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The following literature applies skills and knowledge learnt to demonstrate the application of developing work place relationships and achievements, and how this can then contribute to a better workplace environment thus showing where successful collaboration between people within the same workplace is far more likely to take place.
The first section of this essay will critically assess the potential benefits to the organisation and the individual of personally developing individuals in the workplace. Businesses and the business world are ever changing and growing at its most rapid rate thanks to modern technology and the modern world, therefore it is becoming more and more diverse and complicated. Garvin et al (2008) writes how it is now much more a globally competitive field thus calling for the need for continuous improvement and commitment to learning to benefit organisations. Agreeing with this, Bradley, Woodman and Hutchings (2012) discussed how skills within the workplace and qualifications are becoming more and more desirable by employers. Management within organisations wish to see that potential employees have transferable skills and knowledge that can benefit the company as well as be able to provide opportunities for their employees to further expand their knowledge and skills further. 
The second part of this essay will then critically evaluate development vehicles available to an organisation appropriate to the development needs of the individual. There are many different vehicles, tools, methods that are available to companies and organisations to help promote and improve development of the individuals and in turn the company. These will be discussed and related where possible to my own working environment. There will then be a discussion into the personal expectations of my own working environment and how management of my own personal development is taking place.

[bookmark: _Toc113202686]Critically assess the potential benefits to the organisation of developing individuals in the workplace
In traditional working times, the companies in which we worked for would be in charge of the development of our careers. People would start a job and would stay there for their entire working life, having an unspoken contract between individual and company. In the new modern era, people are becoming more and more responsible for their own skills and learning with regards to career development. A career is where someone will spend their working life, not necessarily with one company, but may stretch over many companies and different hierarchy job roles. More and more individuals are becoming career driven and will move to where they can work up the career ladder and can face challenges to broaden their knowledge and skills. Therefore organisations need to invest time and effort into their employees in order for the skills and knowledge that they learn to benefit the organisation. This is what creates a learning organisation. This approach by an organisation benefits the company by developing their employees and creating better and harder workers. This is shown in research by Wood and Bandura (1989) who found that individuals who had more confidence with what their job role is and their position in company were more likely to succeed and do well. They argued that this confidence came hand in hand with having higher qualifications, by having the confidence instilled from their organisation about how they fulfilled their job role it meant they in turn did better at their roles, thus benefiting the organisation. 
Garvin et al (2008) highlighted an already in-depth discussed topic of the call for learning and development within organisations in order for them to succeed. He called these organisations learning organisations. They argued that the learning organisations allowed the growth and development of the employees and therefore also the organisation. Mason (2009) uses a quote from the Navran Associates Newsletter from 1993 to define a learning organisation as 
“A learning organization is one that seeks to create its own future; that assumes learning is an ongoing and creative process for its members; and one that develops, adapts, and transforms itself in response to the needs and aspirations of people, both inside and outside itself” – Navran Associates Newsletter (1993).
This quote from the newsletter highlights that a learning organisation develops it’s members and individuals in order to better create and fulfil it’s own future.
Senge (1990) discussed how learning organisations need to master basic disciplines that more traditional and outdated organisations do not. Senge (1990) did this through first defining each of the disciplines. The 5 basic disciplines that innovate learning organisations, and therefore benefit organisations, are as follows. 
The first discipline to be discussed here is “systems thinking” which Senge also referred to as the fifth discipline. This is referred to as the fifth discipline as this is the main discipline that integrates all five disciplines together. It shows how all the systems interrelate within one another to create a coherent practise within the organisation. Systems thinking is the body of knowledge that show areas in need for change. It provides a long exposure of the organisation’s strengths and weaknesses rather than a snapshot. Organisations must be seen as interrelationships with a common goal and work together internally. By analysing the relationships within the organisation, both personal and systematic then the areas for improvement and problems can be highlighted in order to improve and benefit the company. 
The second discipline is personal mastery. This is where the individuals within an organisation must learn and develop their skills in order for the organisation to develop and learn. Employees are responsible for their own learning and must have goals in order to achieve and succeed. Bradley et al (2012) expanded on the notion that employees must have their own goals within an organisation in order to succeed and discussed how learners have their own reasons as to why they wish to expand their knowledge and skills relating to their career. This may be for professional recognition, self-awareness, self-confidence, or financial gain. Bradley et al (2012) found that the top three reasons as to why individuals wanted to be part of learning organisations and expand their skills and knowledge was to improve their skills, improve their knowledge of tools and techniques and to gain professional recognition. Taylor (1911, cited in Blake and Moseley 2011), disagreed with this. It was their opinion that management must determine the best way in which an individual is to do their job and must provide them with the appropriate tools and training to do so, that it is not down to the individual to be in charge of their career path but the company in which they work for. Taylor (1911, cited in Blake and Moseley 2011) is a dated resource, however the influence of Taylor’s research is still relevant in modern business into constructing a business that benefit’s itself and it’s employees. 
