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Welcome to this case study analysis on personal development within the context of an individual's role at B&Q's Branston depot. This report aims to explore the potential benefits of personal development for both the organisation and individuals. It will also evaluate the available development vehicles within B&Q and generate a detailed Personal Development Plan (PDP) to address identified needs.
This analysis will utilise credible and available materials to support the findings and examine theories and models related to workforce development, such as performance management and personal development plans and feedback. We will apply critical thinking to propose suitable solutions, considering the limitations of concepts and theories. The objective of this work is not only to present a specific example but also to engage the reader in the field of personal development by using credible sources to support the findings. It will critically examine different development vehicles related to this specific area. 
To fully understand the concepts, we need to assess the benefits of personal development, evaluate development vehicles, and create a well-detailed Personal Development Plan for organisations or individuals.
With this objective in mind, we will now explore the institution itself and the potential benefits of personal development, evaluate development vehicles, and create a comprehensive Personal Development Plan that addresses the identified needs in the context of B&Q's Branston depot.
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Key facts and figures about workplace B&Q and Wincanton. 
B&Q is a well-known home improvement and garden retailer, part of the Kingfisher group. The Branston depot is one of the distribution centres operated by B&Q to manage their supply chain and ensure timely delivery of products to their stores. 

According to Wincanton’s website they highlight aspect of collaboration in business relation to B&Q business partner.


[image: A screenshot of a website
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(Figure 1 How Wincanton worked collaboratively to improve productivity at one of the UK’s largest semi-automated warehouses sourced from Wincanton website).

This report will describe the perspective of an individual employed at Wincanton, which serves as a subcontractor for B&Q, providing logistics and supply chain solutions to the company.
[image: ]
(Figure 2 Wincanton’s facts and figures sourced from www.wincanton.co.uk/who-we-are/at-a-glance/).

In this particular example, we are dealing with a working individuals employed by three partners: Wincanton, B&Q, and the company Kingfisher. These three separate elements collaborate cohesively to promote self-development within the workplace. Understanding the dynamics between these business partners is essential to comprehend the true situation at hand.
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Workplace relationships are essential for understanding how people work together in a job. They help achieve organisational goals and create a positive work environment. According to the book "Trust & Betrayal in the Workplace" by Reina, D.S. and Reina, M.L. (2015), trust is a crucial element in these relationships. When employees trust each other, they feel comfortable depending on their colleagues and have confidence in their abilities. This trust encourages collaboration, idea sharing, and learning from one another. It also boosts job satisfaction, productivity, and job enjoyment. Trust is particularly important for leaders, as it improves performance and strengthens relationships with their team.
On the other hand, when trust is broken, known as betrayal, it creates negative feelings and damages teamwork. Betrayal can harm productivity and collaboration, affecting the organisation's progress.
In conclusion, workplace relationships, especially trust, play a significant role in organisational success. Trust fosters effective communication, collaboration, and overall performance. Leaders should prioritise building trust and addressing any issues to create a positive and productive work environment. (Reina, D.S. & Reina, M.L., 2015).

By looking at other scholars, we can observe different focusing on another ingredient such as communication.
According to the book written by Fairhurst, G. T., Connaughton S. L. (2014) Leadership Communication, Theories of Organizational Communication, "The SAGE Handbook of Organizational Communication THIRD EDITION Advances in Theory, Research, and Methods".(Fairhurst, G. T 2014).

[image: A close-up of a document
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(Figure 3 The SAGE Handbook of Organizational Communication THIRD EDITION Advances in Theory, Research, and Methods (chapter 16) (Fairhurst, G. T 2014).

Leadership studies have changed to give more importance to communication and the influence of culture and social interactions. Now, leadership is seen as a complex process of sharing meaning and involves relationships between people and objects. It includes everyone in the organisation, not just leaders, and can change over time. This new understanding shows that everyone has a role in shaping leadership.
Workplace relationships matter for teamwork and achieving goals. Trust and communication are crucial. Also, showing respect, empathy, embracing diversity, resolving conflicts, and having strong leadership and mentorship are important components. 

