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Introduction 

In today’s dynamic and interconnected world, developing and growth are increasingly recognised as essential drivers of individual and organisational success. Development understood as the process of developing self-awareness and insight, aligns with psychological and organisational theories that emphasise reflection as a foundation for development. For example, Maslow’s (1943) hierarchy of needs highlights self-actualisation as the pinnacle of personal growth, while Kolb’s (1984) experiential learning cycle underscores the value of reflection and adaptation in learning. Growth, meanwhile, is characterised by the continuous development of skills, resilience, and adaptability. Dweck’s (2006) theory of the growth mindset illustrates how attitudes toward challenges and effort shape achievement, while Senge’s (1990) concept of the learning organisation shows how collective growth enables institutions to remain agile in uncertain environments.
The purpose of this assignment is to explore the interconnected roles of developing and growth across three levels: the individual, the organisational, and the strategic. At the individual level, it will examine how self-awareness, reflection, and personal learning drive empowerment and resilience. At the organisational level, it will consider how systems, cultures, and practices can encourage collaboration, innovation, and inclusivity. At the strategic level, it will highlight the importance of aligning personal and organisational development with broader goals to ensure long-term sustainability and adaptability. 
[bookmark: _Toc209195791]Critical Assessment 
Employee development is a strategic investment that can significantly benefits for salon organisations. Salons run in highly competitive, customer-facing environments where the quality of service, client relationships, and creativity are central to success. By prioritising individual growth, salons not only enhance employee satisfaction and retention but also drive organisational performance. (Salon Equipment Company, 2023). Training also improves service quality, ensuring that staff stay current with evolving techniques and technologies, thereby enriching the client experience and increasing repeat business (National Hair & Beauty Federation, 2022). Moreover, salons that prioritise development cultivate internal leadership pipelines and operational efficiency, contributing to overall organisational performance (Industry Advocates, 2023). A culture of learning and recognition further supports creativity, collaboration, and morale, positioning the salon as an employer of choice and a leader in service excellence.
[bookmark: _Toc209195792] Improved Service Quality and Client Satisfaction
Developing individuals through technical training, such as advanced cutting, colouring, or styling techniques, ensures that staff stay current with industry trends. This leads to higher service quality, greater customer satisfaction, and stronger client loyalty. For example, a stylist who attends a balayage masterclass can introduce new services to clients, expanding the salon’s offerings and revenue streams. Kolb’s (1984) experiential learning theory highlights that learning through experience enhances professional competence, which directly benefits customer outcomes.
[bookmark: _Toc209195793]Increased Employee Motivation and Retention
Investing in employees signals that the organisation values their growth, which can improve morale and reduce turnover. Dweck’s (2006) growth mindset theory suggests that individuals who believe in their ability to develop are more motivated to overcome challenges. In a salon, providing junior stylists with mentoring or career progression pathways reduces the risk of them leaving for competitors. For instance, implementing an in-house training program where assistants gradually move into stylist roles supports long-term retention.
[bookmark: _Toc209195794]Stronger Organisational Reputation and Competitive Advantage
Salons known for professional development often attract both talented staff and loyal clients. According to Senge’s (1990) learning organisation concept, businesses that continuous learning are more adaptable and resilient. A salon that promotes training not only builds a reputation as an employer of choice but also differentiates itself by offering innovative services. For example, high-end salons market their stylists’ advanced certifications as part of their brand identity, enhancing credibility and client trust.
[bookmark: _Toc209195795]Enhanced Team Collaboration and Workplace Culture
Development initiatives such as workshops on customer service, communication, or teamwork strengthen collaboration among staff. This creates a positive salon culture where employees share knowledge and support one another, improving efficiency and the client experience. Maslow’s (1943) hierarchy of needs emphasises belongingness and esteem as motivators, both of which can be nurtured through professional growth opportunities. For instance, team-based learning sessions on handling difficult clients can improve confidence and reduce stress across the workplace.
[bookmark: _Toc209195796] Financial and Strategic Gains
While training requires investment, the long-term financial benefits include higher customer retention, repeat business, and increased service revenue. Moreover, salons that continuously develop their staff are better positioned to adapt to emerging beauty trends, ensuring strategic sustainability. For example, during the rise of eco-conscious beauty, salons that trained staff in sustainable products and practices not only met client demand but also enhanced their brand image.
[bookmark: _Toc209195797]

