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I recall going into a store one day to buy a car-seat for my son in a baby/toddler store. I got assistance in choosing the right one according to my budget however I had to book an appointment for someone to further assist me with the fitting it in my car, this was because there was only one person that had the training expertise amongst staff to carry this out. This meant that I had to come back the next day to the store regardless of the distance to my home.  I remember being upset about this because in my opinion, I felt that a trained staff should always be available to help customers as it was a baby store. I asked if I could get someone else at home to do it and they shared that it would affect the warranty of the product as it was not fitted by a certified professional. In my opinion, this emphasizes the point and importance of training in a work place environment, however training in an efficient manner that positively enhances customers relationships and productivity.

Training can be defined as the means by which an employee is taught the skills required to carry out a job or a task (Hendon et al 2017). The training that some individual needs depends on what sector or service that is being rendered to a consumer. i.e. a person who works in a grocery store will need training on food safety, hygiene, customer service and so on therefore the importance cannot be over-emphasised. When someone resumes work newly, there is usually a schedule of induction introducing that individual to how things are done within the organisation even if the person has prior experience. This is in place as a way of initiation and introduction before he or she is assigned work related task. The induction however should be different from every development or a progressive plan however this is not so in many organisation and staff are left without updating their knowledge which can sometimes leave one demotivated. Training is required for staff development and this improves attainment within the work place environment and enhance relationships both within and outside the team (Hendon et al 2017). Failure of training and development is increasing the risk of not being able to compete with rivals as well as been complacent.



Most employees often ask at interviews if the company have a progressive or training plan for their staff. More often than not the employers will sell themselves as organisations that have the interest of their staff at heart but sometimes this is not the case which can leave some employers disillusioned which can in turn affect achievement within the work place as well impact on relationships.

It is however important to note that there is a different between training and development. Whilst training is equipped to offer employee with knowledge, skills and abilities that is needed to carry out their role to a high standard; development is pinpointed at imparting staff on how to progress or move up within an organisation and carry out higher-level positions (Hendon et al 2017).

Using a small case study as a reference point, this essay will provide an in-depth analysis of the benefits of developing employees within the work place. I will evaluate the developmental opportunities available within the organisation in my case study and discuss whether they actually meet the developmental needs of staff. Finally, I will formulate a plan to meet the development needs and expectations of the individual working in the organisation as well as emphasising on the importance of developing relationships within the organisation.


Case study

A social worker ‘J’ who works within a local authority as a fostering social worker. She is responsible for supervising pool of foster carers, recruitment and assessment. As a fostering social worker, she attends meetings with other professionals across the board, children reviews, child protection meetings and any other thing that relates to her job role.

‘J’ has worked for this particular local authority for five years and has had minimal training over the years.’ ‘J’ has began to feel like her knowledge is becoming outdated and work was beginning to get monotonous.’ J’ noticed her other counterparts in other similar settings has begun to progress and had acquired more trainings in some specialised areas. As a social worker, part of continuous professional development means that J is responsible for attending a required acquired of training in a year and sometimes during renewal of professional licence, any worker could be called upon to prove and provide evidence of this. Failure to do so might lead to removal and inability to continue to practice.

Another member of the team was picked on to defend her practice upon renewal of her licence and her proposal was rejected. This led to ‘J’ evaluating her position as a social worker, her career and her place in the team. She was beginning to look for other position else -where.


Every organisation varies in how they train their staff, including the development programme or if training is something that they value. Training is carried out in order to equip staff with the knowledge, skills and abilities needed to fulfil a particular role to a good standard (Hendon et al 2017). I however feel that an employee should come to an organisation with a baseline of experience that can be built on in order for training to be effective. i.e. a person with no customer skills experience or not having worked within a retail setting will take longer to train than someone with prior experience. This could be a biased statement as I recall a colleague who came to join the company as a social worker within the fostering sector but worked previously with children and families’ department within a local authority, despite the induction she struggled to keep up with the pace within the organisation and eventually had to leave during probation. This shows that although prior experience might be needed, this should not be used as a baseline. An individual’s personal /general skills, ability to learn fast makes a huge difference as a person even without experience could have good communication skills, verbal, writing, IT and this can be enhanced further.