When you work in a warehouse such as B&Q, getting along with your colleagues is really important for the company to do well. Trust is a big part of making sure people work together effectively, share ideas, and learn from each other. When there is trust, team members feel comfortable depending on each other, which makes them happier with their jobs, more productive, and they enjoy their work more. On the other hand, if trust is broken or people betray each other, it can really hurt teamwork and slow down the company's progress. That is why leaders should focus on building trust among team members, solving problems quickly, and making a positive work environment where everyone can communicate and work together. 
Studies on leadership highlight the importance of communication and inclusive leadership in warehouses. Leadership is now seen as a complex way of sharing ideas that include everyone in the organisation, going beyond traditional hierarchies. Good communication is vital in a warehouse to share information, coordinate tasks, and solve problems. Inclusive leadership encourages all employees to contribute their ideas and skills, leading to better decision-making. B&Q's warehouse management can create a positive work environment by promoting respect, empathy, diversity, conflict resolution, and strong leadership and mentorship, which will make employees happier and more productive.

[bookmark: _Toc139975561][bookmark: _Toc140934407][bookmark: _Toc140934428][bookmark: _Toc141300671]Benefits of Personal Development in Organisation overview 

Personal development programs in organisations offer many advantages for both the company and its employees. When companies invest in personal growth, they get a more skilled and engaged workforce, leading to better performance. These programs also provide employees with opportunities to improve their skills, advance in their careers, and feel happier in their jobs. It is like finding common ground between the company and its employees, and it starts with their first interaction. When people understand how personal development works, they can actively shape their own growth. At the same time, companies can create a supportive environment that encourages this development.
The book of "Organizational Membership: Personal Development in the Workplace" written by Howell B. S. explains how this process is like a negotiation between employees and the organisation. This early interaction sets the foundation for personal development within the company. By aligning personal growth with the organisation's goals, both individuals and the company benefit from improved outcomes. (Howell, B. S. December 1990).
[bookmark: _Toc141300672]Benefits of Personal Development in Individual overview 

Morris J. discusses the benefits of personal development in their article. The author mentions improved self-awareness, a clear sense of direction, enhanced career prospects, better management of weaknesses, and the amplification of strengths as benefits of personal development. According to the author, it provides motivation, resilience, and focus, and helps maintain a healthy work-life balance. Additionally, personal development allows the individual to set meaningful goals and fosters fulfilling workplace relationships through improved interpersonal skills. Overall, putting effort into personal development can greatly influence your career growth and overall well-being. (Morris, J. 2023).
Rosser J. names eleven benefits of personal development from the individuals’ perspective in their article. According to the author, it provides clarity by helping the individual identify their ambitions and the necessary steps to achieve them, empowering them to take control of their own destiny. With resilience and adaptability, they can effectively handle setbacks and stay focused on their long-term goals. Boosted self-confidence enables them to become a skilled goal-setter and nurture meaningful relationships. The plan keeps the individual motivated, ensures a better work-life balance, and encourages continuous learning. (Rosser, J. 2022).
O’Neil, S.L and Chapman, E.N. write about using the Mutual Reward Theory for personal development in their book of ‘’Your Attitude Is Showing: A Primer of Human Relations, Tenth Edition’’. The authors explain that using this theory means finding a fair balance of rewards between people, which keeps them engaged and motivated. When companies invest in their employees' growth, it creates a positive atmosphere that benefits everyone. As employees contribute to the company's success, they receive recognition, chances to move up, and feel happier in their jobs. This leads to strong and lasting working relationships. (O’Neil, S.L, Chapman, E.N.)
Personal development in warehouse work at B&Q benefits both the individual and the organisation in several ways. For the individual, personal development provides opportunities to learn and acquire new skills, making them more competent and versatile in their role. This can lead to personal growth, increased self-awareness, and a clearer sense of direction in their career. As they become more skilled and confident, it can boost their motivation, job satisfaction, and overall well-being. Personal development also enables them to handle challenges and setbacks more effectively, improving their resilience and adaptability.
On the other hand, the organisation benefits from the personal development of its warehouse workers by having a more skilled and engaged workforce. When employees continuously improve their abilities, it enhances their performance and efficiency, ultimately contributing to the company's success. Personal development programs can align individual growth with the organisation's goals, leading to improved outcomes and productivity. Furthermore, when there is a culture of personal development, it can create a positive and encouraging work atmosphere. Employees will feel appreciated and driven to perform their best in their jobs.
Overall, personal development at warehouse work in B&Q creates a mutually rewording situation, benefiting both the individual and the organisation. 
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This report delves into Wincanton’s vision and it is clearly stated that the company contributes to personal development:
“At Wincanton we provide training resources and career development programmes that are designed to help colleagues develop skills and knowledge for current and future roles.
Our fantastic teams are the reason for our success and are crucial to our business. We invest in talent and development to help enable our people to fulfil their potential and help them enjoy full and rewarding careers with Wincanton.”
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(Figure 5 Wincanton warehouse career path, sourced from https://career-journey.co.uk/).
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(Figure 6 Wincanton’s developing careers sourced from https://www.wincanton.co.uk/careers/developing-people-careers/ ).