Critical Reflection
Although the benefits of employee development are clear, challenges must also be acknowledged. Firstly, training costs can be significant for small salons, and return on investment is not always immediate. Employers must balance resources between day-to-day operations and staff development (Becker, 1993). Secondly, there is a risk of employee turnover, stylists who gain advanced training may leave to work independently or join competitors, which can undermine the salon’s investment (Hinkin & Tracey, 2000). Additionally, time pressures in busy salons can make it difficult to release staff for training without disrupting service delivery. Finally, not all employees may engage equally, individuals without a growth mindset may resist development opportunities, limiting the effectiveness of such initiatives (Dweck, 2006).
while the benefits of developing individuals in the salon workplace are large, organisations must implement strategies, such as retention incentives, structured career pathways, and balanced scheduling to challenges and maximise long-term impact.
[bookmark: _Toc209195798]Managing an Individual 
Managing expectations around personal development in the salon workplace requires balancing the ambitions of employees with the realistic opportunities and resources the organisation can provide. One effective approach is the use of development plans and performance reviews, where managers and stylists work together to set achievable goals. For example, a junior stylist may aspire to become a senior colour specialist within a year, through performance reviews, management can clarify a more realistic timeline based on skill progression, client demand, and training availability. The benefit of this approach is that it promotes transparency and motivation, as employees feel their goals are acknowledged (Aguinis, 2019). However, a potential drawback is that if goals are perceived as delayed or restricted, individuals may become frustrated and disengaged.
Another strategy is offering mentorship and coaching programs to guide individuals in aligning their career aspirations with organisational needs. For instance, pairing a new apprentice with an experienced stylist allows the apprentice to see firsthand the level of ability and years of practice needed to progress. The advantage is that mentoring provides realistic role modelling, including professional relationships, and builds loyalty to the salon (Clutterbuck, 2014). On the downside, mentoring can sometimes unintentionally limit ambition if mentors discourage individuals from pursuing opportunities outside traditional career pathways, potentially stifling creativity, or innovation.
Additionally, salons may manage expectations by offering structured training opportunities linked to career stages. For example, assistants may first complete in-house shampooing and blow-dry certifications before progressing to advanced colouring workshops. The benefit of this staged approach is that it ensures competence at each level, while giving staff a clear pathway for growth (Kolb, 1984). However, the limitation is that employees may find the pace too slow, perceiving the structured pathway as restrictive, which could increase the risk of them seeking faster career progression elsewhere.
open communication about resource constraints is vital when managing expectations. For example, if a stylist requests external training at a high-profile academy, management may need to explain budget limitations and instead offer an in-house alternative. This honesty helps support trust and fairness (Becker, 1993). The benefit is organisational sustainability, as development is still aligned with financial realities. Managing individual expectations in personal development is a balancing act between ambition and supporting realism. Through development plans, mentorship, structured training, and transparent communication and regular appraisals, salons can align employee growth with organisational ability. Appraisals offer a structured opportunity to assess progress, recalibrate goals, and reinforce achievements, helping individuals stay motivated while ensuring their development stays aligned with business needs. However, each method carries potential trade-offs, and leaders must apply these strategies carefully to support motivation, trust, and long-term commitment. 



 Integrating Development Frameworks into Salon Practice

 Senge’s Five Disciplines of a Learning Organisation
Peter Senge (1990) proposes five core disciplines that foster continuous learning and adaptability within organisations:
	Discipline
	Application in Salons

	Personal Mastery
	Encouraging stylists to pursue excellence through ongoing training and self-reflection. Development plans and CPD support this.

	Mental Models
	Challenging assumptions about career progression (e.g., linear promotion paths) to promote innovation and flexibility.

	Shared Vision
	Aligning individual aspirations with salon goals through collaborative goal setting in performance reviews.

	Team Learning
	Promoting mentorship and peer coaching to build collective ability and trust.

