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The aim of the following essay is to provide a critical analysis of the potential benefits to the UK Civil Service and the individual of personally developing individuals in the workplace. To do this, I explore the recruitment policy of the UK Civil Service as well as look at the main goals and focus of the company. I further explore the types of individuals the organisation attracts; in particular I observe the focus, aspirations and talent base of these individuals. In addition, I study the kinds of career aspirations these employees and individuals have. While also examine the organisational structure the company has so I can address whether the organisation supports or hinders personal development of individuals within the workplace. The essay also critically examines and evaluates development vehicles available to the Civil Service and explains the extent to which I think they are appropriate in meeting the development needs of the individual. For instance, it is important to look at the types of training and mentorship programmes they offer to their employees. I will also explore whether they have apprenticeships available and if so for whom and how it can benefit individuals long-term. For example, if an individual was to complete an apprenticeship, would there be scope for a permanent position or progression. Lastly, the essay develops a plan to meet the identified development needs and expectations of an individual. The Personal Development Plan allows organisations as well as individuals to assess progress, satisfaction and success within the company. It also reflects the goals, aspirations and interests of the individual. Whilst addressing the above matters, I will draw upon several motivational theories which would help me explain the structure and culture of the organisation as well as the behaviour and development of individuals. Motivational theories are important in understanding the role of an organisation and the plans it puts in place to encourage and motivate its employees for success within the workplace. For instance, the Herzberg theory “emphasises that while salary is enough to avoid dissatisfaction, it is not necessarily enough to propel employees to increase their productivity and achievement” (Mishra, 2017: p151). Whereas, Maslow’s hierarchy of needs theory argues “that humans have five levels of needs and act to satisfy their unmet needs” (Gitman and McDaniel, 2007: p310). According to Maslow, humans fulfil their needs in order of necessity and therefore, they strive to fulfil their basic (also known as bottom tier) needs before their more intangible needs (also known as upper tier). While, McClelland’s theory of needs “contends that individuals are motivated by three basic drivers: achievement, affiliation, and power” (Royle and Hall, 2012: p25). 