[bookmark: _Toc139975563]To determine the most suitable development vehicle, it is crucial to evaluate its appropriateness based on the individual's situation. Three key development vehicles have been identified for consideration: performance management, training and development, and feedback. Highlighting the importance of performance management, training and development, and feedback as essential development vehicles for personal growth and improvement. The article "Performance management systems: A conceptual model" by Jane Broadbent and Richard Laughlin provides valuable insights as talks about a conceptual model and it presents components connected to the individual case. (Broadbent, J., Laughlin, R. 2009).
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(Figure 7 PMS model sourced from https://www.valamis.com/hub/performance-management-cycle).
Moreover, in the 1950s, scholar W. Edwards Deming proposed the PDCA cycle to improve business processes by analysing and measuring variations affecting customer requirements. This cycle involves planning, implementing, checking, and acting for continuous enhancement. PDCA cycle is still useful in modern companies to improve overall performance.( Arveson, P. 1998).
Companies can choose different improvement methods to fit their needs, but the main aim is always to improve and get better.
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According to the information from Wincanton plc and their code of conduct which explain their aims we can see the following: 
The company's statements support the principles and parts of the performance management cycle. They focus on giving fair rewards based on individual efforts, setting and evaluating goals, having regular reviews and feedback, investing in education and skill development, and involving employees in the performance management process. These statements demonstrate that the company follows the key steps of the performance management cycle, including setting goals, monitoring progress, conducting reviews, and providing rewards.
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Performance management helps individuals understand areas of improvement and focus on boosting job performance and also improves job performance and boosts employee engagement through providing ongoing feedback, setting performance and development goals, and recognising employees' efforts, while also fostering trust and a sense of autonomy in the workplace. (Mone, E., Eisinger, C., Guggenheim, K. 2011).
Performance management will be vital for B&Q warehouse workers. It will provide ongoing feedback, set clear goals, recognise efforts, and foster trust and autonomy. This enhances job performance and boosts employee engagement. According to an article Performance Management at the Wheel: Driving Employee Engagement in Organizations it should lead to a more productive and motivated workforce.
Training and development programs expand skills and knowledge, opening doors to new opportunities. Training and development programs are crucial for companies seeking to stay competitive. They expand employees' skills and knowledge, opening doors to new opportunities. As the training industry grows, companies invest more in their workforce, recognising the significant returns on investment. To keep up with rapidly changing technology, specialised training is essential. Ultimately, these programs benefit both employees and the company's success. (Raza, I.,2015).