	Systems Thinking
	Recognising how training, client demand, and resource constraints interact to shape realistic development pathways.


This integrated approach supports both individual growth and organisational resilience, especially in dynamic, client-driven industries like salons.
Kirkpatrick’s Four-Level Evaluation Model
To assess the effectiveness of development initiatives, salons can apply Kirkpatrick’s model (Kirkpatrick & Kirkpatrick, 2006). Kirkpatrick’s Model is a widely used framework for evaluating the effectiveness of training programs. It consists of four levels of evaluation reaction, learning, behaviour, and results, each level provides a distinct perspective on the training impact and helps in understanding.
	Level
	Evaluation Focus
	Salon Example

	 Reaction
	How participants feel about the training
	Feedback forms after in-house workshops

	Learning
	Knowledge or skills bought
	Pre/post assessments for colour technique training

	 Behaviour
	Application of learning on the job
	Observing improved client consultations or styling outcomes

	Results
	Organisational impact
	Increased client retention, service quality, or revenue


This model ensures that training investments are not only well-received but also translate into measurable performance improvements.
 Holland’s Vocational Choice Theory
John Holland’s theory (1997) links personality types to career environments, helping salons tailor development pathways to individual strengths. The theory of vocational choice is one of the most widely researched and applied theories of career development. Based on the premise that personality factors underlie career choices, his theory postulates that people project self- and world-of-work views onto occupational titles and make career decisions that satisfy their preferred personal orientations. The theory incorporates constructs from personality psychology, vocational behaviour, and social psychology, including self-perception theory and social stereotyping.
	Personality Type
	Traits
	Suitable Salon Roles

	Realistic (R)
	Practical, firsthand
	Barbering, technical styling

	Artistic (A)
	Creative, expressive
	Colour specialists, trend stylists

	Social (S)
	Empathetic, communicative
	Client-facing roles, mentoring

	Enterprising (E)
	Persuasive, leadership-oriented
	Salon management, product sales

	Conventional (C)
	Organised, detail-focused
	Inventory, scheduling, compliance

	Investigative (I)
	Analytical, curious
	Training design, product research


By recognising these personality-job alignments, managers can guide staff toward roles that suit their natural preferences, increasing satisfaction and retention.
Yet, the disadvantage is that employees may perceive the organisation as unwilling to invest fully in their careers, creating a risk of dissatisfaction or attrition. 
[bookmark: _Toc209195799]Managing an Individual’s Expectations in Respect of 
Personal Development
In the salon workplace, employees’ wants for personal development often include rapid career progression, advanced technical training, or opportunities to build a personal brand. These ambitions need to be carefully balanced with their needs, such as mastering core technical skills, developing client communication abilities, and building resilience in a high-demand environment. For example, a junior stylist may want to specialise in advanced colour techniques at once, but their actual need may be to first develop consistent cutting and client management skills. The advantage of acknowledging this gap is that it ensures realistic progression, but the drawback is that employees may perceive their career goals as delayed, leading to frustration (Aguinis, 2019).
Another factor is costs, which can create tension between employees’ desires and organisational realities. Staff may want expensive external training (e.g., Vidal Sassoon Academy), yet salons must weigh the budgetary impact against expected returns. Providing in-house or local training is often a compromise, offering skill development without excessive cost. The benefit is sustainability for the organisation, but the disadvantage is that employees may feel undervalued if their preferred training is not funded, potentially increasing turnover risk (Becker, 1993).
Opportunities for growth must also be managed carefully. Employees often expect exposure to high-profile clients, photoshoots, or management roles. While such opportunities can be motivating, they may not always be available within a single salon. Mentorship programs or cross-salon collaborations can help broaden opportunities. The pro is that this supports ambition while aligning with business needs (Clutterbuck, 2014), but the con is that too few opportunities may result in dissatisfaction or competition among staff.
The scope of personal development also requires careful communication. Employees may envision rapid movement from apprentice to creative director, but managers must explain the realistic scope of progression within the salon, which might be limited by size, resources, or hierarchy. For example, a small independent salon may not be able to provide managerial roles for every ambitious stylist. The benefit of clarifying scope is transparency, while the drawback is that employees may seek larger salons with broader career ladders.
 Time is often a source of misaligned expectations. Employees may want immediate results, while the salon recognises that mastery requires years of practice. Structured timelines, such as phased training over 12–18 months, help balance these perspectives. The pro is that it sets clear expectations and milestones, while the con is that impatient employees may leave for competitors promising faster progression (Kolb, 1984).
 Managing personal development expectations requires a balanced approach that considers employees’ wants and needs alongside the organisation’s costs, opportunities, scope, and time limits. By using development plans, mentoring, staged training, and open communication, salons can create realistic yet motivating pathways. However, each factor carries trade-offs, and successful expectation management depends on honesty, fairness, and alignment between individual ambition and organisational ability.