The importance of training cannot be over-emphasized both to the individual and company that they represent. For ‘J’, it was clear that she was beginning to re-evaluate her position as a social worker and it’s evident that if a better position was offered with training, she would move. ‘J’ was beginning to feel like she was not meeting up with the changes of her profession and knowledge base required to compete in the ever -changing world; although after working for five years she must have a level of expertise however her position had not changed.




Some organisation value it more than perhaps due to the cost involved and some do not their employees to take any time off the work. However, looking at it critically, why should companies invest in training when staff often move or could take that skill somewhere else and be of immense benefit to another team This could mean that the company has lost a valuable skill and will have to spend extra in re-training another employee to that standard. In ‘J’ case, it was clear that she valued the work that she was doing however she was not been invested in to continue to perform her work to the best of her abilities as well as represent the company and support the foster carers to a high standard. Training and effective development within a company should be seen as investing in that individual rather than as a waste as it enhances the individual potential and targeted at making communication better (Hendon et al 2017).


Training is needed within an organisation for various reasons namely On-boarding, New job processes and advancement (Hendon et al 2017). I would discuss a few reasons below;

New employee On- boarding:  I would refer to this as induction which is the process by which a new staff within an organisation is introduced to the way things are done within, policies, culture and re-emphasizes job description, IT and so on. It emphasises the culture, values and strengths of the organisation, how to interact with customers as well as meet other members of team. Every company does this differently and have different time scales for this. However, it is important to emphasise that the quality of this process matters as it impacts of the employee’s ability perform to the best of their abilities. An employee who has a good on boarding process will feel confident in carrying out their role as expected as well as going to the right department with issues as they arise. I recall a friend informing me that she had her induction process 3 months after she had started work and pretty much had to learn from her team members and by herself so she didn’t really see the need anymore and felt it was a waste of time. In this example, this employee was able to get on with her role despite not having induction which shows her ability to improvise and get on perhaps prior experience also helped. However not everyone can cope and this could be set a platform for failure and lead to that employee being frustrated and may find it difficult to ask for support for the fear of looking incompetent.

This buttresses the point that it has to be done timely and correctly so it has the fully desired effect. This process has to be well thought through ensuring the quality and a moderate time frame as employers may feel the need to put the new staff to work as soon as possible. However, in order to reduce turn-overs and make an employee feel that they are valued, this process is important because as the saying goes ‘first impressions matter’.

New processes or job requirements: Sometimes there might be a change within an employee’s job description or within the company’s tools i.e. IT. It is important to ensure that staff are well-equipped to continue to carry out this role efficiently. Another friend told me of when they changed the IT systems within the organisation by sending an email and a pdf on how to access and operate the new one.  He informed me that this made the role difficult as everyone didn’t understand it and kept ringing the IT department for support, he explained that although this was resolved, it slowed down the pace of the job and productivity. It also led to frustration among the team and complains. This shows that as much as change is a constant, it must be well thought through in terms of delivery in order to incur minimal disruption and avoid frustration within the group. 

However, there is a difference between training and development, as training is also intended for employee advancement and development: This for me is a very crucial part as after an employee has started working within an organisation, it is important to take the development of that person into consideration. I have met a lot of people who have expressed leaving their current organisation over lack of a development programme and progression hence they feel stagnant, demotivated and the work becomes monotonous without looking forward to any new thing. Development for staff within an organisation gives people the opportunity to attain higher roles, responsibilities and earn more which is particularly important.

In the case study above, it is clear that ‘J’ felt devalued and that her knowledge was becoming out of date. Ensuring that there is an identified development programme accessible to staff ensures sustainability over a long period of time and reduces turnover. Lack of development for staff put the organisation at a disadvantaged position as they are unable to complete with other advanced companies, it also means that if for example, a senior colleague leaves a position vacant, external person will be more qualified due to their experience than people within which can lead to disengagement especially from long term staff who feel more entitled to that position (Hendon et al 2017).