Training can be short-term and focus on technical skills or long-term and involve more conceptual knowledge for managers. The main goal is to improve employees' effectiveness and productivity, ensuring they can succeed in their roles and contribute to the organisation's success. (Sangurde, B.R. 2019).
B&Q and Wincanton value training and development programs for expanding employees' skills, creating new opportunities, and staying competitive. They invest in their workforce, recognise the significant returns, and emphasise specialised training to keep up with technology. These programs benefit both employees and the company's success.
Feedback plays a vital role in personal growth as it highlights an individual's strengths and areas for improvement. By involving supervisors, peers, subordinates, and customers in the feedback process, individuals gain valuable insights into their performance and areas that need development. This comprehensive feedback allows them to identify their strong points and leverage them while also recognising areas where they can grow. As a result, individuals experience personal growth, improve their performance, and become more motivated to excel. The report's objective is to showcase how feedback serves as a powerful tool, empowering individuals to enhance their skills, achieve better results, and ultimately increase their motivation to succeed. (Garavan, T. N., Morley, M., Flynn, M. 1997). 
B&Q workers can also benefit from the 360-degree feedback process, as it allows them to receive input from various stakeholders, including supervisors, colleagues, customers, and team members. This feedback can help B&Q workers identify their strengths, areas for improvement, and areas where they can contribute more effectively, leading to personal growth and enhanced performance within the company.
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To choose the best way to develop, we need to understand the person's current job situation and the specific problems they face. In this case, we are looking at the B&Q warehouse staff and their needs for growth. By understanding why they need to develop, the company can pick the right tools to help them overcome challenges and achieve their goals.
In this case, the individual's thoughts and perspectives were carefully considered, which led to the identification of several challenges and aspirations.

Limited job responsibilities: The individual spends most of their time on a single task that they do not enjoy. Despite requesting a transfer to a different role, they have not seen any positive changes.

Seeking new opportunities: The individual is happy to explore new possibilities and expand their skills, particularly in office-related work. They prefer starting with a less demanding position that allows for gradual growth.

Aspiring to a leadership role: The individual dreams of managing a team and showcasing their leadership abilities, with others reporting to them.

Boost morale by treating everyone equally: The worker perceives that career advancement at this workplace is not based on merit but rather influenced by personal connections and friendships, preventing individuals from within the group from accessing such opportunities.

Struggle with work-life balance: It makes it harder for the individual to grow and find new opportunities. New shift patterns and reduced working hours can be a solution for this need.

To address these identified needs, three development approaches have been evaluated: performance management, training and development, and feedback. Each approach offers unique advantages that can address the individual's challenges and assist them in making progress toward their goals. Additionally, these approaches can contribute to increased motivation and engagement. 


[bookmark: _Toc141300675]Personal Development Plan for a B&Q Employee

Tracy B. describes the purpose of the personal development plan in their article as to become a better version of ourselves. According to the author when we control our experiences and work towards our goals, good things can happen. It can lead to more opportunities, better jobs, and happier life. Personal development helps us make better choices and brings positivity into our lives. By focusing on our growth, we can achieve success and improve our lives. (Tracy, B. 2019).
[image: ]
By following this plan, the person aims to get better at their job, achieve their career goals, and ensure they have a good balance between work and personal life. The plan includes steps to set clear objectives, expand their skills, utilise their strengths, and seek support and guidance from mentors and colleagues. With regular review and adjustments, the individual can keep track of their process.
The Personal Development Plan (PDP) connects individual goals with the company's vision. It focuses on teamwork and supports personal growth through training. The PDP addresses specific needs, sets clear career objectives, and seeks feedback. It helps individuals progress in their personal development journey and is linked to the Training and Development vehicle. This emphasises the importance of training programs for personal growth and improvement. Additionally, it highlights the company's commitment to employee development and creating a supportive work environment.
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When the company follows these suggestions, it can bring positive changes for both the company and its employees.

For the Company:

· Better Performance: Giving regular feedback and recognition can make employees more motivated and productive, which helps the company perform better.

· Happy Employees Stay Longer: When the company provides clear career paths and reviews employee performance regularly, people feel valued and are more likely to stay in their jobs.

· Efficient Workforce: Offering different training programs can make employees more skilled and efficient in their jobs.

