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A business organisation is required to make investments in order to get different resources which are required for the operation of the company and among them the employees are considered as one of the most important investments from which the company expects a certain return (Martini and Cavenago, 2016). In order to make the employees more engaged in the organisation, the organisation is required to be highly concerned about the continuous development of the employees to their full potential otherwise, the employees will not stay in that company (Hosmer, 2015). Consequentely, training and development are one of the crucial function of the organisation which enables the company to develop the skills and the knowledge of the employees. In this paper, the benefits of personal development will be addressed to both the individual and the organisation. Moreover, different development tools which contributes to the development of the employees as per the development need of them will also be the subject matter of this report. Lastly, a development plan will be prepared with a view to meet the development needs of the employees and all the discussion will be made from the perspective of Rolls-Royce.
[bookmark: _Toc27251157]Overview of the company
Rolls-Royce is a highly recognised brand name in the luxury car industry, is a UK based manufacturing company which started its business with car manufacturing and later started to manufacture aero-engine as well. The company was established in 1906, with its headquarter in London, by the partnership of Charles Rolls and Henry Royce. The annual revenue of the company as per 2018 was £15,729 million and the total number of employees was more than 50,000 (MyEXOSTAR Website, 2019). The major competitors of the company are Bentley, Audi, Jaguar, Textron, Honeywell etc.


