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[bookmark: _1ci93xb][bookmark: _Toc145850260]Introduction
In this paper I will discuss the potential benefits of developing the learning organisation and looking at the benefits to the organisation and the individual.  I will discuss the various development vehicles that are available to organisations and look at which development vehicles would be appropriate to the individual.  In order for me to determine which vehicles would be the most suitable for the individual I will look at the individuals needs, goals and expectations and ensure that I manage the individuals expectations by communicating well with the individual, identifying their strengths and weaknesses by using SWOT analysis and then setting out a PDP using SMART objectives to ensure I implement a plan that is suitable and achievable for the individual. 
I will also discuss how my organisation implements development and learning to individuals and look at how these opportunities benefit the organisation and the individual alike. 
I will produce a PDP for a colleague using all the tools available to me through research and through my organisational structure. I will then look at how this plan can help the organisation and the individual to progress and improve performance and productivity within the organisation.

[bookmark: _Toc145850261]Potential Benefits of Developing the Learning Organisation

 Peter Senge stated that:
Learning organisations are organisations where people continually expand their capacity to create the results, they truly desire, where new and expansive patterns of thinking are nurtured, where collective aspiration is set free, and where people are continually learning to see the whole together.  (Senge 1990). 
Senge identified five disciplines that innovate learning organisations, these are:
1. Systems thinking
2. Personal mastery
3. Mental models
4. Building shared vision
5. Team Learning 
 This Photo by Unknown Author is licensed under CC BY

[bookmark: _3whwml4][bookmark: _Toc145850262]Benefits to the Organisation:
There are many potential benefits to an organisation when they develop an individual within the workplace.  Employees can improve performance when they are given the opportunity to develop knowledge and skills which in turn means the individual is better equipped to carry out their role within the organisation effectively.  This will ensure that the individual improves the quality and performance and deliver high customer satisfaction. Individuals who have the opportunity to consistently grow and learn within their roles in an organisation are more likely to implement ideas and solutions to potential problems and this in turn can help an organisation to create new products or services which will help the organisation to stay ahead of their competitors. 
[bookmark: _2bn6wsx]Individuals who are given opportunities to improve within the organisation will feel valued and supported by the organisation and therefore are more likely to stay with the organisation.  This will help to save the organisation to retain talent and save time and money on recruiting and training new employees.  Also when and individual feels valued and respected within the organisation they will be more engaged and motivated in their roles within the organisation, this can lead to a more positive environment within the workplace.  When an organisation helps individuals to learn and develop within the organisation, they will create a culture that will attract talent from across the industry which will give the organisation an edge above their competitors. 

[bookmark: _qsh70q][bookmark: _Toc145850263]Benefits to the Individual

According to Noe et al. (2017), development learning can provide individuals with increased knowledge and skills, greater career opportunities, improved job satisfaction, increased confidence and sel-esteem, and higher earning potential. 

When an organisation adopts development learning within the workplace it can be very beneficial to the individual in many ways.   Some of these may be Improved performance and productivity.  When an individual has the skills and knowledge, they need, they are able to perform to the highest level and keep up to date with skills they will need to ensure they are performing to the best of their ability.  When an individual feels that the organisation is supporting them through continued personal development, they will be more satisfied within their role in the organisation and therefore help the individual to gain high moral within their workplace experience. This in turn can help an individual feel that they are valued and give them a greater sense of purpose in their work.
When an individual is given access to development and learning they can develop their skill sets and be more prepared for promotions and job changes.  Development learning can also help and individual to grow professionally within the organisation and also grow personal skills that will help improve performance and build self-confidence.  Development learning can help an individual to become more efficient and effective withing their role in the organisation which will help to improve their work/life balance and free up time that could be spent on other aspect of their life outside of the workplace. 
[bookmark: _3as4poj]


[bookmark: _2p2csry][bookmark: _Toc145850264]Managing the Individuals expectations:

Noe et al., 2017 p.350 states that “It is important to set clear goals and expectations for development learning.  This will help individuals to understand what they are expected to learn and how their development will be evaluated.  It is also important to provide regular feedback and support to individuals as they participate in development activities.”
 It is important for an organisation to manage expectations of the individual in respect of their personal development.  Managing expectations will help the organisation to ensure that individuals have clear and precise goals set out to ensure their learning and development is effective and beneficial to the organisation and the individual alike.  
To effectively manage an individual’s expectations an organisation must ensure that they communicate well with the individual as this will ensure that the goals set are obtainable and beneficial to the individual alongside the organisation.
[bookmark: _147n2zr]It is important that the goals set are realistic but still challenging for the individual.  If the individual sets goals that are not yet obtainable for them, they are more likely to give up and have a negative outcome for both the organisation and the individual.  The organisation should be supportive of the individual by offering coaching, mentorship and ensure the individual has access to all resources needed to obtain the goals set out.  The organisation should also be supportive if the individual experiences setbacks and does not meet the level required within the timeframe set out.  To ensure that the individual has the best possible outcomes to their development and learning an organisation should provide regular progress reviews as this will help to ensure the individual is on track with their progression to reaching their goals. If an organisation has a good review process this will enhance the development and learning of the individual as it will enable the individual to gain regular feedback and input from the organisation to ensure the desired outcomes are obtained for the individual.  
[bookmark: _Toc145850265]Critically Evaluate Development Vehicles:

