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[bookmark: _Toc184920770]1.0 Introduction 
	
The aim of this report is to present the importance of learning organisations, the benefits that has on both parts for the employer and employee that has been brought by the growth and personal development in the workplace. 
Furthermore, it describes the way to manage and set realistic expectations regarding the personal development.
In the next chapter the report offers an evaluation of the vehicles that are available to an organisation in order to support the employee in his journey of development in the workplace.   
Moreover, is presented a detailed plan that was created to meet and sustain the needs of development of an employee in the workplace.
The report is ending with the conclusion that was been observed by studying the importance of learning organisation and the advantages of development at workplace.




























[bookmark: _Toc184920771]2.0  Analyse the possible advantages for the company as well as for the employee brought by the growth and personal development at the workplace

	We live in a world where the business environment has become “more interconnected, and businesses are becoming more complex and dynamic” Senge (2006) which leads to changes at the industrial level, the emergence of new technologies, and changes in consumer behaviours. Andersen (2016) believes that all these changes and the speed at which they are happening, can become demanding for managers, thus they are forced to “understand and quickly respond to big shifts in the way companies operate and how work must get done”. Arie de Geus (1988) believes that part of success is because companies "learn and can adapt" and also, he claims that "the ability to learn faster than competitors may be the only sustainable competitive advantage".
	 
[bookmark: _Toc184920772]2.1.0 Learning Organisation	

	As outlined above the importance and the advantage that a company has front of the competitors consist in the ability to learn. 
	The process of learning in business environment is described by Lussier & Hendon (Maund, 2018) “any relatively permanent change in behavior that occurs as a result of experience or practice.” We deduce that people have learnt something as a result of changing in their behaviour. 
	Neugebauer and Evand-Brain (Maund et. Al, 2017) emphasize the importance of learning on workplace, they suggest three important reasons for learning:
1. “to align your values with those of your work organisation” and to help to work effectively.
2. to support professional development.
3. “for your longer-term career development and your employability”.
	The companies that prioritize the learning process are companies that understand the benefits to the organisation and the potential they have. Sange (2006) refers to those companies that focus on learning as “Learning organisation”, defined as ”organisation 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 how to learn together” Senge (1990).

[bookmark: _Toc184920773]2.1.1 Organisational Learning linked with Organisational Culture
	From the previous paragraphs we can deduce that is a connection between Learning Organisation & Organisational Culture. To support the statement made the following evidence and examples are provided:

Learning Organisation & Organisational Culture:
· A learning organisation is based on a culture that supports and encourage continuous learning ( Sange’s definition).
· Park and Joo (2022) argue that “when an organization plans to incorporate a learning component, it is imperative for that organization to possess the qualities necessary that can facilitate organization-wide learning practices in a manner that supports a collective meaning and value” 
· According to Cook and Yanow (2011) a learning organisation “is understood to involve shared meanings associated with and carried out through cultural artifacts, it is understood as an activity of the organisation, that is, an activity at the level of the group”.
· Shared vision: aligns organisational culture with learning goals as mentioned by Neugebauer and Evand-Brain (Maund et. Al, 2017) learning emphasize “to align your values with those of your work organisation” Lussier & Hendon (Maund, 2018).
· Supportive culture: is the culture that support learning through “trail, error, from the consequences that occur as a result of something we’ve done, and from the consequences of other’s people actions.” Neugebauer and Evand-Brain (Maund et. Al, 2017).

[bookmark: _Toc184920774]2.1.2 Organisational Learning linked with Knowledge Management

Learning Organisation & Knowledge Management:
· [bookmark: _Hlk184891304]Garvin et al. (2008) suggest that “Learning processes involve the generation, collection, interpretation, and dissemination of information.” The learning processes acquire, develop and apply knowledge for improvement purposes, and to adapt to environmental  changes. 
· “Knowledge management involves gathering, organizing, sharing, analysing, and disseminating knowledge, including learning processes and management information systems, to improve an organization's performance.” Pozzebon (2003). We can notice that knowledge management encapsulate the learning process.
· Castaneda et al. (2018)  conclude that “Organisation Learning  has been gradually absorbed within Knowledge Management… the characteristic Organisational Learning processes of knowledge creation and acquisition are now essential parts of Knowledge Management definitions, processes and studies”.