[bookmark: _Toc27251158]Potential benefits to Rolls-Royce and the individuals of personally developing individuals in the workplace.
Business organisations nowadays are highly concerned about the personal development of their employees and creating human assets for the organisation (Martini and Cavenago, 2016). The term ‘personal development’ covers several activities which further improve the self-awareness of the employee, develop their talents and potential, contribute to the realisation of aspirations, enhance the quality of life, facilitate employability, create human capital and so on through different training and development program (Mazenod, 2013). Individual development in the workplace takes place throughout the entire lifetime of an employee and provides several benefits to the employee and the organisation as well (Martini and Cavenago, 2016). Potential benefits which developing individual in the workplace brings to Rolls-Royce and its employees are given below:
[bookmark: _Toc27251159]Benefits of personal development to the individual
Constant development is crucial for an employee in order to achieve success in his professional life (Noe, 2010). Consequentely, the employee is required to develop both his professional and personal skills and such development provides with the following benefits to the employee:
Self-awareness: With developing the employees of Rolls-Royce personally, it can be ensured that the employees are more aware regarding their career objective and requisites to meet that objective. With increased awareness towards their specific career goals, the employees of Rolls-Royce will be able to assess their skills and knowledge effectively and identify their strengths, weaknesses and different development needs in order to meet their career objective successfully (Billett, 2013). Unless an employee can identify his own career objectives in his particular profession, he will not be able to contribute to the corporate objective of the organisation effectively (Mazenod, 2013). Apart from this, through personal development, an employee becomes aware of other development requirements in order to make progress in his professional career.
An improved sense of direction: In the path of a professional career, an individual employee requires directions in order to successfully meet his career goal (Noe, 2010). Once the employee acquires self-awareness within him which can be facilitated with personal development, the employee has a clearer vision regarding his career objectives which enables him to identify effective directions which will further facilitate him with appropriate directions (Noe, 2010). With such directions, the employees of Rolls-Royce will be able to determine appropriate ways following which he can achieve his career and personal goals effectively and with maximum efficiency. Personal development will enable an employee of Rolls-Royce to consider his goal as part of his life rather an extra value added to his life and further contributes in adding value to his goals through improving different knowledge and skills within the employee.
Improved focus and effectiveness: As it has been discussed earlier, that personal development improves one’s self-awareness and clarity regarding his goal and direction, with such clarity towards personal and career goal it becomes easy for and employee to focus on things which are significant for achieving the goal (Mazenod, 2013). In the course of one’s profession, there will be several distractions which have an adverse effect on the effectiveness of the employee (Billett, 2013). With personal development, the employees of Rolls-Royce will be able to focus on things which are most important in achieving his goals and thus enhance his effectiveness and avoid distractions which may hinder the process of achieving the goals and objectives of the individual.
Improved motivation: The term ‘motivation’ has been defined by Armstrong and Landers (2018) as “a reason or reasons for acting or behaving in a particular way”. Motivation works as an influencing factor for an employee to choose between two or more alternatives in the workplace and it is determined by the needs and requirements of an individual (Mazenod, 2013). Whether an individual will choose the right direction to work with or not depends on the motivation level or the ability of the employee to see benefits from that activity (Billett, 2013). Personal development motivates an individual to work on the right track as the goal or objective of that individual is now clear, the employee of Rolls-Royce will be able to see the benefits he will achieve and how the benefits will contribute in attaining his goal.
Greater resilience: In one’s personal and career life, there will be several tough situations and difficulties and an individual is required to have appropriate skills in order to effectively deal with those difficulties (Mandhanya, 2015). Personal development can not prevent those difficulties but can help the individual to deal with those difficulties effectively (Noe, 2010). With personal development, the employees of Rolls-Royce will have greater resilience, confidence and interpersonal skills in order to deal with any tough situations.
More fulfilling relationship: Personal development further enables an employee to establish a strong and effective relationship with superiors, colleague and subordinates (Slattery, Selvarajan and Anderson, 2016). With such an improved relationship and communication channel, an employee can effectively engage in the operation of the organisation and contribute more to both his personal goal and corporate goal of the organisation.
These are the potential benefits that individual can attain personal development while working in an organisation.
[bookmark: _Toc27251160]Benefits of personal development to Rolls-Royce
With the personal development of individuals working within the organisation as per the development opportunities available, Rolls-Royce has the following benefits.
Improved employee performance: with the personal development of employees, the performance level of the employees also improves as the employees can attend new knowledge and skills or improve existing knowledge and skills, understand their roles and responsibilities in the organisation better through personal development (Armstrong and Landers, 2018). Such improved performance of the employee further contributes highly to achieving the corporate goal of Rolls-Royce. 
Improved employee satisfaction and morale: Several training and development programs arranged by the company will improve the skills and knowledge of the employees. Such arrangements by the organisation show the employees that the organisation cares for them and they are valued in the organisation (Billett, 2013). This further improves the satisfaction level and morale of the employees of Rolls-Royce as such development program creates a supportive working environment within the organisation.
Addressing weaknesses: It is very common in an organisation that all the employees will not have equal knowledge and skills regarding their professional role within the organisation (Noe, 2010). In this regard, Rolls-Royce arranges different training and development program to strengthen the skills and knowledge of the employees accordingly. Slattery, Selvarajan and Anderson (2016) have provided that in the course of personal development, the organisation can address the weaknesses of the company which are required to be developed with training and development programs.
Consistency: A vigorous training and personal development program guarantee that individuals have the background knowledge and consistent experience while working in the organisation (Mandhanya, 2015). The consistency is extremely important for the company's essential arrangements and methods. The employees of Rolls-Royce should know about the vision, mision and what processes and methods are used inside the organization. 
Improved productivity and adherence to quality standard: The personal development of employees increases the performance level of the employees which further contributes in the organisational performance as well and further improves the overall productivity of the company (Reid and Barrington, 2012). Moreover, the personal development of the individuals enables Rolls-Royce to maintain quality standards of its products and services and further adds value to the brand. 
Increased innovation: With personal development of the employees, there generates several new skills and knowledge within the organisation which further enable the organisation to innovate regarding its products and services (Armstrong and Landers, 2018). For example, the training and development program of Rolls-Royce in marketing enables the employees to conduct a more effective market survey and analysis with which the organisation may innovate new marketing strategy which can be fruitful for the organisation and its performance.
Increased company reputation and brand value: As personal development enables the organisation in attaining increased performance and productivity, it also contributes in the reputation of the company and its brand value (Slattery, Selvarajan and Anderson, 2016). Having competitive advantages in the marketplace, the company will be able to provide more effective service to the customers which will further increase the brand value to the customers and increase the customer’s loyalty as well.
These are the potential benefit which Rolls-Royce will achieve from the personal development of its employees.