Organisations have access to a variety of development tools to support the personal and professional growth of individuals, but their effectiveness depends on aligning them with employee needs, available resources, and the salon’s broader vision and strategy. Mentoring is a widely used tool that provides guidance, role modelling, and knowledge transfer between experienced and junior staff. Its strength lies in long-term learning and motivation, yet it can be inconsistent if mentors lack training or if relationships are mismatched (Clutterbuck, 2014). Shadowing allows individuals to see experienced stylists in real time, building practical skills and industry awareness. While shadowing is cost-effective and offers immediate learning opportunities, it may be limited in depth if not followed by firsthand practice (Kolb, 1984). Formal courses and workshops, such as advanced colouring or customer service training, expand technical ability and ensure staff stay competitive with industry trends. However, these often carry excessive costs and time commitments, which may strain smaller organisations with limited resources (Becker, 1993). The choice of tools must also reflect the organisation’s knowledge base and vision, salons aiming to position themselves as innovative trendsetters may prioritise advanced creative courses, while those focused on community and loyalty may invest more in mentoring and customer-service training. From a strategic perspective, development tools are most effective when embedded into a structured growth pathway that aligns individual ambitions with organisational goals (Aguinis, 2019). While each tool offers unique benefits, they also carry limitations in cost, scalability, or depth, making it essential for salons to critically select a blend of approaches that meet both the immediate needs of individuals and the long-term strategy of the organisation.
[bookmark: _Toc209195800]Development Tools for Lisa, a Salon Stylist
Lisa,Lisa, is a newly qualified hair stylist,stylist, she has expressed a strong interest in specialising in advanced colouring techniques, particularly balayage and creative fashion shades. To address her development needs, the salon may consider a range of tools.  Mentoring with a senior colourist would provide Lisa with personalised guidance and practical advice drawn from years of experience. The advantage of this approach is that Lisa gains confidence and insider knowledge, while the drawback is that mentoring depends heavily on the mentor’s availability and willingness to share, which can create inconsistency (Clutterbuck, 2014). Shadowing also offers Lisa the opportunity to see complex colouring processes in real time, helping her understand how senior stylists consult with clients and solve problems on the spot. This tool is cost-effective and builds immediate awareness, but without firsthand practice, Lisa may not fully develop the technical skills needed (Kolb, 1984). In addition, the salon may consider funding external courses or workshops to give Lisa exposure to industry trends and recognised certifications, which would enhance the salon’s reputation as well as her ability. However, courses come with financial costs and require careful scheduling to avoid service disruption (Becker, 1993).
From a broader perspective, the salon’s decision must align with its resources and vision. If the salon’s strategy is to brand itself as a colour-specialist destination, investing in Lisa’s advanced training would be a valuable long-term investment. However, if resources are limited, the salon may prioritise in-house mentoring and shadowing to balance development with affordability. Strategically, by blending mentoring, shadowing, and external courses, the salon not only addresses Lisa’s wants and needs but also supports its organisational vision for growth, innovation, and client satisfaction (Aguinis, 2019). This example proves that development tools must be critically evaluated not only for their immediate benefits to Lisa but also for how they fit into the salon’s overall knowledge base, resource constraints, and long-term strategy.