[bookmark: _Toc184920775]2.2.0 Personal Development

	According to Dennison (2023) in the future, it is predicted that in order to have a successful career, it is necessary for professionals to be "proactive and adaptable to stay relevant and thrive in their careers". We can determine that leaders are expected to promote and encourage learning within an organization by "facilitating upskilling opportunities for their employees while providing and participating in leadership training" Dennison (2023). Employee are advised to “embrace a growth mindset” Dennison (2023).
	Senge (2006) believes that are five “component technologies” that are innovating corporate learning. Building an organisation that can “truly learn” based on crucial elements that enhance the ability to develop and realize “highest aspirations”. 
1. “Systems Thinking”
2. “Personal Mastery”
3. “Mental Models” 
4. “Building Shared Vision”
5. “Team Learning” 
[bookmark: _Toc184920776]2.2.1 Why is Personal Development important?

	According to Senge (2006) “Organisations learn only through individuals who learn”. The existence of organisational learning is not assured by the individual learning, but in its absence even corporate culture is inexistent. 
	“Personal Mastery” is the expression used by Senge (2006) to describe “personal growth and learning”. He argues that people who are concerned with creating and developing opportunities in life will achieve the desired results. He also believes that this pursuit of continuous learning is the basis of organizational learning.
	We understand, following Senge's theory (2006), that people who prioritize personal mastery have their lives influenced in two ways: firstly, this continuous process makes people realize what is truly important to them, and secondly, continuous learning helps them realize and understand reality in a lucid way.
	Armstrong and Taylor (2020) suggest that personal development aligns individual goals with organizational goals, resulting in mutual growth and success. It also cultivates adaptability and resilience, helping both employees and employers to effectively cope with change.


[bookmark: _Toc184920777]2.2.2 Benefits of Personal Development for Employer

	An organisation that encourages learning and personal growth has several advantages as mentioned below:
· Improved Employee Performance
- personal development enhances employees' skills and competencies, help improve performances and boost productivity Carbery & Cross (2015). 
· Higher Employee Engagement and Retention
- employees that feel supported by their organisation in the process of development are more loyal Amabile & Kramer (2011). 
- reduces turnover rates, saves costs associated with recruitment and training.
· Innovation and Competitiveness
- personal development influence creativity and problem-solving. 
-helps employee to learn more quickly and efficiently Fournier (2017)


[bookmark: _Toc184920778]2.2.3 Benefits of Personal Development for the Individual

	After analysing the importance of personal development and the advantages that it brings to a company, now will discuss the benefits of personal growth for the individual, those advantages are presented below:
· Career Growth
- individuals expand skills and knowledge thru development process  that help them to be prepared for promotions Carbery & Cross (2015).
· Increased Confidence
- the acquisition of new competencies and achieving goals boosts self-esteem Amabile & Kramer (2011).
· Job Satisfaction
- employees who develop from personally and professionally point of view, are more satisfied and positive. 
· Adaptability and Resilience
- continuous learning helps employees adapt with changes and new demands from the job market Armstrong & Taylor (2020).

[bookmark: _Toc184920779]2.3 Personal Development Plan

	As a Dental Team Member of General Dental Council, we are encouraged to create a personal development plan (PDP) that we used in order to identify our CPD needs for our cycle.
The aim of the PDP is to create a plan for maintaining and developing the skills and knowledge within our field of practice and relates them to the GDC’s development outcomes (GDC Guidance).

	According to GDC – Creating a Personal Development Plan (PDP) starts with identifying what skills and knowledge I need to grow. We need to think about where we want our career to be and what we need to do to reach that goal. We have to reflect on our career goals, areas were we’ve like to improve, and any feedback from patients, colleagues, or our team.
To get started:
· Collect feedback from work environment, and the tools we use.
· Talk to our employer or manager about doing a performance appraisal or a learning needs assessment.
· Use peer reviews, clinical audits, and feedback from patients or colleagues to spot areas for improvement.
	Ask advice from a mentor or experienced colleague, they can help guide our learning goals. For employed professionals, discussing the plans with our employer might also open opportunities for financial support or time off for development.




