[bookmark: _Toc27251161]Different development vehicles which are available to Rolls-Royce and their appropriateness in meeting the development needs of the individual.
Reid and Barrington (2012) have outlined that finding talent for an organisation is tough but keeping those talents which the organisation has engaged in the organisation is more challenging. Employees are considered as an asset to the organisation and unless the organisation reinvest continually in developing the employees in order to help them reach their full potential, the employees will not stay in the organisation. A study by Diamantidis and Chatzoglou (2018) illustrated that 56% of the companies plan to hire new employees on-demand and 82% of companies plan to develop their employees to meet the requirement. With regard to ensuring the development of the employees, organisations are required to adopt different development tools using which, the organisation can develop their employees and those toolss are known as development vehicles (Saifulina and Carballo-Penela, 2016). Some of the development vehicles available to Rolls-Royce which can effectively meet the development needs of the employees are given below:
Creating individual development programs: The knowledge and skills of an employee can be developed to its full potential with appropriate training and development program. Such a development program consists of two major part namely the development plan and implementation of the plan (Mandhanya, 2015). In the first phase of this tactics, Rolls-Royce is required to analyse the development needs of the employees working within the company first and then create a plan with which the organisation will be able to develop the required competences of the employees. Once the development plan is prepared, the organisation will have information regarding the development needs of the employees, appropriate training and development programs which can be used in developing the employees, opportunities and barriers in implementing the development plan, time and cost required for implementing the plan etc. (Armstrong and Landers, 2018). With such information, Rolls-Royce will be able to step forward to implementing the development program as planned. Once the planning process is complete, Rolls-Royce will arrange different training program including training, workshop, lecture session and so on in order to develop what skills and knowledge are required for the development of the employees. With such individual development program, Rolls-Royce will be able to meet the distinctive needs of the development of every employee by assessing the needs of them and arranging training and development programs accordingly as the development need varies employee to employee. According to the Rools Royce Website (2019) is using a digital aproach to learning and also aoacing and mentoring for its employees with the purpose of developing individual skills and competences. The company encourages the employees to develop their skills and build experience as this is a key factor for the company’s success. 
Motivating employees: Eisele et al. (2013) has regarded motivation and development of the employees as two sides of a coin and provided that an employee without proper motivation cannot be developed in terms of his skills and knowledge as he is not aware of the benefits which are to arise out of such development.
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Figure 2: Factors which influences motivation
Source: (Eisele et al., 2013)
The term ‘motivation’ has been defined by Mandhanya (2015) as ‘The factors both financial and non-financial which influences the decision making or choice of an employee regarding accomplishing a task or activity. Whether the employee of Rolls-Royce will be influenced to develop their skills or knowledge through different training and development program relies on their understanding regarding the benefit which is to arise out of the development. In order to convince the employees to develop their knowledge and skills, the management of the company will have to motivate the employees accordingly (Billett, 2013). In motivating the employees, the organisation is required to assess the needs and requirements of the employees first and then alocate resources to the employees which will meet the need of the employees. Eisele et al. (2013) have identified that motivation plays an important role in employee development by encouraging them to attend training, workshop, seminars and other development programs. Rolls-Royce is required to make sure that the employees feel that they are important to the organisation so that they feel motivated.
Performance metrics: Performance metrics have been defined by Diamantidis and Chatzoglou (2018) as a ‘Measurement tool which is used by an organisation in order to measure the performance of the employees in terms of productivity, efficiency, engagement to the organisation etc’. There are several performance metrics available which organisation can use to measure the performance in terms of different aspects (Reid and Barrington, 2012). Such performance metrics enables an organisation to identify the gap between the expected and actual performance of the employee and thus assists the employees in identifying their development needs (Hosmer, 2015). With such performance metrics, the management of Rolls-Royce will be able to identify the existing position of the employee’s performance and identify the required development needs of the employees by comparing it to the predetermined key performance objectives. The progress measurement using performance metrics by Rolls-Royce also provides the organisation with evidence of how these tasks are working and how the organisation should function and what skills and knowledge of the employees should be developed.
