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Introduction 
This module looks into the benefits of an organisation when developing individuals within that business. How they manage an individual's expectations in relation to personal development and what tools and systems that have available to them to develop their needs.



Section 1
Critically assess the potential benefits to the organisation of developing individuals in the workplace

I think the benefits of developing its staff in my workplace has a huge impact on the organisation and the employee in a positive way. It allows the business to run smoother and more efficient. Productivity is key so that more work can be completed in a certain timeframe.
I started my company in September of this year, so I am still going through the learning process. Every day is a learning day no matter how long you have been here as the business is always changing. 
I work throughout the nights, so productivity is better as its quieter as there are no day staff contacting you with queries and the night team is very small.
I work in a bank, so their processes and security measures are very much aligned to my theory.
I work and have been trained in the personal banking sector. Once you join you must be in the department for 6 months (probation period) before moving onto a new department like for example business banking or fraud.
I quickly picked up in my first 2 weeks of training that personal banking and business banking are very similar. I always questioned that why all staff wouldn’t get cross trained to work both, so I put my suggestion forward to management.
The business was pretty much against this from the start as they said they want everyone to concentrate on just one to give full 100% attention as it gets busy.
I initially worked a 6-week onsite training camp in the days between the hrs of 9-5 so I could see why after 2 weeks my training group was then split off into two to train business and residential.
I then started my contracted shift after the 6 weeks training working nights between the hrs of 9pm and 7am.
I soon to come to realise that then night started off busy but then got quiet around 4am.
For example, I could work around 30 applications an hour. So that servicing 30 customers and hour. Compared to the quieter times I could complete 5 because not many customers were contacting us at those times.

With this in mind I teamed up with the management team to get the reports over the space of a week based on the productivity during the days and then for the same days just on the night shift.
Productivity dramatically dropped on the night shift so I proposed to the higher management that I think the night team should be cross trained so that when it goes quiet, we can pick up the business side and get that workload down also.
This has now been agreed and trained out over the team and 0productivity throughout the hours of 4am and 7am have gone considerably higher.

“Learning to optimize your productivity can increase your overall workplace performance and reputation. It can impact your earning potential as well, positioning you for more rapid career advancement. Anyone can increase their productivity by employing specific strategies, although identifying what works best for you can take practice and development.”

In developing the skills of the individuals, it then brings in benefits to the organisation.
Benefits to the organisation- 
-Better skilled individuals 
-Staff are more loyal
-Staff require less supervision from seniors
-Clear goals to work towards are set

Benefits to the individual-
- Improved skills 
- Improved confidence 
-Clear goals 
- better prospects
- Job satisfaction 

“Training employees and guiding their development can help transform your organization into a better place to work—especially if some of that employee development is focused on diversity and inclusion.
Long story short, the benefits of training and development in the workplace are that they help you make your employees more skilled and engaged with work, while also turning your organization into a more attractive employment option.”








Section 2 
Manage an individual’s expectations in respect of personal development.


I find that Personal development plans help myself and manager to set targets and goals with a date insight to achieve it by. This helps to measure, monitor, and report performance to maintain and expand productivity when used correctly.	.

Performance management is a huge benefit in productivity.

Mayo foundation did a case study on performance Managment.
“A strategic performance management system is essential to enhance a wide range of organizational competencies, including 
• Clinical quality to maintain and expand market share; 
• Organizational agility in creating and responding to market forces;
 • Organizational focus on critical performance metrics; and

 • Timely, accurate management information to improve and predict performance”

Performance management allows management to track the progress their employees are making.
The consistent feedback received by an employee and track progress on company objectives while providing consistent feedback. There are five main objectives of performance management: Develop clear role definitions, expectations and goals; Increase employee engagement.
A personal development plan is also key to managing expectations.
Expectations start with communication. Expectations need to be set from the start or it's hard to pull it back once they standards have slipped. I do not work by micromanaging. We are all adults here to do a job and I think people work better knowing that they trust them to make decisions on their own instead of being over their shoulder all day every day. I give lead to my employees over tasks and making difficult decisions between them.
As a manager you will implement and manage team expectations and techniques in order to establish a positive environment. This may mean modifying company culture, policies and processes to Managers who also manage their own expectations at work by setting goals like those who they set to their employees”

I set realistic goals in order to meet the expectations. For example, wouldn’t set up a training day for my staff based on working in the police force so it would be relevant to my job role.
Once an employee had set a PDP, I make it happen in a timely manner. If I think they could progress quicker, I will set the desired dates to achieve the end goal quicker. There's nothing more rewarding to myself as a manger than stretching the capability of others and putting them out of their comfort zone to see how they perform.
Expectations drive behaviour that is influenced by all peers whether that be colleagues or management.
“Influence is where a person, group organization changes the attitudes, values, behaviours priorities and activities of others
Power is the capability to exercise influence in these ways 
Authority is the legitimization of the capability to exercise influence and the relationship which by this is exercised “




Section 3 
Critically evaluate development vehicles available to an organisation appropriate to the development needs of the individuals.

“Performance reviews, also called appraisals, form part of a holistic approach to managing performance. The value of annual reviews has increasingly been challenged in recent years in favour of more regular conversations, but even so, performance appraisal remains an important part of the performance management cycle.”
There are development vehicles available to an organisation, but different businesses use what best suits their need to grow.
I looked at a few below but the one that stood out to me was 360-degree feedback method as it applies to myself.
360-degree feedback method – Feedback process where not just your manager but your peers and sometimes customers evaluate you.
It's an analysis on how you perceive yourself and how others perceive you.