Personal Development Plan



	
Learning or
Maintenance need
	
How does this relate
to my field of
practice?
	
What benefit will this
have to my work?
	
How will I meet this
learning or maintenance
need?
	
When will I
complete the
activity?

	
Maintain and update skills and
knowledge in
radiography
	
I assist dentist to  take radiographs
regularly for patients as
part of their treatment
plan.
GDC-recommended
topic.
	
Ensure to meet
patient safety standards for
radiography, up to date with
recommendations, and
complying with IR(ME)R.
	
Carry out CPD to maintain and update the
knowledge and skills in
Radiography.

	
Annually 

	
Build understanding of
patients with special needs
	
As part of daily job we have to deal with patients with special needs.
	
Acquire sufficient skills and
knowledge to provide
tailored advice to 
patients and family members that are responsible for patients’ oral hygiene. 
	
Hands-on, 
training course to build skills
in oral health care, including
shadowing hygienist when
treating patients with special needs.
	
August 2025

	
Maintain and build
understanding of equality
and diversity.
	
Requirement for all the medical staff to
undertake regular
equality and diversity
training.
	
Ensuring that I 
treat all patients with
respect and dignity.
	
Equality and diversity training
provided by the practice.
	
2025
2026

	
Medical emergencies/
basic life support.
	
Following the guidelines
for training set by
Resuscitation Council.
Expected as part of my
general clinical duties.
	
Must be able to assist in
managing medical
emergencies in every day
practice.
	
Course provided by
Resuscitation Council.
	
Annually 




[bookmark: _Toc184920780]3.0 Manage and set realistic expectations regarding personal development  

	Personal development represents a crucial part of career growth, and setting realistic expectations is vital to ensure that progress is achievable and sustainable. In order to avoid dissatisfaction and frustration we need to set realistic expectation that adopt motivation and success.

Setting Realistic Expectations: 
1. Clarity and Focus
- setting clear and achievable goals within a specific timeframe helps individuals focus on growth Locke & Latham (2019). 
- realistic expectations reduce confusion and focus on achievable goals.
2. Motivation and Accountability
- Setting realistic goals fosters motivation. Unrealistic expectations sometimes discourage employees when desired results are not so evident Carbery & Cross (2015).
3. Balancing Ambition with Practicality
- ambition leads to development, aligning goals with available resources ensures stable progress Armstrong & Taylor (2020).

Manage and Set Realistic Expectations:

· Self-Assessment:

















[bookmark: _Toc184920781]4.0 Asses the different ways that an organization possess to support employee’s development at workplace 

	Organisation play an important role in fostering a learning environment that supports the professional growth of employees. Helping workers to develop, enhances individual skills, motivation, loyalty and contribute to business success.  
	Below are stated several modes of how an organization can support development, with examples from dental field:

· Providing Access to Training and Education
- employer can provide access to training programs, workshops, or continuing education opportunities to help improving employee’s skills.
[bookmark: _Hlk184917940]- “training and development decrease expensive turnover and makes it less likely that employees will engage in neglectful behavior” Lussier & Hendon (Maund, 2018).
- training and development programs are considered investments that bring competitive advantages and increase performance Lussier & Hendon (Maund, 2018).
- a dental nurse can attend the training session regarding CPR and Basic life support, to keep updated and reinforce the skills and knowledge.
- training that a dental nurse can attend regarding the dental software used by the practice, the training will help to keep updated with new features that help her to be a proficient user of the software.

· Mentoring and Coaching
- mentoring implies at list two people in the process of sharing knowledge, when an experienced staff member shares their knowledge with a new member or an inexperienced staff.
- couching rely on producing performances and improvement at workplace. 
- at the beginning of my journey I had session of mentoring when one of the dentists highly experienced explained me complex procedures like root canal treatment.  He shared his thoughts regarding what he needed from nurse, how to perfume the aspirating to keep low level of moisture when he restores a tooth. 