Constructive feedback: The traditional view regarding feedback was that an employee with good performance should be awarded prizes and an employee with bad performance should be awarded criticism (Eisele et al., 2013). The modern scholars of HRM provide that the award and criticism can affect the organisation adversely sometimes that the employees will not perform well in absence of prizes and criticism decreases the motivation level of employees and weakens the relationship and employee engagement to the organisation (Saifulina and Carballo-Penela, 2016). Armstrong and Landers (2018) suggested that instead of following the prize and criticism approach, a manager should provide the employees with constructive feedback including recommendations to the employees for further improvement. Such constructive feedback works as a guideline for the employees of Rolls-Royce by which employees of the company are able to identify opportunities for further development. With the help of such feedback, the employees of the company will be able to identify the gap in their knowledge and skills regarding the task and make improvement. In this regard, Reid and Barrington (2012) have provided that employees of an organisation want to know about their performance and constructive feedback can be used as a tool for recognition of their performance and guide their growth in future. This development vehicle can prove highly efficient for the organisation as it is highly cost-effective for the organisation because it can be done by the managers or other superiors of the organisation and no tools or development program is required.
Linking the employees to a professional network: In order to strengthen the development of the employee, Rolls-Royce can link its employees with other professionals working in the same industry or similar project by creating a professional network. This will enable the employees to widen their knowledge and skills regarding the tasks or activities of the organisation as other professionals in the network can serve the help the employees as mentors or coaches in attaining new knowledge or skills or improving their existing knowledge or skills (Diamantidis and Chatzoglou, 2018). Furthermore, Rolls-Royce can sign its employees up for professional industry associations, create and attend different networking events, arrange joint training or workshop session for the employees with other professionals. With such association with other professionals will enable the employees of the organisation to improve their knowledge and skills as per the needs of the employees (Eisele et al., 2013). With this development vehicle, the organisation can widen the knowledge and skills of the employees to maximum extent effectively which will further improve the confidence, motivation, satisfaction level of the employees and improve different interpersonal skills of the employee regarding communication, leadership, problem-solving and so on.
Outlaying resources: Saifulina and Carballo-Penela (2016) have mentioned that employees of an organisation are to be considered as the investment made by the organisation from which the organisation expects certain return but the organisation must be careful about investing in employees. This is because it is not necessary that a higher investment will bring the higher return and while investing in the employee, the organisation must consider the level of engagement of the employees to the organisation and his growth rate and capability as well (Mazenod, 2013). As part of the investment on employees, Rolls-Royce should outlay several resources required for the development of the employee including training, online learning programs, coaching and so on. The company should be cautious while investing in outlaying such resources and consider the return from this investment as well.
Removing growth barriers: In developing the employees, there exist several barriers to the development including the structure and process of the organisation, culture and so on. Hosmer (2015) has observed that many organisations are highly firm regarding the structure and process of the organisation that they do not change or alter the structure or process which is sometimes required for expansion of the growth of an employee. Such rigid behaviour of the organisation can appear to be a challenge for the employees to make different cross-functional development and facilitate high performance and dynamic growth of the employees (Eisele et al., 2013). In this regard, the management of Rolls-Royce should be open to innovation and knock down the walls and establish a system which inspires a flexible approach to work and learning.
The above mentioned are some of the effective development vehicles which are available to Rolls-Royce in terms of developing the individual working within the organisation as per the development needs of the employees.
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In developing the employees, Rolls-Royce must identify the development needs of the employees regarding their existing skills and knowledge or any new knowledge and skills which is required for the more effective functioning of the organisation.
[image: ]
Figure 3: Individual development process
Sources: (Billett, 2013).
Armstrong and Landers (2018) have provided that in the development process of an individual, one should first identify his development needs and required learning styles and then determine the barriers to develop the needs and strategies with which the barriers can be overcome. Identification of development needs can be done with a personal skill audit and the rest can be implemented with the development plan. Once the development needs of the employees are identified, I can now plan an appropriate development program for the employees using suitable strategies and methods (Diamantidis and Chatzoglou, 2018). In this regard, I will be conducting a skill audit in order to specify my own development needs which I, as an aspiring employee of Rolls-Royce, must develop to meet my personal career goal and contribute more in the organisational goal.
Personal skills audit
	Characteristics 
	The existing level of the skill (On a scale of 5)
	Development Needs