[bookmark: _Toc209195801]Development Plan for Lisa (Salon Stylist)
[bookmark: _Toc209195802]Found Development Needs
Lisa, is a recently qualified stylist, has articulated a clear ambition to specialise in advanced colour techniques, with particular interest in balayage and creative fashion colouring. To support her progression toward this goal, the following development areas have been found.

Lisa, a newly qualified stylist, has expressed the goal of becoming a colour specialist, focusing on advanced techniques such as balayage and fashion colouring. To achieve this, Lisa needs structured support in technical skill-building, confidence in client consultation, and exposure to industry innovation.
[bookmark: _Toc209195803]GAP Analysis
A GAP analysis names the difference between current performance and desired future capability, highlighting the skills and knowledge that must be developed to that aligns expectations. (Anderson, 1993). To effectively support Lisa’s progression toward becoming a colour specialist, it is advisable to conduct a gap analysis. This process will help find the specific differences between her current capabilities and the competencies needed for advanced colouring techniques. By systematically evaluating her existing technical skills, consultation confidence, and industry awareness against the standards expected of a specialist, the salon can pinpoint targeted areas for development. The outcome will inform a structured and personalised training plan, ensuring that resources are aligned with Lisa’s goals and that progress can be measured effectively over time.




	Area 
	Current state 
	Desired state
	Gap
	Training 

	Technical colour skills
	Basic ability in standard colour application
	Advanced techniques (balayage, ombre, (Coloured correction)
	Lack of advanced training and firsthand practice
	In house training available.

	Client consultation
	Able to complete standard consultations
	Confident in colour advice and trend-based services
	Needs confidence and advanced communication skills
	Watch videos and see senior stylists.

	Creativity and innovation
	Follow established techniques
	Create and markets signature looks aligned with trends
	Needs exposure to new styles and creative expression
	Online courses are available.

	Confidence and autonomy
	Requires supervision
	Independently manages complex services
	Needs mentoring and gradual responsibility increase
	Implement appraisals.


[bookmark: _Toc209195804]

















Mind Map
Mind Mmaps provide a creative, non-linear method of visualising ideas, supporting memory, planning, and problem-solving in professional development contexts (Buzan, 2010). To describe a Mmind Mmap, it is a visual tool used to organise information, ideas, or concepts around a central theme. It begins with a main idea placed at the centre of the page, from which related topics branch out in a radial structure. Each branch stands for a key concept, and sub-branches break down those concepts into finer details.


The visual mind map for Lisa’s development plan offers a clear and structured overview of her growth trajectory, illustrating how key focus areas-technical skills, client consultation, creativity, and professional confidence-are interconnected with targeted development tools. By mapping these competencies to practical strategies such as mentoring, shadowing experienced stylists, and attending specialised workshops, the plan ensures a holistic and actionable approach to Lisa’s progression. This format not only supports clarity in planning but also enables ongoing review and adaptation as Lisa adances toward her goal of becoming a colour specialist.
Here is a visual mind map for Lisa’s development plan, showing how her growth areas (skills, consultation, creativity, confidence) link to specific tools like mentoring, shadowing, and workshops
[image: Generated image][image: Generated image]

[bookmark: _Toc209195805]Personal Development Plan (PDP)
Personal Development Plans (PDPs) enable individuals to take responsibility for their learning and align personal ambitions with organisational goals, using both motivation and accountability (Megginson & Whitaker, 2007). In Lisa’s case, implementing a Personal Development Plan (PDP) provides a structured framework through which she can take ownership of her learning journey while aligning her personal ambition of becoming a colour specialist with the salon’s broader aims. By finding specific growth areas-such as advanced technical skills, client consultation confidence, and creative innovation-the PDP offers both motivation and accountability, empowering Lisa to actively engage in her development. As Megginson and Whitaker (2007) highlight, PDPs serve as a link between individual aspirations and organisational success, ensuring that Lisa’s progression is purposeful, measurable, and mutually beneficial.