The third discipline is mental models, which are the explanations of individuals thought processes. Mental models need to be carefully thought through as when used correctly can help shape the behaviours and set approaches to tasks in order to achieve goals and succeed. Johnson-Laird (1983) identified that by using thought processes and mental models within the organisation to improve they are constructed from perception, imagination or the comprehension of discourse. 
Fourthly is the discipline of building a shared vision. This is where employees of an organisation need to show genuine commitment rather than just work through compliance. When this skill is mastered by leaders within an organisation, they realise that the vision of the company cannot be enforced onto the employees, and that doing this would be counterproductive. Employees within the company need to share the vision and strive to improve themselves thus improving the company. 
Finally, the last discipline is team learning. This builds on from having a shared vision and personal mastery. Dhiman (2011) defined personal mastery as seeking and finding authentic and true self, with meaning and fulfilment in personal and professional life. Expanding on this Dhiman (2011) stated that one’s leadership style is a reflection of their true self and so it should be used productively in order to benefit organisations. Learning and acting together on behalf of the company can benefit the organisation and encourages faster growth both for the organisation and the individuals who put the effort in. 
[bookmark: _Toc456901517]Schein (1990) discusses the eight career anchors which are in sense key components every individual has after working for a number of years that motivates and drives them each day to fulfil their job role. These anchors allow individuals to work to the best of their ability and benefit the organisations in which they work. The eight anchors are as follows, technical/functional, general managerial, autonomy/independence, security/stability, entrepreneurial creativity, service/dedication to a cause, pure challenge and lifestyle (Appendix 1). People generally identify with one or two of these career anchors. Once someone has identified what their career anchor is, it is this that then motivates them daily to complete their role within an organisation, whether it be to work their way up in the company, faces new challenges, use and perfect skills, or finding a perfect work and personal life balance to gain fulfilment in both areas. Those that identify their anchor or anchors are generally more satisfied with their career path and feel more fulfilled in what they do. When searching for jobs or roles within organisations, people will be drawn to roles that correspond to their anchor/anchors. Companies need to help meet career anchors for their employees to continue to be motivated as this helps boost productivity and quality work within the organisation thus benefiting the organisation.  Once an individual knows what their anchor or anchors are, this does not mean they cannot be subject to change. My personal example of this would be that my career anchor for my entire working life has been what Schein calls entrepreneurial creativity. I wish to create an enterprise that is the result of my own efforts and hard work. I have been working under other bosses in small companies while I learn and build on my skills, and once fully qualified I plan to branch out and be my own boss, leading my own company to success. Until the last year or so this has been my only career anchor. Since starting a family, my career anchors have broadened, that while I still wish to enterprise my own company through success of my own work while also wanting to find a balance between work and personal life to spend time with my young family, thus now also having the lifestyle anchor driving me to succeed and achieve my goals in work. 
When discussing benefits to a company, conflict is not often thought of. Within an organisation, causes of conflict are common and can be found in personal and structural causes. They can be caused by goal differences, authority relationships or conflict of personalities, to name a few. Once a conflict has emerged it is important to de-escalate and find a common ground to work upon. It is true that conflict can cause stress and poor communication, especially if not handled in a professional manner and in haste. Management needs to identify, and mend causes of conflict before it effects levels of productivity and effects the working environment further. Conflict needs to be used productively to highlight areas of concern, allow individuals to express opinions and feelings, and allow insights and new ideas to emerge to deter conflict in the future. The focus needs to be on the foundations of the workplace, attributes that employees hold that in turn benefit the workplace. These are their attitudes and values. By focusing on these and providing opportunities to learn within the workplace gives the company an advantage. Birca (2022) found that supporting the academic development of employees significantly advantages the company by increasing the workplace knowledge and skills, increasing business success. Furthermore, Benson (2006, cited in Moreira et al 2022) wrote how employees were less likely to leave a company that makes academic investments to develop their abilities. This investment promotes the commitment and loyalty within the company and thus generates a return on the investment through business success. 