· Positive Work Environment: Flexible work schedules and equal job opportunities create a friendly and fair work atmosphere, making employees happier.

For the Individuals:

· Personal Growth: Regular feedback and training help employees grow in their careers and improve personally.

· Balance between Work and Life: Employees can manage their work and personal life better with the help of flexible work schedules.

· Fair Opportunities: Promoting based on merit means recognising employees for their skills and hard work, not just because of friendships.

· Support for Development: Helping employees create Personal Development Plans (PDP) gives them the guidance they need to achieve their goals.

By following these suggestions, the company can create a supportive and enjoyable work environment, where employees feel motivated and empowered to do their best. This leads to happier employees, better performance, and overall success for both the company and its employees.
[bookmark: _Toc141300677]
Conclusion

This case study highlights the benefits of personal development for both B&Q and its employees. By exploring various development options and creating a Personal Development Plan (PDP), the study emphasises the importance of trust, communication, and continuous growth in fostering a positive work environment. Prioritising employee development and implementing suggested strategies can lead to a skilled and motivated workforce, ultimately contributing to B&Q's success. Embracing personal development benefits both individuals and the organisation in the long term.
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	DEVELOPMENT AREA
	GOALS
	ACTION STEPS
	SUPPORT NEEDED
	TIMELINE

	CAREER GROWTH AND SKILL IMPROVEMENT 
	LEARN MORE OFFICE TASKS AND SKILLS
	· TELL YOUR BOSS AND HR THAT YOU WANT TO WORK IN AN OFFICE .
· HELP THE OFFICE TEAM WITH ADMIN WORK.
JOIN TRAINING COURSES FOR OFFICE SOFTWARE .
	APPROVAL FROM SUPERVISOR.
HR SUPPORT FOR TRAINING 
	6 MONTHS

	
	GET BETTER AT OFFICE SOFTWARE. 
	· TAKE COURSE FOR MICROSOFT OFFICE (WORD, EXCEL, POWER POINT).
· PRACTISE USING OFFICE SOFTWARE.
ASK EXPERIENCED COLLEAGUES FOR ADVICE. 
	HR SUPPORT FOR WORKSHOP
	ONGOING


	LEADERSHIP GOALS 
	PREPERE FOR A LEADERSHIP ROLE AND GET FEEDBACK
	· ASK BOSSES AND COLLEAGUES FOR FEEDBACK ON YOUR LEADERSHIP.
THINK ABOUT YOUR LEADERSHIP SKILLS.
	HR SUPPORT FOR LEADERSHIP PROGRAMS
	12 MOTHS  

	
	ATTEND LEADERSHIP DEVELOPMENT PROGRAMS. 
	· SIGNUP FOR LEADERSHIP COURSES AND WORKSHOPS.
LEAD SMALL TEAM PROJECTS. LEARN FRON SUCESSFUL LEADERS AT WORK.
	
	

	USING YOUR STRENGHTS
	FIND AND USE YOUR PERSONAL STRENGTHS. 
	· GET FEEDBACK FROM COLLEAGUES AND LEADERS ON YOUR STRENGTHS.
THINK ABOUT WHAT YOU ARE GOOD AT AND ENJOY. 
	HR SUPPORT FOR WORKSHOPS
	ONGOING

	
	ATTEND WORKSHOPS TO ENHANCE AND APPLY YOUR STRENGHTS. 
	ATTEND WORSHOPS THAT MATCH YOUR STRENGHTS. USE THAT STRENGHTS IN YOUR DAILY WORK.
	