· Performance Reviews and Feedback
- “appraisal or learning needs assessment is encouraged to assist in identifying your maintenance and learning needs” GDC – Guidance
- also, as a dental nurse we can gather “information derived from patient feedback, complaints, audit, peer review, significant event analysis and processes, or dental practice evaluations” according to GDC – Guidance.
- during the annual appraisal the dental nurse can receive feedback that she needs to improve patient communication skills. Dental practice culture fosters a supportive culture that help the employee to attend the workshop to improve the communication skills.



[bookmark: _Toc184920782]5.0 Conclusion 

	This report highlights the critical role of learning organizations in adopting growth and development for both employees and employers. It underlines the mutual benefits of personal development, such as improved skills and improved organizational performance. Effective management and setting realistic expectations for personal development are essential for sustainable growth and satisfaction. Analysis of available organizational support tools, such as training programs, mentoring, and performance appraisals, indicates how these strategies influence employee development and at the same time by promoting organizational goals. The evidence emphasize that a culture of continuous learning and development is essential for achieving long-term success in any workplace, including dental practices.



































[bookmark: _Toc184920783]References 

Andersen, E. (2016, March). Learning to Learn. Harvard Business Review. https://hbr.org/2016/03/learning-to-learn

Amabile, T. M., & Kramer, S. J. (2011). The Power of Small Wins. Harvard Business Review. https://hbr.org/2011/05/the-power-of-small-wins

Armstrong, M., & Taylor, S. (2020). Armstrong’s Handbook of Human Resource Management Practice (15th ed.). Kogan Page.

Castaneda, D. I., Manrique, L. F., & Cuellar, S. (2018). Is organizational learning being absorbed by knowledge management? A systematic review. Journal of Knowledge Management, 22(2), 299–325. https://doi.org/10.1108/jkm-01-2017-0041

Carbery, R., & Cross, C. (2015). Human resource development : a concise introduction. Palgrave Macmillan.

Cook, S. D. N., & Yanow, D. (2011). Culture and Organizational Learning. Journal of Management Inquiry, 20(4), 362–379. https://doi.org/10.1177/1056492611432809

Dennison, K. (2023, April 13). The Importance Of Upskilling And Continuous Learning In 2023. Forbes. https://www.forbes.com/sites/karadennison/2023/04/13/the-importance-of-upskilling-and-continuous-learning-in-2023/

Fournier, V. (2017). B100An introduction to business and management. Block 2 Working in organisation. The Open University

de Geus, A. (1988, March). Planning as Learning. Harvard Business Review. https://hbr.org/1988/03/planning-as-learning

Garvin, D. A., Edmondson, A. C., & Gino, F. (2008, March). Is Yours a Learning Organization? Harvard Business Review. https://hbr.org/2008/03/is-yours-a-learning-organization

GDC Guidance - Enhanced CPD guidance P L A N. (n.d.). https://www.gdc-uk.org/docs/default-source/education-and-cpd/cpd/enhanced-cpd-scheme-2018/enhanced-cpd-guidance-for-professionals4b2a9cec29bf41faa303a059059ee16d.pdf?sfvrsn=edbe677f_7

Locke, E. A., & Latham, G. P. (2019). A Theory of Goal Setting and Task Performance. Routledge.

Lussier & Hendon (2017), Human Resource Management - Learning and development In edited book ed. Maund, A. (2018). BA in leadership and management : skills for the workplace. Student yearbook, 1st year. Sage.

Neugebauer, J., & Evans-Brain, J. (2016). Certificate in higher education : skills for the workplace student yearbook (A. Maund, M. Schriek, & P. K. Tinkler, Eds.). Sage Publications. (Original work published 2017)

Park, Y., & Joo, B.-K. (2022). Determinants of Knowledge Sharing: The Roles of Learning Organization Culture, Empowering Leadership, and Learning Goal Orientation. International Journal of Applied Management and Technology, 21(1). https://doi.org/10.5590/ijmat.2022.21.1.04 

Pozzebon, M. (2003). Future of Information Systems. Encyclopedia of Information Systems, 2, 391–401. https://doi.org/10.1016/b0-12-227240-4/00075-7

Senge, P. M. (2006). The fifth discipline : the art and practice of the learning organization. Currency Doubleday.





2

image1.png
PRIFYSGOL CYMRU ———
S Y Drindod Dewi Sant
UNIVERSITY OF WALES

Trinity Saint David





