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[bookmark: _1ci93xb][bookmark: _Toc178986686]Introduction

According to Senge (1990), a Learning Organisation constantly facilitates learning and development through five disciplines-personal mastery, mental models, shared vision, team learning, and systems thinking (Khasawneh, 2011). This assignment discusses critically the benefits for developing staff at work, managing development expectations, assessing tools and techniques, and formulating a personal development plan. Performance management and CPD align organisational goals with personal aspirations and motivate employees through appraisals, clear goals, and feedback. Investment in employee development will help in increasing productivity, satisfaction, and innovation thus contributing to sustainable competitiveness and long-term success as appropriate in a competitive business environment. 
[bookmark: _Toc178183821][bookmark: _Toc178986687]Benefits to the organisation of developing individuals in the workplace
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Training and development increase innovation, competitiveness, and adaptability in an organisation. While developing the employees, a company ensures its competitive advantages to cope with market fluctuations and pressures from the outside. Training improves employees' capabilities, thus improving customer satisfaction and high-quality outputs and it reduces error factors that contribute positively to the organisational reputation and corporate image (Islam et al., 2021). Additionally, well-trained employees contribute to a positive organisational culture, making the company more attractive to current staff and potential recruits (CIPD, 2023). Investing in employee development is essential for long-term success and sustained growth image (Islam et al., 2021).

[bookmark: _Toc178183823][bookmark: _Toc178986689]Honey and Mumford's Learning Styles Theory

To effectively undertake any training and development initiative, differences in learning styles among people should be recognised. (Honey and Mumford 1992) identified four learning styles: Activist, Reflector, Theorist, and Pragmatist (Tahir, 2020). Each style influences how a person prefers to engage with learning and apply newly developed skills in the workplace.
· Activists learn through experience, which means any new experience. The organisation can foster growth by providing active learning opportunities through workshops, simulations, and in-house group problem-solving exercises (Srivatanakul & Annansingh, 2022).

· Reflectors learn by observing what has happened and reflecting on it. They like to review the new information they receive. In such cases, helpful activities might include case studies and reflective exercises, which help them digest and reflect upon their learning before applying it (Gordijn et al., 2018).

· Theorists are logical and analytical individuals. They like their learning to come in neat formats and packages. They like models, concepts, and theories. Organisations can fulfil the development needs of theorists through the provision of structured training that provides clear frameworks and in-depth analysis of concepts (Schuchmann, & Seufert, 2015).

· Pragmatists primarily learn from the perspective of 'how to apply or use' knowledge practically. They know most when their training has direct application, using techniques such as role-play, problem-solving exercises, and real projects (Biesta, 2018).
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A SWOT analysis gives a comprehensive picture of the strengths and weaknesses of employee development within an organisation.

	Strengths
	Weaknesses
	Opportunities
	Threats 

	Are seen in employee engagement, retention, and innovation. Employees who feel valued through career development are more motivated and contribute more creative ideas (Phadermrod et al., 2019).
	Are costly, take considerable time and may lead to turnover if improved employee skills are not implemented (Phadermrod et al., 2019).

	Include enhanced adaptability, improved corporate reputation and attracting top talent. Development programs also create internal promotion opportunities and fill leadership positions from within (Phadermrod et al., 2019).
	Include competition for skilled employees and managing post-training expectations like promotions or salary increases. Additionally, skill obsolescence requires frequent retraining, particularly in fast-changing industries (Phadermrod et al., 2019).
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The Learning Organisation concept, developed by (Senge 1990), centres on the idea that prosperity and survival require constant change. (Fillion et al., 2015). Senge identifies five basic disciplines that enable organisations to achieve continuous learning and development:
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	Personal Mastery
	This discipline focuses on human resources' continuous improvement of their people. Employees dedicated to personal mastery are concerned with lifelong learning and seek to develop their skills and capabilities continuously. Personal mastery is an enterprise core competence because it provides the conditions for higher competence, motivation, and adaptability (Puteh et al., 2016).

	Mental Models
	These are deeply embedded assumptions, generalisations, or pictures that filter how an individual perceives and acts in the world. In the learning organisation, individuals are engaged in surfacing their mental models so that they become more open-minded and creative; challenging assumptions can help employees bring fresh solutions to problems and eventually drive innovation (Dharani & April, 2022).

	Shared Vision
	Developing a shared vision ensures all employees align with the organisation's goals and objectives. A strong shared vision fosters a sense of commitment and purpose, motivating employees to work towards the same goals. This discipline is critical for ensuring personal development aligns with the company's strategic direction (Afsar et al., 2020).