	

	WELL- BEING AND WORK -LIFE BALANCE
	MAINTAIN A HEALTHLY WORK-LIFE BALANCE AND SET BOUNDRIES 
	· CREATE A DAILY SELF-CARE ROUTINE WITH RELAXATION, EXCERSISE, AND HOBBIES.
SET CLEAR BOUNDARIES FOR WORK AND PERSONAL TIME.
	SUPPORT FROM FAMILY AND FRIENDS 
	ONGOING 

	COACHING AND MENTORING SUPPORT
	GET COACHING OR MENTORING HELP AND REGULAR MEETINGS.
	· ASK ABOUT COACHING AND MENTORING PROGRAMS AT WORK.
FIND A MENTOR OR GET ADVICE FROM EXPERIENCED COLLEAGUES. 
	SUPPORT FROM SUPERVISORS
	ONGOING

	
	HAVE REGULAR MEETINGS WITH YOUR MENTOR OR COACH TO TRACK PROGRESS.
	· SCHEDULE REGULAR MEETINGS WITH YOUR MENTOR OR COACH.
PREPARE SPECIFIC QUESTIONS OR TOPICS FOR EACH MEETING.
	
	





[bookmark: _Toc141300681]Indications for the company (Based on personal observation)

	GET REGULAR FEEDBACK
	Employees should have frequent meetings with their managers to talk about their performance and career goals.

	CLEAR CAREER PATHS
	The company should share information about different career options through posters, emails, and letters, so employees know what opportunities are available.

	MORE PERFORMANCE REVIEWS
	Employees should have reviews more often, like every six months, to see how they can improve and grow in their roles.

	TRAINING CHOICES 
	The company should offer various training programs to help employees learn new skills and be better at their jobs

	FLEXIBLE SHIFTS
	Giving employees options for flexible work schedules can help them balance work and personal life.

	FAIR JOB OPPORTUNITIESS
	All employees should have an equal chance for job promotions based on their abilities, not just because of personal connections.

	SUPPORT PERSONAL DEVELOPMENT PLANSCHECK EMPLOYEE SATISFACTION
	Managers should help employees make plans for their personal growth, and Human Resources can also provide assistance.

	PROMOTE BASED ON MERIT 
	Job promotions should be given to those who deserve it because of their skills and hard work, not just because of friendships.

	CHECK EMPLOYEE SATISFACTION 
	The company should regularly ask employees how they feel about their job to make improvements.





[bookmark: _Toc140934411][bookmark: _Toc140934432][bookmark: _Toc141300682]Recommendations

In the case of the B&Q working individual, the company should look closer to the individual’s needs and take several steps to support the worker's development.

Performance management: The company should set specific goals and objectives for the worker to achieve. They should regularly check the worker's progress and provide feedback on how they are doing. This helps the worker understand what they need to focus on and improve in their job.
For example, if the worker spends most of their time on a single task they do not enjoy, the company may assign new responsibilities and monitor the performance to ensure they are growing and taking on more diverse tasks.

Training and development: The company might offer training programs to help the worker expand their skills and knowledge. This could include workshops or courses related to office work, such as computer skills or administrative tasks. By participating in these programs, the worker can gain new abilities and explore different opportunities within the company.
For instance, if the worker wants to start in an office role but feels a lack of the necessary skills, the company may provide training on office software and procedures, gradually preparing them for a transition to that type of role.

Feedback: The company should provide regular feedback to the worker, highlighting their strengths and areas for improvement. This feedback can come from their supervisor, colleagues, or even customers. It will help the worker understand how they are doing and what they can do to enhance their performance.
For example, if the worker aspires to be a team leader, the company may give them feedback on their leadership potential and offer guidance on how to develop those skills. They may also involve the worker in team projects to gain practical experience.

By implementing these development strategies, the company aims to support the worker's growth and help them progress toward their goals. The worker will receive guidance, training, and feedback to improve their performance, gain new skills, and explore opportunities within the company. This way, they can develop both personally and professionally, contributing to their job satisfaction and long-term success.
[bookmark: _Toc140934412][bookmark: _Toc140934433]Based on what employees shared, there are some things the company can do to make work better for everyone. People want to feel appreciated, so more recognition for their efforts would be great. They also need clearer information about how to grow in their careers, which could be shared through simple posters, emails, or letters.
[bookmark: _Toc140934413][bookmark: _Toc140934434]Training is essential, but it should not be given only when the company needs something done. Regular training opportunities would help employees improve their skills. Feedback is valuable, and employees want it more often, not just once a year.
[bookmark: _Toc140934414][bookmark: _Toc140934435]Having different shift options would be helpful so that employees can choose what suits them best. Other companies get extra staff when needed, and it would be fair if we had the same chance.
[bookmark: _Toc140934415][bookmark: _Toc140934436]Personal Development Plans (PDPs) are important, but employees are not sure if managers will support them fully. HR could step in to offer more help.
[bookmark: _Toc140934416][bookmark: _Toc140934437]Finally, higher-level promotions should not be based on favouritism. Fairness is crucial, and promotions should be given based on skills and performance, not just personal connections.