A training needs assessment should be carry out in order to identify how to support staff within the organisation. (Hendon et al 2017). This is a process within an organisation where by the type of training and how is determined in a constructive way so that the optimum is achieved. A needs assessment is evaluating the difference between what is happening presently in a role, what is necessitated as well predicting the future depending on the goals of the company and competing within the current market (Hendon et al 2017). If an assessment of needs is not carried out well, it could lead to training programme being shabbily designed or assigned to the wrong employee to participate in the training who don’t have the base knowledge required (Hendon et al 2017). There are five steps within a needs assessment, firstly detecting the type of training needed, secondly a method is selected with the shaping of behaviour in focus, thirdly the training course is developed and designed with the needs of the employees in mind; fourthly the training is delivered to those intended; lastly an assessment will be carried out to ascertain if the training has had the desired effect and positively affected productivity (Hendon et al 2017).

In the case study above, ‘J’ needs to have a conversation with her manager about how she is feeling and a needs assessment should be carried out to identify a personal development plan and how to meet it. ‘J’ should also be pro-active in pushing for what she wants as well as identifying training around her.


I recall a training programme being carried out called the ‘The customers experience’, however this was run for social workers. The staff were intrigued as it was termed as important for every member however 10 minutes into the course, they realised that it was more tailored to people working within the retail sector as it emphasized on ensuing that the clients were always happy with the service and clips of unsatisfied customers was played. After the training, staff were quite surprised and wondered why this type of training was delivered as it was not well taught through. It was deemed a waste of money and didn’t achieve the purpose intended for. For this to be avoided, the manager /HR needs to have thorough needs assessment that will help in developing the right training and development for their staff. In this example above, a needs assessment was probably not carried out 

There are lots of challenges to this process and things that might impede training or the process of organising training. These are discussed below:

Financial implication/ the reason of cost: Companies might think of the extended cost of training as it is expensive. Companies will want to justify the need to spend a huge amount on training staff as it is also time consuming. It also has to be thought of as a long-term investment rather than seeking an immediate return in order for it to be positively managed (Hendon et al 2017).

Time implication; Training will take time away from the actual role or job for a short period however carefully planning will minimise disruptions within the team. i.e. A company rolled out training on complaint procedure and how to deal with them within the group (Hendon et al 2017).  In order to minimise disruptions, the team was divided into two and each group attended on separate days. This was a one day training course hence much easy to plan.







Resistance to change within the group: Sometimes a group or team is used to doing things a certain way and once something new is introduced or new processes announced, there is defiance among the group. This defiance can lead to training not being successful because the group is not being receptive or wanting to try new ways (Hendon et al 2017).

Scheduling: This is particularly important as wrong timing and location will lead to failure. Although there is never a perfect time to plan training, it has to be well though and carefully structured to reduce disruption. The HR department has to be aware of these issues and take them into consideration (Hendon et al 2017).

Is it however the responsible of that individual to find way of developing themselves if the organisation or employers doesn’t provide the opportunity however with the ever-rising cost of training, it might be difficult for individuals to sponsor themselves however it is also the responsivity of the employee to be proactive.

It is also crucial for employers to have an understanding of basic learning theories that influence behaviour. Three main learning theories are Classical conditioning, Operant conditioning and Social learning (Hendon et al 2017).

Classical condition is direct, reluctantly and behaviour that has been influenced by an experience; Operant conditioning is based on reward and done in response to a reward; Social learning is learning from another person’s experience or by observing them over a period of time (Hendon et al 2017). A good understanding of these various learning styles will improve productivity and relationships within individuals in a team. It also enhances the training and development process.


Everyone views their career very differently and measures their success and development in different way. An individual’s career is viewed over a period of time and their achievement within this period.  Companies focus on development of employees as it enhances productivity, contentment within a role and reduce high turnovers (Hendon et al 2017). Companies focus on development now in order to build special skills within a role, support employees reach their career goals, increase diversity within the workplace and avoid issues with demotivation (Hendon et al 2017).

In the case study above, ‘J’ was experiencing a term called ‘career plateauing’ which is when a person feels unopposed within her role and has a very low chance of attaining a higher level in that position (Hendon et al 2017). This can be avoided if there is a structured plan of meeting the developmental needs of individual over a period of time. There are different methods that organisations used when meeting the developmental needs of individuals.