	Team Learning
	Team learning gives meaning to sharing vision through collaboration and knowledge-sharing efforts among employees. When teams learn together, they are better prepared to solve complex problems, innovate and adapt to the dynamics of change at large. Continuous improvement is facilitated through a collaborative culture that maximises an organisation's collective intelligence (Park & Kim, 2018).

	Systems Thinking
	Systems thinking encourages employees to look at the big picture and understand how their actions impact the organisation. This holistic approach to problem-solving will help develop long-term strategies instead of quick fixes that may create problems in the future. Systems thinking would help employees understand interdependencies and thus encourage proactive decision-making (Cabrera & Cabrera, 2023).
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[bookmark: _Toc178183827][bookmark: _Toc178986693]Performance Appraisals and Performance Management

Performance appraisals are important because they manage individual development in the organisation by aligning personal objectives with the company's goals (Alagaraja & Shuck, 2015). SMART goal-setting allows the employee to focus on skill-building while working towards the realisation of success in the organisation. Appraisals provide constructive feedback, which informs and assists employees about their areas of strength and development, thereby creating job satisfaction and engagement. In addition, appraisals create development plans tailored to an individual through organisational formal training or mentoring, or job rotation. Through the management of expectations and removing unrealistic aspirations and through preventing dissatisfaction and turnover, it gives a culture of continuous learning and aligns individual growth with the overall success of the organisations (Alagaraja & Shuck, 2015).

[bookmark: _Toc178183828][bookmark: _Toc178986694]Managing Expectations

The psychological contract has to do with the unwritten expectations that a worker has about their career development and advancement prospects (Van Wyk et al., 2019). To this, employees expect more up-skilling and in turn, career advancement. Organisations to have their constraints in terms of budgetary and time availability. In order to deal with the respective expectations, effective communication plays a very important role. Employers must elucidate to them as explicitly what all development opportunities are available to them, which career ladders are open, training programs and what is realistically feasible within how much time. This minimises frustration as well as disillusionment. Proper training, mentoring, and leadership tracks may form the basis by which employees can align their goals to the available resources. Such open communication helps create reasonable expectations, strengthens trust and fosters a more productive employer-employee relationship (Van Wyk et al., 2019).


[bookmark: _Toc178183829][bookmark: _Toc178986695]Conflict Stages in Personal Development

Conflicts are bound to arise in personal development despite the best efforts if expectations are not met. Much of the conflict arising in personal development arises from a poor fit between employees' aspirations and what the organisation offers them (Odote, 2016). By understanding the stages of conflict development, managers can anticipate and intervene ahead of a major escalation.
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	No Conflict
	All here is going fine, with no apparent friction between the employee and the organisation over personal development (Odote, 2016).

	Latent Conflict
	Unsaid frustration is likely to start surfacing. For instance, an employee may think they are not getting enough development chances but has not yet said anything about it. Managers must be cautious at this stage to discover the earliest of the signals (Odote, 2016).

	Emergence
	The conflict is apparent. This may be in the presence of an employee who voices dissatisfaction concerning career development or opportunities presented. A worker may ask for promotion or training that may not be available, allowing one to fracture openly (Odote, 2016).

	Escalation
	If the conflict is not dealt with when it arises, it may escalate. The employee will become resentful or disengaged, probably communicate this to colleagues, or be less productive (Odote, 2016).

	Stalemate
	Conflict has peaked, the employee and the organisation are stuck. Neither party is willing to give in or look for a resolution, nor does communication begin to break down (Odote, 2016).

	De-escalation
	Conflict can be turned around with appropriate intervention. An open line of communication between managers, recognition of the employee's concern and working towards some mutually acceptable solution are vital to playing a critical role in de-escalation (Odote, 2016).

	Settlement/Resolution
	At this stage, the conflict is resolved through some form of agreement worked out between the employee and manager, such as revised development plans, new opportunities for growth, or whatever suits the parties (Odote, 2016).