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Organisations need to have a structure in order to operate smoothly and have the best outcomes in terms of success. Having an organisational structure in place allows a formal system of task and reporting relationships demonstrating how employees use the resources. This then highlights areas that may need to focus on, and the organisation can construct and adjust its structure in order to achieve its goals. Identifying the structure in which the organisation or business is run can benefit in terms of growth, enhances skills, identifies clear roles and responsibilities to name a few. By taking control and fully understanding the relationships within an organisation it can vastly improve its success. There are a number of ways in which this can be done. 
Performance management is a tool that is available to organisations that allows the company to keep on top of the workings of their employees and highlight areas that may need improvement. There are many ways in which this can be done. Lowry (2002) defined performance management as “the policies, procedures and practices that focus on employee performance as a means of fulfilling organisational goals and objectives” similarly it is important for employees to know exactly what the organisation in which they work is trying to achieve and what their role within the company can do for the organisation in terms of success. By using performance management to improve the skills of the individuals it will then improve the performance of the organisation, thus meeting common goals and achieving success as a company. An aspect of performance management is using a performance appraisal, the employees current and/or past performance is evaluated relative to the organisation’s performance standards. This method focuses on the individual more than on the organisation thus allowing the individual to gain feedback on how their skills and knowledge benefit the organisation and how they are fulfilling the needs of their role. It is therefore important for individuals to know clearly what is expected of them in their role, and an appraisal is almost like a check in that they do in fact know what it is they are there to achieve. This is something that the company I work for does not do very often, or very well. This is shown through lack of communication between trades ultimately delaying the completion of full projects we take on. If it is not clearly outlined what is expected then presumptions can be made and these can be incorrect, meaning the job would have to be done twice, and can take twice the time and resources for the same amount of money. This is counter productive and does not benefit the business. An appraisal allows individuals to speak about any concerns or questions they may have also and allows the appraiser to listen and learn about strengths and weaknesses within the organisation. It is important within an appraisal interview or review to equally focus on positive and negative aspects to get a full clear picture of how the organisation is running. 
Expanding on the use of appraisals, Bindra (2014) highlighted that studies have previously shown that aspects such as productivity, income and profits can all be impacted by the levels of trust within the workplace. This was further argued by Blomqvist and Stahle (2011) who stated that without the trust levels, individuals do not express their concerns or put forward innovative ideas which in turn can decrease levels of productivity and that happier more enthusiastic environments promote better workers and benefit organisations. 
Furthermore Pruis (2011) identified five key areas of talent development that are required within organisations in order to succeed. One key area that Pruis outlines is the organisation needs to be able to attract and retain talent, in doing so, value is added to the company and organisation. Employees are more so now in charge of their own career development and so organisations need to keep their employees by offering further opportunities. This links with the second key area, the ability to motivate and engage through providing opportunities to develop and learn. The third key area of talent development for the individuals within the organisation is to build an employer brand. Having a brand is an asset to a company and makes it desirable for customers and investors. Fourthly the organisation is benefited by having a values-based culture within the workplace. New employee groups are moving in as older ones retire, and these are particularly invested in working for values based sustainable enterprises that contribute towards society. Finally, organisations need to seek ways in which to develop people’s capabilities. Investing in the next generation of workers to keep up with the ever changing and growing times. Companies that invest in their workers are primarily more successful. 
One method or vehicle that is available to an organisation that helps the developmental needs of individuals is simply being able to give feedback. Feedback can be provided through a number of methods, variant depending on the job role, this could be through grading, appraisals, reviews etc. Giving feedback is a more complicated concept than initially thought. King (1999) defined giving feedback as follows. 
‘Giving feedback is not just to provide a judgement or evaluation. It is to provide [develop] insight. Without insight into their own limitations, trainees cannot process or resolve difficulties’ 
Done correctly it can recognise and reward individuals, improve quality, build and maintain relationships, clarify expectations, influence motivation and manage performance. Stolzer, Halford and Goglia (2016) reiterates this and say that candid communication from leaders encourages similar behaviour of their workers. It is important for the feedback to be an open conversation and to not be used as a negative tool where hierarchy is used to put individuals down. These open discussions can then ultimately have positive impacts on the performance and quality of work from an organisation. The feedback needs to be clear, concise and have all the information needed in order to achieve its purpose in benefiting the individual and in turn the company. Otherwise, it can be counterproductive and cause confusion as to what is expected. Feedback can come from all areas, not just superiors within an organisation such as manager or team leader. It can come from colleagues, friends and customers. An example of this would be in the industry that I work within, trade. When working on a project, whether it be a full rewire or small job, the customer becomes our biggest boss. While it may be the manager of the company who outlines our tasks for the week or the day, it is the customer who has initially set the goals that we go in to achieve. They are always right, and we are completing a job to their specification and standard. Following the completion of a job, we rely on the feedback of our customers in order to show our success to other potential customers who may be in need of our services. Their feedback through reviews helps keep the company overturning jobs and money. 