MBO Performance appraisal (Management by objectives) -This is a process where goals of the organisation are defined by the management to the members of the organisation to achieve each objective using the SMART method 

Psychological Appraisals – Helps to determine hidden potential of employee's future performance rather than past performance.
The advantages to the 360-degree model are an increase in the individual's awareness of how they perform to invest in themselves and also identifies training gaps.
I work within a team that picks up mistakes easily as the work comes back to someone else with the team so my peer would pick that up and evaluate me.
We also have a customer feedback service in which every time you resolve a query for them the system automatically sends out a Feeback form to the customer to enable the customer to evaluate myself.
“While there are many advantages to using the 360-degree feedback method, there can be some potential drawbacks, such as creating conflicts, lowering morale and limiting upward career paths. Here are some of the downsides of using the 360-degree performance appraisal evaluation technique”
They can be time consuming and not everyone sees this method as a positive process.
Although I see it as positive other people could see it as being a target and being in the firing line as it is coming from multiple sources.
People process negative feedback through the 5 stages of Grief (Kübler-Ross) 
Denial
Anger
Bargaining
Depression
Acceptance




Performance management allows management to track the progress of employees.
“Performance management tools help people to perform to the best of their abilities and produce the highest-quality work most efficiently and effectively.
The precept of performance management is to view individuals in the context of the broader workplace system. 
Performance management focuses on accountability and transparency and fosters a clear understanding of expectations.”
Creating a value based culture within the workplace helps with performance liike wearing uniforms, share save incentives and having a pension scheme in place.
Even though money is a factor it isnt a driving factor.
In order to retains talent in the workplace you need to implement recognition and incentives.

We offer reward & recognition incentives in order to boost morale within the workplace and praise good behaviours.
We have a staff benefits internal website in place in which you gain points through hitting milestones. Once you build those points up there is a catalogue to shop from to purchase goods.
Peter Senge implemented the fifth discipline model. “His work focuses on teaching organizations to approach leadership as a system of productivity, where individuals work together toward common goals.”
The five components in the model from Senge are:
Systems Thinking. The integrative (fifth) discipline that fuses the other 4 into a coherent body of theory and practice.
Personal Mastery. People must regard their life and their work such as an artist would regard a work of art.
Mental Models. Deeply ingrained assumptions or mental images that influence how we understand the world and how we take action.
Building Shared Vision. If there is a genuine vision, people excel and learn, not because they have to, but because they want to.
Team Learning. Team-members participate in true dialogue. They suspend their assumptions.
When things change, different things can have an effect and make factors change e.g on mood, environment.
“Changes in behaviour take place as new information is acted upon within the goals, norms, traditions and constraints established by current policies. For example, in a manufacturing firm, changes in business conditions lead to adjustments in production rates, changes in material orders, and the hiring and hiring of workers. The type of continual learning that occurs within a given structure is what Argyris and Schon would call "single-loop learning". Their classic example of single-loop learning has been the adjustments made by a thermostat to maintain a desired temperature. On the other hand, learning about a structure that leads to changes in that structure itself comes very close to the essence of double-loop learning. In this sense, the purpose of system dynamics has always been double-loop learning.”

Senge encourages change within business when implemented in the correct way.
When the business and its staff pull together using this method change can be a positive. 
I personally don’t work well with change especially when it is happening frequently.
If there is a system change it throws me right out of my comfort zone which I am working with so I would steer away any change but I fell understand why change happens and how it can make businesses grow.
Section 4 
Generate a detailed plan to meet the identified development needs of an individual in the workplace and the management of performance.

Below is the personal development plan for myself based on me. The first 6 weeks is the training, and the rest is learning the jib up to a high standard. the first 2 weeks are in the classroom with all different departments starting on the same day as myself. This is just to cover general processes procedures of the business.
After 2 weeks I will then move over to my designated department and team in which I will be online trained for a further 3 weeks with employees from all over the country.
For the final week I will then be located on the office flow sat in with the specialist team in order to p0ut my training into practice.

I have set target dates for review in which I will then discuss with my manager and if I feel that ii need further training, I will move the dates forward to discuss at a later date. 
Personal Development Plan (PDP) 

What do I want to	learn?	What do I have	to do?	What support	and resources	will I need?	How will I	measure	success?	Target	Date for	Review
Internal systems 	Daily training with a senior member of the team		A laptop and headset. Systems and other team members 	Weekly updates with my manager 	14th November 2022 
Companies' processes 	Have daily training with a senior member of the team		Systems and other team members		Daily training with a senior member of the team 	14th November 2022	
The structure of the company	Speak to management to help me find out who does what and what their position in the company is 	The managers and our internal chat channel	Attending weekly meetings with the information I have collected 	12th December 2022
Products and services 	Have daily training with a senior member of the team		Internal website and chat channel that update us on changes of products and services 	Accessing the chat channel every morning for new information 	14th November 2022	
Communication skills	Have regular meetings with colleagues going through any changes within the business  	The managers and our internal chat channel		Daily training with a senior member of the team		1st April 2023
Teamwork 	Have daily communication with teams 	Employees, email traffic	Daily updates from teams 	1st April 2023
Customer service skills	Daily training with a senior member of the team		Meeting with customers 	Being more confident with information I am providing to customers 	1st April 2023





Conclusion

I understood that investing and developing individuals in the workplace was important but not to this extent until I left my old job that I has been in for 11 years and joined a new company.
The comparison between both jobs is huge. My previous company didn’t invest in its employees at all it was very much a come to work and go home to keep the numbers up. It was very target driven so took the focus out of customer/job satisfaction. We would sit with our manager and take the time out the set up a personal development plan, but it never got followed up hence why no one in that company moved forward.
The world has changed in regards to the way we work and 

Observing the way in which my new company operates shows that they are very employee focused and they follow up on the personal development plans that have been set for you.
When they invest in you it makes you want to come to work and be seen as an individual not just a number.
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