	Objective
	Actions
	Resources
	Support
	Time limit

	Improve technical colour skills
	Attend in-house colour workshops and external balayage course
	Training budget (£500)
	Senior colourist mentor
	6 months

	Enhance consultation confidence
	Shadow senior stylists and role-play client scenarios
	Time allocation in schedule
	Line manager support
	3 months

	Build creativity and trend knowledge
	Attend industry shows and take part in salon trend evenings
	Event budget, tickets
	Salon sponsorship, peer feedback
	6–12 months

	Develop autonomy and performance focus
	Gradual increase in responsibility for complex colour services
	Salon client base
	Ongoing mentoring and reviews
	12 months




[bookmark: _Toc209195806] SMART Objectives
To support Lisa’s development as a colour specialist, it is recommended that her performance goals be structured using the SMART framework, Specific, Measurable, Achievable, Relevant, and Time-bound. This approach will provide clarity and accountability, ensuring that each aim is well-defined and progress can be tracked effectively. For example, a SMART goal might be: “Complete an advanced balayage training workshop within the next three months. By applying this framework, Lisa’s ambitions become actionable and aligned with both her personal growth and the salon’s professional standards, reinforcing the importance of measurable outcomes and realistic timelines (Doran, 1981).

When creating performance goals, SMART aims (Specific, Measurable, Achievable, Relevant, Time-bound) provide structure and accountability. This framework ensures clear expectations and measurable outcomes (Doran, 1981).
1. Specific - Lisa will enrol in and successfully complete an accredited advanced balayage course, delivered by a recognised training provider, within a six-month time. This goal ensures structured skill development aligned with industry standards and supports her progression toward colour specialisationLisa will complete one advanced balayage course accredited by a recognised provider within six months.
2. Measurable - By the end of nine months, Lisa will independently manage at least five complex colour correction appointments, tracked through performance reviews.
3. Achievable - With mentoring and shadowing, Lisa will gain confidence in conducting at least ten advanced consultations by the third quarter.
4. Relevant - Lisa will enrol in an accredited advanced balayage course, delivered by a recognised training provider, and complete it within six months. This objective provides a clear and time-bound pathway for developing specialist colouring skills, ensuring her training meets professional standards and directly supports her progression toward becoming a colour expert- Developing advanced colouring aligns with the salon’s vision to brand itself as a colour-specialist destination.
5. Time-bound - All aims will be completed within 12 months, reviewed quarterly to check progress. 


 Evaluation: Managing Performance
This development plan enables Lisa’s performance to be managed systematically by linking her personal goals with the salon’s strategic vision. Through the GAP analysis, her needs are clearly found, while the PDP and SMART aims provide measurable milestones. Performance management tools such as regular feedback, mentoring sessions, and quarterly reviews ensure accountability (Aguinis, 2019). The inclusion of shadowing and mentoring provides immediate experiential learning (Kolb, 1984), while formal courses enhance technical ability. The mind map proves an integrated approach, ensuring Lisa’s growth encompasses not only technical skills but also consultation, creativity, and confidence. By aligning her development with organisational strategy, the salon benefits from improved service quality, client satisfaction, and competitive positioning, while Lisa gains structured career progression. However, costs, scheduling pressures, and potential frustration if timelines feel slow (Becker, 1993) remain limitations that require initiative-taking communication and management.
[bookmark: _Toc209195807]Conclusion
In conclusion, the development of individuals within the salon workplace is a strategic investment that helps both the employee and the organisation. The case of Lisa proves how structured planning, including a GAP analysis, mind map, PDPP, and SMART goals, creates a clear pathway for professional growth while aligning with the salon’s broader vision. By critically evaluating tools such as mentoring, shadowing, and formal courses, each has unique advantages and limitations, requiring careful selection based on resources, knowledge, and strategic priorities. Mentoring and shadowing foster experiential learning and confidence, while external courses offer advanced technical ability, though often at higher financial cost.
The integration of these tools into a development plan allows performance to be managed transparently through measurable goals and regular reviews. This not only enhances Lisa’s technical and interpersonal abilities but also strengthens the salon’s reputation, service quality, and employee retention. Personal development is not just about meeting individual wants and needs but about creating a balance between ambition, opportunity, and organisational ability. When managed effectively, development strategies contribute to long-term sustainability, innovation, and success in the highly competitive salon industry.
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