Some workplaces such as areas of trade or healthcare where health and safety needs to be at highest standards may use assessments to encourage learning and develop their individuals and to ensure that they are up to date on the most recent knowledge and information relevant to their roles. The results of the assessments would then show areas that need to be worked on for that specific individual. This is only going to be a successful method in certain job roles, as in some organisations it just would not be practical, such as hospitality or customer facing roles. An example of using assessments to encourage and further learning is personal to myself, as I currently attend college weekly in order to become fully qualified as an electrician, having one year left I am facing more and more assessments to show what I have learnt over the previous years. Once I am fully qualified, I will continue to take assessments as this is what is required in order to be an electrician and remain up to date with the regulations and modernisation of the industry. A regulating body will ensure that I meet the regulation standards that are laid out in our handbooks to ensure safety with my work so I can continue to trade safely. As highlighted by the Principles of Assessment (2015) assessments can be useful to show areas of improvement needed for the individual but also can highlight areas where the organisation needs to improve how they develop the skills of the individuals and shows where they need to adjust their strategies to get the most from the individuals that work for them and in turn benefit the company.
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When referring to the organisation in which I work and they way in which it identifies and addresses individual development I can write that it does promote learning and encourage our development. When I joined the company, it was just me working for one other individual. Since May 2019 it has expanded and taken on more apprentices, and we take on broader aspects of work. Both myself and the other apprentices attend college to further develop our knowledge and skills base within this industry. Our employer incentivises us to attend college and pass each year by paying a day’s wage on college days as well as increasing our hourly rate with every year we pass. 
As discussed previously within this assignment I know there is little room for promotion and career development for myself within this company. I am already second to the boss with one year left before coming fully qualified. Once I have become fully qualified and gained the confidence to do so, I wish to start my own enterprise and be my own boss running my own limited company. 
In the small company I currently work for there is not much room for career growth. It is what Dalton et al (1980) identifies as a flat structured organisation. Flat structured organisations have better control over success and tend to be smaller organisations. People feel more included in business decisions and so a benefit of having a flat structured organisation is the higher levels of motivation. As previously discussed, having higher levels of motivation within employees better benefits the company and is better for business, giving a competitive edge. However, there is not much room for growth or promotion as they tend to be companies that start and end with one or two individuals, who remain the leaders throughout. This can lead those who are not in this position, for example, myself, to become frustrated in the lack of opportunities to progress. In 3 short years I have already reached the highest position I can in the company in which I work. Tall, structured organisations have the capacity to offer more promotions due to having more levels and opportunities within. This would be my back up plan should I not be successful in running my own flat structured business. 
[bookmark: _Toc456901523]
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To conclude, developing individuals within the workplace can reap many benefits and rewards. Not only for the organisation but also for the individual. The qualifications that are gained can improve the quality of work produced as well as improve productivity. Individuals want to learn more and expand their knowledge base in order to gain promotions and work their way up the career ladder. Organisations need to recognise this and invest their time and efforts in further training and qualification opportunities for individuals in order for their organisation to benefit. Building the confidence of individuals increases the ability for them to succeed and reduces negative workplace connotations such as stress. In addition, individuals are taking more responsibility for their own learning and so if organisations are not able to promote or expand their employee’s knowledge through offering further qualifications then these individuals are more likely to move their career elsewhere to a company that can offer this, where they can invest in themselves and experience career fulfilment. 
Organisational growth requires the management team or leaders to better structure their resources, recruit and retain skilled individuals, have a formalised organisational structure, assign work tasks and assign responsibilities to the appropriate individuals and departments. Negative aspects of work need to be used proactively to help solve issues that may be faced. Growth and development can be gained by performance management such as successful workplace appraisals that allow honest discussions where individuals can trust those in higher positions. As well as these organisations need to offer constructive feedback to individuals so they can also work on themselves to better the company. If done correctly then all the above can help individuals feel recognised and rewarded for their efforts which in turn increases motivation and productivity. In addition to these methods, assessments can also be used in some workplaces to show individuals knowledge and highlight areas that have skill gaps and require improvement that would further benefit the organisation and its individuals.
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