Outsourcing employee development: Most companies outsource the process of training and developing their staff however this must be taught through. This is mostly done to reduce cost and reduce of the burden of having to deal with training as the companies may not have the capacity or man-power to manage this; however, this must be carefully managed as a disadvantage is that the company might lose control of the process especially in terms of ensuring that the values and aims of the company are promoted (Hendon et al 2017). It is important that the trainer has an understanding of the company, staff and what it hopes to achieve. The trainer must also ensure that he or she understands the expertise within the group to avoid repetition and waste. I recall going for a training that was outsourced on communication, the trainer presented as not thoroughly researching the topic presented and it was poorly delivered. This buttresses the point that if training and development is being outsourced, it has to be to the right trainer for it to be effective.

Formal education: This is a very common way of employee development internally as it provides staff the opportunity to take part in programmes that impact their general knowledge in various areas depending on their need. Formal education involves like short courses, degree programmes, extended training course, courses within partner agencies and so on. The aim of formal education is to emphasize and elaborate on a particular knowledge. Sometimes an individual within the group Is chosen due to the cost and the person will in turn educate the rest of the team. i.e. A company sends out a member within the team for a short course of child sexual exploitation as that kept coming up within their job role.  I have a friend who works within the business sector and the company sends individuals for MBA programmes and pays for it. It is important to note that financial implications are a crucial thing as funding these courses are expensive so the employee has to be clear on who is going to pay for it. Some organisations pay either the full cost or half of it so there needs to be clarity on it (Hendon et al 2017). A downside is that some qualified staff may have financial constraints if asked to pay half and therefore lose out on such opportunities.

Experience:  This is also a method that is used in developing staff i.e. a staff might spend short periods in different teams as a way of gaining extended experience throughout. This is a good way as the employee is gaining experience and expertise by learning internally. This enables the individual to gain experience first-hand from those working within the group which can lead to high team work and senior internal positions been easily filled. However only few organisations adopt this process when they identify an individual with that type of potential (Hendon et al 2017).

Assessment is also a way of employee development as it equips the employers with way that the team interacts, actions, how they relate with each other. i.e. A link on diversity was recently sent out within the company and question was asked on various scenarios. Those with the lowest percentage were asked to retake and given a short online material to read. As much as I understand the need for assessments, I feel it should come after training as being delivered and not before as it gives employees a neutral platform to develop on. In addition, an individual understanding and being able to perform well in an assessment doesn’t necessarily mean that they are better equipped or more advanced to carry out a higher role (Hendon et al 2017).

All of these methods of developing individuals are good; however, it has to be well thought through and effectively structured to have the desired effect.

Developing relationships within a work place environment is important to an individual as well as an organisations growth as its affects performance. 

In the case study above, ’J’ will have to decide if after carrying out the needs assessment, she is satisfied with the training programme and the time frame however I feel that if another opportunity arises, she would leave the organisation. This shouldn’t be the case as employees should not be left to burn out before they are listened to.

Due to what had happened, the ‘HR’ department began to look at different routes of career development.

· Developing a 3-year leadership programme within the organisation to give social workers an opportunity to assume senior roles and leadership position. 
· It was also decided that based on the employee’s performance, they would be sent for short courses on specialist topics however that individual would deliver what has been learnt to other members of the team as a way of sharing knowledge.

Although this change was very welcomed, staff still felt that a training development programme where at least once a month, every team has a day of training on topics that affect their role as social workers. They felt it meant that everyone was being trained and was acquiring knowledge in a collective way.

As much as I understand ‘J’s frustration over a period of time, I feel that we are all responsible for own personal and professional development. We leave in a global world where there are lots of accessible materials either free or for an amount. There are also short courses available which some have to be paid for. There are also charity organisations who offer free training on specific topics with expert in that field educating people. As much as the financial implications are a huge burden for employees, we all have to be proactive in accessing courses aimed at development.

In addition, organisations also have the responsibility of having a structured development programme within for staff that want to move up to a higher level or have a specific role and expertise. This reduces high turnovers which is not good for business and is quite expensive as recruitment cost money and is time consuming.
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