The recruitment policy of the UK Civil Service
The UK Civil Service possesses a comprehensive recruitment and selection policy and it needs to abide by the Recruitment Principles set by the Civil Service Commission. This is to ensure that the recruitment and selection process is “on merit on the basis of fair and open competition” (Civil Service Commission, 2018). The legal requirement involves all three elements to be met: merit, fair and open competition. Merit refers to having the correct skills, knowledge and expertise which would allow the individual to fulfil the role to the best as they can (ibid). Thus, the person selected and appointed for the role should demonstrate their merit in being able to meet the person specification and job description required for the position. Fair suggests that all candidates should be treated equally and no candidate should be a subject to partiality. This also means to ensure that candidates with any form of disability should have the same access and treatment as other candidates. Thus, the selection process should be consistent and objective, allowing all candidates to attempt all sections of the recruitment and selection process. The element of open competition means that the job vacancy / recruitment opportunity should be advertised publicly, ensuring it is accessible to all. The recruitment policy and the principles expect Civil Service to disclose all relevant information relating to the vacant role, its requirements (person specification and job description), and the whole selection process. Open competition also means that individuals cannot be barred from applying and all potential candidates must be allowed to apply if they wish to do so. The general recruitment policy for Civil Service is that the candidate must complete an online application form where he/she confirms that they meet the requirements of the role by providing basic personal information as well as details of one’s job history. Then, those who meet the requirements are invited for the second part of the recruitment and selection process; whereby, candidates are asked to sit an online test. This allows the recruiting team to see the candidates’ ability and aptitude in certain situations. It also allows them to note one’s strengths and weaknesses and make a judgement whether the individual should be successful to the next round of the selection process. Upon completing the online test, the candidates that best meet the criteria and have scored a good mark on the test are invited to continue with the recruitment process. The next stage often involves an interview, which may require the candidate to do a presentation, a situational judgement test or an assessment centre (Civil Service, n.d.). Once this stage is complete, candidates are told that the Civil Service will be in touch with an outcome after they have reviewed all stages of the recruitment and selection process. The Civil Service also offer reasonable adjustments which means that they are willing to provide extra time during tests, make information available on accessible formats (e.g. Braille), or provide further training to support an individual. These changes ensure that candidates with disability are supported during the recruitment and selection process and that they are not left at a disadvantage due to their disability or medical condition. 
The main goals and focus of the UK Civil Service
	The Civil Service is made up of various departments, professions and specialist agencies (Civil Service, n.d.). Therefore, the Civil Service has several main goals and focus depending on the specialty and service the department offers. However, its central aim is to “help the government of the day develop and implement its policies as effectively as possible” (Gov.UK, n.d.). The Civil servants work to “support the elected Government, providing advice to help shape its policies and ensuring seamless and practical implementation in line with those policies” (Civil Service Values, 2012: p1). The duties often consist of practical and administrative work of the government. Unlike other organisations and businesses, it does not focus too much on profits. Instead, it strives to gain public trust and in order to do this it ensures that it continues “to work more collaboratively, to be more innovative, to deliver more for less – building high-quality services around the needs of users at a lower cost” (Freeguard, 2016). Although the Civil Service’s main focus is not profits, it still ensures that the elected Government are not at a loss while implementing policies. The Civil Service works to deliver the best possible public services without disturbing the finances of the government. 
The Civil Service Workforce Plan
	Like other businesses and organisations, the Civil Service also has a business model known as the Civil Service Workforce Plan. The Civil Service Workforce Plan sets out its successes and achievements where it delivered and fulfilled its core responsibilities, identifies new challenges and areas that it will have to work on and improve, as well as how it can continue to build on its service and deliver the commitments made to the government and the public. As Secretary of State for Health and Social Care, Matt Hancock, states “the Civil Service has a mission to support, secure and improve the nation it serves” (Civil Service Workforce Plan, 2016: p1). Hence, the Workforce Plan outlines what the Civil servants need to do to fulfil their mission and provide “the mechanisms to react flexibly to national priorities” (ibid, p2). The Workforce Plan discusses three broad priorities: “1) improving the commercial capability of the Civil Service, 2) ensuring that the Civil Service is world leading in terms of digital transformation, 3) improving the diversity and inclusiveness of the Civil Service” (ibid, p5). It further identifies five areas which need attention as building on these areas would allow the Civil Service to support the delivery of the above priorities. As a result, the Workforce Plan draws upon each area, clearly outlining ‘Where we are now’, and ‘We have more to do’, and ‘What we will need in future’. This allows the members of the Civil Service to assess what they have done so far, what they will need to do in the next few months and what they are aiming for long-term. Also, towards the end of each area of development, the Workforce Plan has a table with its action plan which discusses the action they will take, how they will deliver the action and when they aim to do this by. The action plan in the form of a table is useful as it helps the Civil servants know what needs to be done, how it needs to be done and by when it should be done. It also means that they will make fewer mistakes at work and overall it would boost productivity. 
Civil Servants – focus, aspirations and talent base
The Civil Service attracts a wide range of individuals who all possess different skills, knowledge and experience. The Civil Service strives to attract and retain “people of talent and experience from a range of sectors and all walks of life” (Civil Service Workforce Plan, 2016: p8). It believes that it is a place where the UK’s most talented people would like to work and therefore, they enjoy bringing unique skills and expertise that would allow the “government to tackle the hardest national problems” (ibid). The Civil Service is also always working to create more opportunities to allow individuals to either progress within their career or change their career. The Herzberg theory may seem relevant here as it could be argued that offering a range of options and opportunities within the Civil Service would boost employee satisfaction and increase productivity and achievement. By building opportunities and allowing employees with the option to progress means that the civil servants are able to learn and work in different areas and departments. This would allow them to gain and further develop the skills they possess which could possibly benefit them whilst they work in other departments and sectors. This supports the Herzberg theory that “behaviour and performance leads to satisfaction and positive attitudes” (Herzberg et al, 1993: pxv). Also, by giving employees’ responsibility and recognising the good work they produce would propel them to utilise their skills further, as well as increase job satisfaction. The Civil Service also invites “people from different sectors of the economy, and walks of life, [as that would] ensure that [they] have best practices from all sectors and [are able to] improve the quality of services delivered to the public” (ibid). Thus, it could be noted that the Civil Service search for individuals who are able to demonstrate passion, experience, knowledge, individuality and strong work ethics. 