[bookmark: _Toc140934417][bookmark: _Toc140934438]To make things better, the company can take action on these points. Show appreciation, share clear career information, offer more training and feedback, provide flexible shifts, support employees in their development, and ensure promotions are fair and based on merit. These changes will create a happier and more supportive work environment for everyone.
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(Wincanton’s apprenticeship programmes sourced from  https://www.wincanton.co.uk/careers/developing-people-careers/).
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,» However, since the last Handbook review, communication has played an increasingly
central role in leadership studies due in no small measure to the emergence of a social and
cultural lens-focusing on how culture and social interac- tion impact leadership-appearing
alongside (the strong inner motor of) an individual and cogni- tive lens (Fairhurst, 2007a). As
a result, organiza- tional communication scholars are conceiving of leadership
communication more complexly, for example, as an act of transmission and negotiated
meaning. This, in turn, is moving communication scholars toward a more dialectical view of
leader- ship: to see it as an individually informed yet relational phenomenon between people
and even objects, to see leadership as a medium by which collectives mobilize to act but
also as a highly desired (attributional) outcome of this interac- tion, and finally, to see
leadership as definitionally unstable-across time, between people, and even among scholars
and yet oddly enduring. Turn to any recorded history to find that leadership is a concept for
the ages. Unsurprisingly, with this new research complexity, the focus isn't just on leaders,
but all actors (formal or informal leaders, followers, or other stakeholders) who can be
transformative agents-and, as we will see, recep- tors of meaning and disciplined products of
a leadership culture.”
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Developing careers

It is important for us to support and enable our colleagues to explore all
the opportunities available to develop and grow their career at
Wincanton. Our “Career pathways and development guide” provides
access to career management tools as well as an understanding of the
wealth of wider career options available.
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By Paul Arveson

W. Edwards Deming in the 1950's proposed that business processes should be analyzed and measured to identify
sources of variations that cause products to deviate from customer requirements. He recommended that business
processes be placed in a continuous feedback loop so that managers can identify and change the parts of the process
that need improvements. As a teacher. Deming created a (rather oversimplified) diagram to illustrate this continuous
process, commonly known as the PDCA cycle for Plan, Do, Check. Act':

« PLAN: Design or revise business process components to improve results
« DO: Implement the plan and measure its performance
« CHECK: Assess the measurements and report the results to decision makers

« ACT: Decide on changes needed to improve the process

Deming's PDCA cycle can be illustrated as follows:
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(Figure 8. Deming’s PDCA cycle sourced from BALANCED SCORECARD INTYTUTE)
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HOW WE WORK TOGETHER Wincanton

3.5 Performance and reward

« We aim to reward our colleagues fairly and consider .
individual contributions to the performance of the You must:

business + Perform your job to the best of your ability,
* We set and assess objectives and performance responding to feedback constructively and
goals fairly and consistently participating fully in the company performance
management process

+ We regularly review the work of our colleagues and
provide constructive performance feedback * Asamanager, evaluate the performance of
your team Fairly, objectively and consistently,

+ Weinvestin the education, training and skills Droviding regular specifc, foedback

development of our colleagues to improve the

capability and capacity of our business. + Asamanager, actively recognise excellence and
address under-performance, supporting and
promoting the development of your team.