	Communication skills
	2
	High

	Leadership skills
	3
	Moderate

	Presentation skills
	2
	High

	Problem-solving skills
	3
	Moderate

	ICT skills
	1
	High

	Management skills
	3
	Moderate

	Technical skills
	3
	,oderate


Table 1: Personal Skill audit and my development needs
Source: (Own)
After conducting the skill auditing, I have found different skills which I need to develop in future in order to meet my development needs in order to achieve my personal career goal and contribute more to the corporate objective of Rolls-Royce. From the above skill audit, I have found that I have a high need for development regarding communication, presentation and ICT skills and a moderate need for developing my leadership, problem-solving, management and technical skills. Now as I have conducted my skills audit and know the skills which I need to develop for my personal development, I am required to produce a development plan following which I will be able to accomplish the development of my skills following effective strategies and within an appropriate period of time. With my development plan, I want to develop my skills which I lack to a greater extent by using different training and development strategies and resources. The development plan in terms of developing my skills which need to be developed as per the skill audit is as follows.





Personal development plan
	Skills
	Development Objective
	Expected results
	Action required
	Time required

	Communication skill
	To be able to enable the employees to communicate effectively with others.
	The employees will be able to establish effective communication with superiors, colleagues and subordinates.
	In developing this skill I will need to attend different training, workshop, seminar and self-study including books, journals and online resources
	3 months (starting from January 2020 – March 2020)

	Leadership skill
	To introduce the employees with different leadership methods and techniques and they can be applied in the organisational context.
	The employees will be able to successfully lead workgroup and attain the expected outcome by drawing the maximum outcome from the group’s performance.
	In developing this skill I will need to attend different workshops, seminar, practical activity and self-study including books and different online resources
	4 months (starting from February 2020 – May 2020)

	Presentation skill
	To enable the employees to understand effective methods and style of presentation and delivering the presentation.
	The employee will be able to present themselves and their ideas and messages to others effectively.
	In developing this skill I will need to attend different online courses and workshop
	3 months (Starting from March 2020 – May 2020)

	Problem-solving skill
	To enable the employees to recognise problems within the organisation or task immediately and take effective measures in solving the problem.
	The employees will be able to identify the problem arisen within the task or organisation and undertake effective measures to solve that problem.
	In developing this skill I will need to attend different training, workshop and seminar.
	6 months (Starting from June 2020 – December 2020)

	ICT skill
	To enable the employees to use a computer and other useful tools such as MS Word, Excel, PowerPoint etc. effectively in the operation of their role.
	This will enable the employee to use different computer tools and software in the operation of the company
	In developing this skill I will need to attend different online courses, workshop, training programs and self-study using online resources.
	4 months (starting from May 2020 – August 2020)

	Management skill
	To enable the employees in managing their tasks and activities effectively within the operation and contribute to the management of the company
	The employees will be able to manage their tasks and activities effectively using different managerial methods and techniques.
	In developing this skill I will need to attend different workshop, seminar, training and self-study including books, journals, online articles and so on.
	6 months (starting from March 2020 – August 2020)

	Technical skill
	To enable the employees to understand and apply different technical knowledge related to the production of the company.
	The employees will be able to gather a vast understanding regarding the technical methods used in the production of the company and apply them accordingly.
	In developing this skill I will need to attend different training, seminar, workshop and self-study including company’s production manual and other resources from the company’s website.
	8 months (Starting from March 2020 – October 2020)



Table 2: Personal Development Plan
Source: (Own)


[bookmark: _Toc27251163]Conclusion
Employee development is highly crucial for an organisation especially for Rolls-Royce as because the company is an innovation-based luxury car manufacturing company. With developing the employees using appropriate strategies such as training and development programs, motivation and so on, the overall performance and productivity of the company will increase (Diamantidis and Chatzoglou, 2018). This will further add value to the brand and increase customer’s loyalty. In developing employees, the organisation should adopt appropriate strategies as per the requirements or needs for the development of the employees.
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