[bookmark: _Toc145850266]What is a development vehicle

Senge (1990) argued that development vehicles are essential for organisational learning because they provide a safe and supportive environment for people to experiment, take risks, and learn from their mistakes. 
In another paper Beer and Nohria (1992) found that development vehicles can play a key role in organisational change by helping employees to develop the skills and knowledge they need to adapt to new ways of working. 


[bookmark: _Toc145850267]What sorts of development vehicles do companies use:

There are many development vehicles that organisations can use to establish a culture of development learning within the workplace. 
 Potential Unearthed (2017) defines development vehicles as “processes or activities that are designed to help people learn and develop”.
  The following are all ways in which individuals can be developed within the workplace:-
 Coaching on a one to one basis
 Observing others in their work and picking up tips (-Job shadowing)
 Delegate activities to broaden knowledge & widen skill sets
 Get involved on project work
 Temporary transfers, job swaps or secondment into other areas – it could be mutually convenient 
for other managers to swap staff so that two areas gain from ‘multi-skilling’
 Background reading/research/watching videos/internet to strengthen knowledge base
 Studying for professional qualifications/undertake accredited distance learning
 Visits to different areas of the business
 One to one or group meetings with key players in different areas, to understand roles, 
responsibilities, and inter-departmental relationships
 Attend formal training courses in key soft skills
 Attend technical/product knowledge training
 Undertake E-learning
 Performance development reviews & regular one to one’s 
 Networking/Attending relevant External Business Events
 Get involved with relevant business groups/forums/committees/task force
 Act as a team representative at wider business meetings
 Utilising 360 degree feedback
 Participation in Action Learning Sets
 Role plays & simulations/Model office environment
 Using Diagnostic tools (e.g. Myers Briggs, Belbin, PQF etc)
 Join a professional body
 Conduct benchmarking exercises 
 Manage others

[bookmark: _Toc145850268]How to determine the appropriate vehicle  

There are many factors to consider when determining the appropriate development vehicle for an individual.  An organisation should consider the individuals needs and goals and look at what the individual requires to succeed in their career. An organisation should also consider the learning style of the individual, do they prefer hands on learning classroom instruction or online learning?  The availability of resources also plays a part when considering development vehicles, these may include on the job training or external conferences or workshops or online training.  An organisation should consider the cost of the training and determine how much is the organisation willing to spend in order to deliver the appropriate level of training to the individual. 
                  
[bookmark: _Toc145850269]What does your organisation use

  Within my organisation, managers use our competency framework to set out our values and behaviours.  Our values are Trust, Respect, Integrity, Innovation and Delivery.  Our collective behaviours are, We are committed, We are professional, We put customers first, We are results driven and we are consistent. When looking at an individual’s learning and development, we use the competency framework to outline the strengths and weaknesses of the individual within their role.  Each behaviour has 4 levels which equate to:
Level 1- Colleague
Level 2- Team Leaders
Level 3 – Managers
Level 4 – Senior Managers
When we set out objectives at the start of the year, we ask individuals to rate themselves against the five behaviours and any gaps will be addressed in the Personal Development Plan.  
A development Plan can be created at anytime depending on the needs of the individual, to promote continuous development and performance.  The purpose of the plan is to outline what success looks like outside of the PDR.  Some examples of when a plan is needed are, taking on a new role within the organisation, leading or being part of a team project, improvement may be needed within current roles. 
When creating a development plan, managers will initiate a plan with the individual, outlining the reason and offer support throughout.  The manager will help set goals, agree on a completion date to confirm when the goals need to be achieved.  The manager will agree to provide the support needed for the individual to achieve their set goals and provide opportunities for training and learning to enable the individual to achieve their goals.
Managers will provide coaching and support to recommend ways of working or approaching a task, they may suggest a buddy system within the team and arrange an internal mentor with specific learning support.  They will provide e learning modules as well as internal and external training opportunities and encourage self-learning by suggesting webinars and seminars for the individual to attend.
Managers keep up to date with the progress of the individual by regular 1:1 meetings, usually on a weekly or fortnightly basis.  Managers will also initiate a mid-year review and End of year Personal Development Reviews, where they can offer the opportunity to discuss the progress of the individual and help with any constraints or barriers that could hinder the progress of the individual.  Managers will give regular feedback to the individual during the duration of the plan and help to implement any additional coaching, support or training.   