Civil Servants – career aspirations
The employees at the Civil Service have different career aspirations and therefore, their reason to work for the Civil Service also varies. However, as the Civil Service is made up of different departments and agencies, it is able to support the aspirations of its employees. As the Civil Service writes “whatever your passion – from the environment to international development, there’s a department or agency to match” (Civil Service, n.d.). Working for the Civil Service allows individuals to explore new things and grab opportunities that one would not have considered before. It also pushes employees to reach their full potential and ensure they are making use of the resources available to them. According to the Diversity and Inclusion Adviser, Jo-Ann Moran, the Civil Service allowed her to work her way up and she believes it is a place with endless potential. She was able to experience “a varied career offering exciting opportunities” (ibid) which drove her to realise her career aspirations. Drawing upon Maslow’s hierarchy of needs theory, it may be argued that the Civil Service continues to motivate and push its employees to achieve better for themselves. The employees are encouraged to fulfil their five levels of needs so they can reach the final stage where they are able to reach their highest potential and become what they have always aspired to be. Moran is a prime example of how the fourth and final level in Maslow’s hierarchy of needs (esteem and self-actualisation) has acted as a source of encouragement and motivation, allowing her to embrace so many opportunities.  Also, as the Civil Service is always changing, it looks for new ways to support employees with their personal growth as well as career development. By encouraging its employees to work efficiently and adapt to constant changes, it prepares them for challenging situations where they are able to demonstrate their flexibility. Having the choice to work across various departments, agencies and professions enables individuals to truly understand what they enjoy and embrace their strengths and weaknesses. This further pushes individuals to work towards their career aspirations.
The organisational structure of the Civil Service
	The organisational structure of the UK Civil Service is as follows:
At the top of the organisational structure sits the Head of the Civil Service who is also the Cabinet Secretary and National Security Adviser. Then, sits the Chief Operating Officer who supports the Head of the Civil Service manage the Civil servants, secretaries and the administrative team. For each department, they have a Permanent Secretary > Second Permanent Secretary – Director General > Director > Deputy Director. Ranking below them is the Senior Executive Officer and Higher Executive Officer for each department. Then it is the Executive Officer > Administrative Officer > Administrative Assistant for each department. 