	Post-conflict Reconciliation 
	After resolution, efforts are usually made toward the employee being valued and any remaining dissatisfaction satisfied. This stage is crucial in rebuilding trust and ensuring an employee remains focused and motivated (Odote, 2016).
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Open communication is the best strategy to solve conflict issues surrounding personal development. In this regard, managers would maintain open channels of communication with their employees so that they could discuss matters before they become significant problems. Negotiation is another excellent tool whereby all parties reach a mutually satisfying agreement that satisfies the needs of employee development without exceeding the limits set by an organisation (Jordan & Troth, 2021).
Continuous feedback improves the chances of reducing conflict because it is valued to ensure that staff members are always assured of where they are and what opportunities are available. The feedback will be consistent and constructive, clearly guiding what an employee should achieve in their personal goals within the given framework according to the organisation's capabilities (Weingart et al., 2023).
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Organisations have varied development vehicles that they can use to enhance employee development and performance. It is essential to choose the right tools and techniques to ensure individual development needs meet the company's strategic goals. The following section covers critical development tools that involve formal training, mentoring, coaching, job rotation and instruments for assessing development needs. It will also discuss how varied organisational structures create space for learning and development (Mishra, 2017).
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Formal training is very effective in organisational development that occurs in the classroom or online. Classroom-based training is best for comprehensive subjects such as compliance, technical skills, or leadership. Furthermore, it will afford the employee direct contact with the experts teaching the class. Online learning sites, including Coursera and LinkedIn Learning, allow learners much more flexibility; they allow employees to learn based on how much time they can spare. Scaly and cost-effective, online training allows enormous employees numbers to receive training easily by organisations (CIPD, 2023) (Lake, 2023).

[bookmark: _Toc178986699]Mentoring and Coaching

Mentoring and coaching are the bases for personal and professional development. Mentoring is linking the less experienced employees with seasoned professionals for longer guidance through the career path, company culture and networking. Coaching is a more structured, performance-related approach that identifies development areas, targets and tracks progress over time. It's effective in the development of leadership skills, building communication skills and in making good decisions. Most often short-term, a program of coaching yields high impact both on the individual and the team (Lofthouse, 2019).

[bookmark: _Toc178986700]Job Rotation and Secondments

Job rotation and secondments avail the employee with an exposure to roles, functions and departments with the potential value for the development of multidisciplinary skills as well as a better understanding of operations (Thomas, 2023). Job rotation reduces monotony, enhances job satisfaction and engagement since employees get an opportunity to experience different roles. Secondments are temporary assignments to other departments or external organisations exposing employees to new challenges. These two methods encourage cross-functional interaction, agility, as well as opportunities for leadership development within an organisation (Thomas, 2023).

[bookmark: _Toc178986701]Tools to Assess Development Needs

Organisations first need to evaluate individual and team development needs to initiate development programs. Several tools will be helpful for this, which include:

	360-degree feedback
	It captures performance feedback from the employees' peer groups, supervisors, subordinates and clients. It gives a perfect overview of all the strengths and weaknesses of a given employee. Such feedback is prudent to apply to individualised development plans and professional skills identification (Fleenor, 2019).

	Psychometric testing
	Psychometric tests measure cognitive personality traits and emotional intelligence. They can be applied to developing potential leaders. Other options exist to assess the team to find where people might break down under stress or when dealing with conflict (Siegling et al., 2015).

	Gap analysis
	Gap analysis compares the skills an employee possesses now with those that may be required in the future or in new roles and responsibilities. It may show which area an employee will require more training or further development and a manager can plan such development programs for those areas (Patacsil & Tablatin, 2017).
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The kind of structure an organisation uses has many implications for how employees learn and develop.
· Functional (centralised) structures group people by function as marketers, financiers, or production managers to deepen functional expertise. A disadvantage is that cross-functional learning is not entirely encouraged and departmental silos emerge (Granqvist & Ritvala, 2016).

· Entrepreneurial structures, commonly found in start-ups, tend to have less rigid hierarchical structures. Employees are given a wide range of learning experiences as they are given many responsibilities. However, this lack of a development program is often balanced with uncertainty about the type of learning opportunities (Autio & Cao, 2019).

· Pyramid/hierarchical organisations clearly define career development and leadership but have slower decision-making processes and more limited cross-functional skill acquisition (Wigham, 2019).

· Matrix structures describe that several managers in different functions report to an employee while the employee reports to one functional manager. This will foster teamwork and cross-functional learning but increase role ambiguity and conflicting priorities, which will reduce development (Meijerink et al., 2022).

· In Independent structures, people take ownership of their development and innovation but receive less professional development support than in the more traditional organisational model (Gentile-Lüdecke et al., 2020).

[bookmark: _Toc178183834]
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	[bookmark: _Hlk178683593]PROS
	CONS

	In faster decision-making, there are fewer management layers between the organisation's top and bottom.
	Role ambiguity: Because lines of differentiation are less precise, the employees may need to learn precisely what they should do or where they fit in the organisation.