[bookmark: _Toc145850270]Generate a detailed plan to meet the development needs of the Individual in the Workplace:

According to Daft and Noe (2006).  The first step in creating an individual development plan is to identify the individuals needs and goals.

In order for me to produce a detailed PDP for a colleague, I needed to establish what his goals and expectations were and to work out how we were going identify gaps by using SWOT Analysis so that we could set out Goals using a SMART objective.  Using SWOT analysis we were able to establish his strengths and weaknesses which enabled us to come up with a SMART PDP that will enable him to achieve his goals and ambitions within my organisation.  
“The first step in creating an individual development plan is to identify your strengths and weaknesses”.  (Kaplan & Norton, 2000. P.138).
	STREANGTHS 

Excellent written and verbal communication skills
Strong organisational and time management skills
Ability to work independently and as part of a team
	WEEKNESSES

Needs to learn more about project management
Needs to improve data analysis skills


	OPPORTUNITIES

Training courses to enhance knowledge and skills 
Networking with industry leaders 
Career advancement 

	THREATS

Competition for roles of project managers
Technical advancements within the industry 



	What- are the skills/knowledge/behaviour I want to develop?
	Why- How am I and the Organisation going to benefit?
	How- what are the actions I am going to take?
	When – will I do this by?
	Review – Progress/completed

	To become a certified Project Manager
	I will gain new skills and qualifications to enable me to work effectively and efficiently for the organisation. 
	Take a project management certification course
	1 Years
	

	Develop expertise in data analysis 
	Gain new skills and qualifications which will enable me to take on more responsibility within my role
	Attend data analysis workshops
	1 Year
	

	Advance my career/ gain promotion within my organisation.
	 I will gain new skill sets which will help the organisation as a whole.
	I will attend industry conferences to gain knowledge and experience to enhance my own workplace performance.
	2 Years
	











[bookmark: _Toc145850271]Conclusion/ Summary 

Developing a learning organisation can be challenging for the organisation as it requires a shift in culture and mindset.  It is important that an organisation understands the importance of being realistic about the challenges that the organisation can face when developing the learning organisation.  It takes time to implement change and it is important that all stakeholders are on board with the changes that will need to be made to the organisation.
When an organisation adopts development learning they need to start with a clear vision of what they want to achieve within the organisation. It is important to communicate  the vision to all stakeholders, including managers, employees and customers as this will help to ensure everyone is on the same page and understand what the organisation is trying to create.  
An organisation should invest in development training and provide employees with opportunities to learn new skills and develop within their roles in the organisation.  The organisation should adopt a culture where all employees and managers  are encouraged to share knowledge and expertise with one another as this will enhance the learning and development of all people in the organisation. Developing a learning organisation can be challenging but it is also worthwhile as there are many benefits to the individual and to the organisation as a whole.  
Some of these benefits may include Improved performance as individuals will be more confident in their roles when the correct level of training has been implemented, increased innovation as learning organisations strive to seek new ideas which will enhance the products or services provided.  Employee retention is increased when an organisation initiates development learning as employees will feel valued and respected and therefore more likely to stay at the organisation and progress up within the organisation.  This has a positive impact on the organisation as this will help to ensure that the top talent is being nurtured within the organisation as well as attracting top talent from outside the organisation.
In their book, The Learning Organisation: A Critical Review, Mike Pedler, John Burgoyne, and Tom Boydell (2012), argue that the learning organisation is a complex and challenging concept and that there is no one fits all approach to its development.  They identify four key challenges to developing a learning organisation, Changing the culture of the organisation, Investing in learning and development, measuring the impact of learning and leadership. 
With that said, there are many more benefits to the organisation when they adopt a culture of development learning that outweighs the challenges and barriers that may arise.  Overall an organisation that adopts a development learning environment can expect to see, improved performance, increased innovation, reduced employee turnover, attraction of top talent and improve morale and engagement. 
[bookmark: _3o7alnk][bookmark: _23ckvvd]In addition to all these benefits, an organisation can create a culture which is more positive and productive as employees will feel supported, valued and respected and this in turn will ensure employees are more committed to the organisation and this can lead to a more successful and sustainable organisation. 
[bookmark: _ihv636][bookmark: _32hioqz][bookmark: _1hmsyys][bookmark: _Toc145850272]References
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