer relationship management guidelines, I have to keep track of these evolving social needs else as a business, we may end up loosing market share if our customers adapt to the changing lifestyle requirements of our customers better than us.  



A personal development plan is a document that companies use for the professional growth planning of their employees and to determine the areas where they need to develop relevant skills and competencies that are relevant for their jobs. The objective is to use the plan as a guide to support the employees growth and progression within the organisation. It is often aligned to the strength and weaknesses of the employees. Below is a sample of some of my personal development challenges and a plan to address them. 

	My Development Need
	How will engage to achieve this?
	What are the Resources and support needed?
	What is the Success criteria? 
	What is the Target date for review ?
	What is the Target date for completion?
	What is the Impact of learning?

	I would like to improve on my time management skills.  
	Contact our learning department and ask for materials that I can read about ways in which I can improve on these skills and also employ a coach to guide me and finally ask colleagues to provide feedbacks of my progress.    
	Internal coach, feedback from senior management and colleagues about the extent to which they think my time management skills have either improved or deteriorated.   
	To develop myself and become a team leader and hopefully functional manager
	December 2020 
	End of Q4
	Will review after receiving feedback from colleagues on the first quarter of 2021. 

	To learn how to focus on one task at a time as opposed to multitasking. 
	To try to learn how to focus entirely on the same task for a long period of time until completion and to avoid doing multiple task at the same time. 
	Books and materials to learn how to boast my concentration and also support from senior management and coaching team. 
	to review my level of concentration and to check if I am currently able to produce high quality of work you in comparison to previous periods.
	December 2020 
	End of Q4
	Will review after receiving feedback from colleagues on the first quarter of 2021. 

	To improve my emotional and social intelligence skills. 
	To learn how to understand the emotions of others as well as my own emotions and how to use this knowledge to manage my engagements and interactions with colleagues at work. 
	Will buy and read books that discusses ways in which emotional and social intelligence skills can be developed and how to use these skills efficiently at work. 
	To ask senior colleagues and other mates to give me honest feedback if my interactions and communication with them has improved overall. 
	December 2020 
	End of Q4
	Will review after receiving feedback from colleagues on the first quarter of 2021. 



3.0: Summary of Findings, Conclusions and recommendations. 
The objective of this essay has been to provide a critical assessment of the benefits to transport for London for personally developing individuals in the workplace and to assess the development vehicles available for the organisation and the extent to which they can meet the development needs of individuals. A final section presents a plan to meet my development needs within the organisation. The essay argues that it is important to develop individuals within the workplace as this can lead to organisational efficiency and place the company in a sustainable and competitive position for the long-term benefit of the all stakeholders. The essay argues that organisations that don’t work to develop individuals won’t be sustainable in the long term and may become uncompetitive and may end up being forced to bankruptcy. However, it is up to individual organisations and their employees to determine how to best assess the development needs of the different functional units and individuals within their organisations and to work to address these needs.  
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