	Increased communication, whereby the employees access their immediate seniors and the decision-makers. Transparency leads to a high openness ratio and quick information exchange.
	Fewer promotion opportunities: Since there are fewer layers of management, career-bound employees have fewer management roles to aspire to (Mihalčová, et al., 2015).

	More empowerment is needed since employees in flat structures tend to be more empowered in decision-making and problem-solving at their levels (Fernandes & Moldogasiev, 2015).
	


 
[bookmark: _Toc178986705]Tall structure 

	PROS
	CONS

	Clear hierarchy and specialisation: Employees have a defined role and career path, with more opportunities for promotion within the organisation. This structure suits companies requiring robust control and oversight, such as heavily regulated sectors (Kanter, 2019).
	Slower decision-making: For instance, several layers of approval may be necessary before a decision can be finalised, creating inefficiencies.


	
	Limited cross-functional learning: The staff of such tall structures might be confined to their functional silos, meaning that they may not have the scope to interact and share learning experiences with other sectors of the Business (Kanter, 2019).
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According to (CIPD 2023), selecting the proper developmental methods requires a critical analysis of the needs of an organisation’s objectives and resources and that of its employees (Garavan et al., 2023). The Business must judge the price or time spent on developmental vehicles against a possible return on investment. For instance, although formal training and job rotation may be resource-intensive in the short term, they yield long-term benefits by creating a better-skilled and flexible workforce. On the other hand, mentoring or coaching is very effective in developing leaders but might require significant amounts of time and effort from senior leaders (Garavan et al., 2023).
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Drafting the PDP is a significant performance management system; it's where an individual's aspirations are in tandem with the organisational goals (Osgerby et al., 2018). As such, this post will draft a PDP for a particular member of staff who is keen to develop leadership skills by setting SMART goals and using continuous performance management systems to ensure uninterrupted progress. Finally, we shall deliberate on filling gaps in skills, CPD, and conflict management (Osgerby et al., 2018).
Background: Staff member Michaela Schriek is a middle-grade administrator who has demonstrated excellent teamwork skills and the ability to solve problems. She just sent a communication to her appraiser stating that she aspires to become a manager within the next two years. Her PDP will be constructed to encourage her to enhance her leadership, proficiency in decision-making and exposure to strategic thinking.
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The PDP for Michaela Schriek will follow the format of SMART goals: Specific, Measurable, Achievable, Relevant and Time-bound. These will give her clear direction and ensure alignment with her ambition and organisational needs.
	
	Goal 1: 
Enrol in Formal Leadership Training
	Goal 2: 
Receive Mentoring from a Senior Leader

	Goal 3: Participate in a 360-degree Feedback Program
	Goal 4: 
Lead a Cross-Functional Project


	Specific
	Michaela will participate in formal leadership training on managerial development, leading people, communication, conflict resolution and decision-making.
	Michaela would be assigned an experienced senior leader in the company as her mentor. The mentor would assist in identifying how to solve leadership problems while offering guidance on career advancement (Fleenor, 2019).
	Michaela will undergo a 360-degree review to assess her current competencies in leadership and areas of needed development (Fleenor, 2019).

	Michaela would lead a cross-functional administration project, working with a team of five employees from different departments.

	Measurable
	Michaela will pass the training assessment with at least 80% and apply what she learned to her work (Fleenor, 2019).
	Michaela will attend bi-monthly mentoring sessions and the mentor will report how she is developing her leadership skills.
	Michaela will formulate an action plan based on feedback from peers, first-line subordinates and supervisors that will help her improve and further develop.
	Michaela shall be responsible for deliverables in which projects are delivered on time, the budget is controlled and the deliverables are successfully accomplished.


	Achievable
	The organisation will pay for the training and Michaela will be given time off to attend the sessions.
	A senior leader has already accepted the role of mentoring Michaela.
	The review will be done by the organisation in the firm's general performance management system (Fleenor, 2019).
	Michaela will be assigned this task as part of her PDP with support from her line manager.


	Relevant
	Developing leadership skills applies to Michaela’s career objectives and her aspiration to move into a management position in an administration team.
	Mentorship will expose Michaela to real-life leadership lessons and connections in the organisation.
	The feedback will give Michaela a holistic view of the strengths and weaknesses of her leadership capabilities.

	Handling this project will give Michaela practical leadership experience and insight into the dynamics within a group, problem-solving, and decision-making as applied in a leading role (Fleenor, 2019).

	Time-bound
	Michaela will complete the program within six months.
	The mentorship will be for 12 months, with regular check-ins on progress.