Civil Service Training Programmes
	One of the training programmes available at the Civil Service is Civil Service e-Learning which provides individuals with online resources and classroom courses that would support individuals with their career within the Civil Service. This is to help Civil servants build skills and competencies whilst also ensuring that they “have the tools and skills they need to provide public services more effectively and can be deployed across all departments” (Gov.UK, n.d.). The Civil Service also offer job shadowing, on-the-job learning and formal training courses which Civil servants are able to take advantage of to further develop their skills and knowledge. As a way of supporting its employees, the Civil Service allows its staff to take 5 days of study leave each year which lets them work on their learning and development so they can perform better within their field of work. 
	Another training programme available at the Civil Service is the Leadership Academy which offers three core programmes for the Senior Civil Service (Gov.UK, n.d.). These programmes help senior members of the Civil Service to gain and develop their leadership skills within the Civil Service. The programmes encourage the senior member to work alongside other participants who share the same vision and passion. Thus, they are forced to work under challenging situations, pushing them to grow as leaders. Whilst working with people from different areas, it allows all participants to share their knowledge, experiences and expertise as well as learn from each other’s unique role and environment. It demonstrates to the participants that each department is different and as leaders they will be expected to be flexible and adapt to change. The programmes under Leadership Academy all have a curriculum that they follow. Thus, they ensure that they explore all the essential aspects of one’s leadership journey. They use different methods of learning to attract and appeal to all types of learners. For example, the Academy carries out workshops, seminars, events, master-class as well as coaching (ibid). This is to allow individuals to experience different settings while also learning new things that would support their personal and career development. 
Civil Service Mentorship Programmes
	The Civil Service mentorship programme available is called the GCS mentoring programme. It commonly allows mentors to share their knowledge, skills and experiences with their mentees so they are well prepared and know what to expect when they enter their field of work. The GCS mentoring programme aims to “enable mutual learning and development to take place in supported one-to-one mentoring relationships, provide an opportunity for mentees to take responsibility for managing their own career development, and build capability across the Government Communications Profession” (Government Communication Service, 2020). It also allows both, mentors and mentees to gain a fresh perspective by listening to each other and sharing one’s view. It is deemed especially useful for the mentee as it helps drive personal development and growth. It may even be argued that mentoring does not only help an individual reach their future career goal but also supports one in their current position and field of work as he/she is able to use the added perspective in their daily duties and responsibilities. Mentees are able to take their mentors’ examples and experiences and apply it to their own work. It also allows mentees to learn from any mistakes or obstacles their mentors may have faced and ensure it does not happen to them. The Civil Service also offers other forms of mentoring scheme that allow individuals to get to know the professionals within the field as well as connect and network with several departments, sectors and agencies. Drawing on McClelland’s theory of needs, these programmes aim to motivate and encourage individuals by allowing them to recognise their achievement and how well they have done to even be a part of such a programme. It also allows individuals to build their affiliation by connecting with mentors as well as interacting with team members so they can get comfortable around the people they may work with. These programmes develop individuals’ confidence, as well as prepare them for obstacles and challenges within the workplace. The desire for power and self-growth encourages individuals to take part in programmes and schemes where they can further gain and develop their skills, knowledge and expertise.
Civil Service Apprenticeships
The Civil Service has committed to offer approximately 30,000 apprenticeships by 2020. This is because the Civil Service wishes to invest in individuals and make it more open and accessible to people of all ages, race and background. Through its apprenticeships it aims to train the apprentices with valuable skills and experiences that they could utilise in their workplace. The Civil Service offers apprenticeships across most of its departments as it seeks to attract and retain people of talent from a range of sectors and all walks of life. This is not only useful for individuals in terms of personal and career development, but also means that the individuals are able to use their ideas and experiences whilst working on a project. It allows individuals with unique experiences and perspectives to come together to create something better and more effective within the workplace. The Civil Service apprenticeships are for people who enjoy learning and gaining new skills whilst working, allowing individuals to be more hands-on. The wide variety of apprenticeships offered by the Civil Service are not aimed or targeted at a certain age group or gender. Instead, the Civil Service welcomes everybody to take advantage of their apprenticeship schemes available. It is ideal and quite useful to undertake an apprenticeship when individuals are sure of the career paths they wish to pursue. It exposes individuals to the real-life work settings and pushes them to apply what they have learnt and put it into practice. Also, individuals who do not really enjoy studying and learning via the traditional route (college or university) are able to attain the same knowledge through on-the-job training. One may even argue that apprenticeships better equip individuals compared to a college or a degree course. This is because individuals are not merely fed information through their tutors, rather they are forced to seek answers to scenarios and overcome challenges by practicing what they have learnt. In some ways, it also means that employers are able to see the skills and knowledge the apprentice possesses and could possibly offer the apprentice a permanent position once he/she has completed their apprenticeship. Thus, the Civil Service apprenticeship is for people who wish to learn and attain success quickly. As the scheme available would allow apprentices to develop and progress in their careers quicker. 
The culture of the Civil Service
	Organisational culture refers to “the beliefs and values that have existed in an organisation for a long time, and to the beliefs of the staff and the foreseen value of their work that will influence their attitudes and behaviour” (Tsai, 2011: p1). It plays a vital role on how employees behave within the workplace. The shared beliefs and values shape how employees communicate with each other, the way portray themselves and how well they complete their duties and responsibilities. According to Sir Jonathan Stephens, Permanent Secretary at the Northern Ireland Office, a good organisational culture creates a great environment where colleagues are able to enjoy the work they do and who they work with (Stephens, 2016). The Civil Service offer the choice of flexible working where employees can work in and out of office. This allows them to maintain inclusiveness and be an open employer where they can meet the needs of their employees (ibid).
	Across the Civil Service, they also share the culture of encouraging diversity as they strive to create an environment “that welcomes people from all backgrounds and walks of life, and recognises that diversity is something that organisations need in order to thrive” (Stephens, 2016). This also allows the Civil Service to “recruit the best from the widest possible pool” (ibid), having a positive impact on the overall running of the organisation. The culture portrayed by the Civil Service ensures that everyone is engaged with their personal and professional development (Walker, 2019). It places great emphasis on its workplace culture as the Civil Service believe that “if we don’t our organisations, our people, our skills, and us too, will go the way of the dinosaurs” (ibid). Thus, the Civil Service share this culture that they do not only wish to “help the government of the day to develop and implement its policies as effectively as possible” (ibid), but also ensure that they create an environment which the Civil servants deserve; where they can work on their progress and development as a team. The culture at the Civil Service recognises the efforts of its employees and seeks to create platforms where the employees can be rewarded for their work and growth – whether that is personal or career related. 
Personal Development Plan - (In relation to the Civil Service)
Main Objectives:
1) I would like to move up in my career and progress to a senior role. 
2) I would like to undertake management training programmes available to support my progression.
3) I would like to take part in one of the new schemes/projects we may introduce in the possible future. 
Current Strengths:
1) I am able to manage heavy workload and prioritise work according to importance.
2) I am able to demonstrate flexibility by providing an adequate response to difficult and challenging situations. 
3) I am able to offer unique perspectives to work-related scenarios and provide innovative ways of improving our service. 
Key areas for Development:
1) I need to develop my communication skills – be confident in what I believe in and be able to express it to others well. I would need to work on how I interact and communicate with others especially if I want to progress into a senior position. 
2) An area I need to improve is not focus too much on details as that often complicates my work even more and then leaves me doubting my abilities. I should learn how to have faith in my skills and abilities and know that I am fully capable to complete all duties and responsibilities within a set deadline. 
3) I could work on gaining more experience on delegating and leading during projects – as this would help me broaden my knowledge as well as learn from the experiences of my colleagues. This would benefit me when I apply to higher roles and positions.


What I need to do:
	Objectives
	Action required
	To be completed by

	Objective 1: Progress within my career to a senior role
	Look out for positions that complement the skills, knowledge and experience I have
	April 2021

	Objective 2: Undertake management training programmes
	Attend any new management training programmes relevant to the senior position I am interested in
	December 2020

	Objective 3: Take lead – and be more willing to participate in projects and schemes available
	Connect with my colleagues and be informed on the possible projects and schemes that may interest me
	August – September 2020
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