16 | Our Code of Conduct | vF.1
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HOW WE WORK TOGETHER Wincanton

3.5 Performance and reward

« We aim to reward our colleagues fairly and consider .
individual contributions to the performance of the You must:

business. « Perform your job to the best of your ability,
* We set and assess objectives and performance responding to feedback constructively and
goals fairly and consistently participating fully in the company performance
management process

+ We regularly review the work of our colleagues and
provide constructive performance feedback + As amanager, evaluate the performance of
your team Fairly, objectively and consistently,

+ Weinvestin the education, training and skills Droviding regular specifc, foedback

development of our colleagues to improve the

capability and capacity of our business. + Asamanager, actively recognise excellence and
address under-performance, supporting and
promoting the development of your team.

16 | Our Code of Conduct | vF.1
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Development programmes

We are passionate about developing our people and providing
opportunities for existing and potential colleagues to develop

their careers with us whether through ongoing training, learning and
development or fast track talent programmes.

We offer range of development programmes tailored to colleagues’
individual career paths and we develop and equip them with the skills
they need to perform their roles, covering everything from health and
safety, driver training and warehouse skills to leadership programmes
and professional qualifications.
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Apprenticeship programmes

Wincanton has an apprenticeship portfolio of over 70 programmes, in
areas of Driving and Traffic Office, IT, Support and specialist functions,
Fleet Management, Supervisory and Management, and Warehouse.
Apprenticeships are open to all employees of all ages and levels of
experience, enabling them to develop new skills in areas where they have
no prior qualifications. Training can last anywhere from 1-4 years,
depending on the type and level of programme and we offer
programmes at entry level up to Masters degree.
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This ‘wheel within a wheel describes the relationship between strategic management and business unit management in a
large company. There are actually several separate business units, of course. each with its own set of metrics, goals.
targets and initiatives. But this figure illustrates the idea that the business activities constitute the DO part of the overall
strategic effort.

* Note: The PDCA cycle was in fact originally developed by Walter A, Shewhart. a Bell Laboratories scientist who was
Demingss friend and mentor. and the developer of Statistical Process Control (SPC) in the late 1920s. So sometimes this is
referred to as the “Shewhart Cycle”. There are also several recent variations on this concept. See The Man Who
Discovered Quality by A. Gabor. Penguin Books, 1990.

©1998 Paul Arveson
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“Feedback to the Future”: Advancing Motivational and Emotional
Perspectives in Feedback Research

Carlton J. Fong' and Diane L. Schallert®

ITexas State University
University of Texas at Austin

Abstract:

When a learner receives feedback, important motivational and emotional processes are triggered that control whether and how
the learner re-engages in a learning activity and successfully adjusts in response to what the feedback suggests. We aim to
highlight how motivation and emotion processes influence feedback effectiveness, and how our theoretical understanding of
the feedback process depends on appreciating the affective precursors, concomitants, and consequences of feedback. To query
the literature, interrogate theories of academic motivation and emotion, and identify central motivational and emotional factors
associated with feedback, we use a five-question framework: What does the feedback mean to me? How do I feel about the
feedback? Can I improve from the feedback? Do I want to improve from the feedback? Am I supported by others or by the
context in dealing with feedback? A conceptual review of empirically grounded and theory-driven interpretations accompanies
each question to inform practice and research.
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Wincanton and B&Q worked In close collaboration to deliver a solution
which has transformed small item pick productivity at one of the UK's
largest semi-automated warehouses.

BaQ

B&Q is the UK’s leading home improvement and garden living retailer, offering 40,000
products across more than 300 stores and a total of 340,000 products on diy.com. B&Q is
part of Kingfisher plc, the international home improvement company with 1,100 stores in 10
countries across Europe.

Wincanton and B&Q have worked collaboratively and grown together since 2015. This wide-
reaching partnership sees Wincanton manage four national distribution centres and nine
omnichannel distribution centres (NDC) on behalf of B&Q. Wincanton is also responsible for
two-person home delivery for Kitchen, Bedroom and Bathroom products direct to B&Q
customers across Great Britain.
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