	The 360-degree feedback will be conducted in the next three months, and an action plan will be prepared shortly after (Fleenor, 2019).
	The project will start in the following quarter and will be completed within six months.




[bookmark: _Toc178183839][bookmark: _Toc178986709]Skills Analysis

For Michaela’s performance review, a SWOT analysis was done to establish the current strengths and skills that need development in leadership.

	Strengths
	Weaknesses
	Opportunities
	Threats 

	Michaela is very skilled at teamwork, communication and problem-solving. She enjoys respect from her peers and often takes the initiative in group work.

	No experience in strategic decision-making and handling bigger teams. She needs to gain more exposure to conflict resolution and budget management (Phadermrod et al., 2019).

	Michaela will be well-positioned with her leadership skill development for any managerial positions in the other departments. The company plans to add to the administration team, hence the opportunity for growth.

	Without proper support for her development to leadership, Michaela can end up being incompetent and could even seem so wholly unprepared to face the future demands that, at best, find a voice in dissent or in the worst case, lead to total work disengagement (Phadermrod et al., 2019
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A sound performance management system will be applied to track Michaela’s progress toward her goals. This system will include:
Regular Check-ins: Michaela’s line manager will review her every month, checking whether she has made any progress and giving feedback on her development as a leader. Such a session would enable Michaela to raise her concerns and request extra support.
Progress Tracking: Michaela’s achievements will be tracked using SMART goals. At critical milestones, follow-up reviews on her leadership training, mentoring and project management will be conducted (Bjerke & Renger, 2017).
Ongoing Feedback: The 360-degree feedback will provide Michaela with continuous multi-perspective insights that guide and motivate her to stay on the right track and to make improvements (Fleenor, 2019).
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Continuous Personal Development is crucial to enhancing existing employees' skills by keeping them updated and ensuring competitiveness. For instance, Michaela should attend leadership seminars, read industry-related publications and participate in workshops to benefit her long-term career. CPD promotes innovation by encouraging employees to evolve new ideas while enhancing the malleability of the organisation (Sugrue & Mertkan, 2017). Secondly, productivity improves because workers will be empowered with the latest skills and knowledge, thus becoming influential in their workplaces. CPD also boosts job satisfaction since "employees feel that career progressions are visible, which leads to higher retention and organisational growth over time."

[bookmark: _Toc178183842][bookmark: _Toc178986712]Conflict Management

Unrealised expectations or an employee's aspiration not matching the development opportunities available could cause friction during the PDP process. For example, Michaela would get upset if she feels her journey toward leadership is not progressing as rapidly as she desires or if the options available for leadership do not promote her career goals.
Using the Stages of Conflict, Development would mitigate the following situation:
	No Conflict
	At the beginning of Michaela‘s PDP, there was an apparent congruence between her goals and the organisation’s support.


	Latent Conflict
	Michaela first starts to develop concerns about the pace of her development; however she has yet to voice them.


	Emergence
	It will be out in the open when Michaela feels that her development is slowing down or she finds feedback from her 360-degree review is overly critical (Fleenor, 2019).


	Escalation
	If addressed, Michaela may stay motivated and in the organisation.


	De-escalation and Settlement
	Michaela and her manager can work out the conflict through open communication and negotiation. Realistic expectations should be set and clear timelines should be provided to enable de-escalation. Additional support, such as extra mentoring or further training, may also help (Allwood & Ahlsén, 2015).








	
[bookmark: _Toc178986713]Conclusion 

This kind of development of the individual in an organisation would be the key to starting a learning culture which remains at the helm of long-term success. A learning organisation propels the advancement and adaptation process continuously, helping employees grow together with the company. This benefits the employees individually as it moves them toward their career goals and propels innovation, competitiveness and responsiveness to external challenges. When the workers continuously learn, the organisation becomes more agile in responding to the market's demands and new opportunities.
This would ensure that any personal development initiative will be successful. By making sure that individual goals are benchmarked with organisational objectives through clear communication, organisations avoid dissatisfaction and conflict and let their employees know how valuable they are. The selection of proper development tools, whether formal training, mentoring, or performance appraisals, helps organisations address short-term and long-term needs and sustain performance improvements.
Lastly, constant development ensures competition in today's fast-paced business world. Encouraging CPD ensures people within the organisations are alive to industry trends and technologies, allowing the company to adapt faster and be more innovative. In this transforming landscape, organisations that invest in the growth of their people achieve higher prospects of success and prosperity.
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