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[bookmark: _Toc210920420] Introduction 
[bookmark: _Int_a3DmWHTd]The purpose of this report is to explore how developing people in the workplace can benefit the organisation and the employees. Personal and professional development helps staff build confidence, improve skills, and stay motivated and through this, organisations gain better performance and stronger teamwork. The report will look at the benefits of developing individuals, how experiences are managed and different ways development can take place. It will also include a Personal Development Plan (PDP) based on an individual who works in a care home and show how learning needs can be met and progress monitored before ending with a reflection on the overall value of personal growth in the workplace.
[bookmark: _Toc210920421]Potential Benefits to the Organisation of Developing Individuals
[bookmark: _Toc210920422]Defining Development in the Workplace
Workplace development is all about giving employees the chance to grow their skills, knowledge, and confidence. It can take different forms such as training (structured sessions that build job specific skills), mentoring (guidance from someone more experienced), coaching (a focused process to improve performance or unlock potential) and on the job learning (practical experience gained while working). (Demick, 2013) notes that development is not only about improving current performance but also about preparing individuals for future roles and long-term career growth. For organizations offering development is more than a “nice extra” it is a key part of staying competitive.
[bookmark: _Int_6cvVqWXF]Boosting Performance and Productivity - One of the obvious benefits of developing people is better performance. Employees who feel confident in their skills are less likely to make mistakes and more likely to work efficiently. For example, in a care home setting extra training in dementia care can help staff deliver higher quality care and person-centred support. This not only improves outcomes for residents but also strengthens the care homes reputation. Studies show that businesses investing in strong training programmes often see big gains in productivity. That said, training does not always guarantee improvement. If sessions are generic or rushed employees may not transfer what they have learned back into the workplace (Bhatt, 1992).This shows why development needs to be tailored carefully to the role.
Engagement and Motivation - Development can also keep employees motivated. When people see their employer is willing to invest in them it often boosts job satisfaction and commitment. According to (Bridger, 2022), career development is one of the top drivers of employee engagement. However, development needs to be implemented with thorough thought because if learning and training are added on top of existing workloads without consideration, employees may feel overwhelmed or pressured. Development is most effective when it is integrated into day-to-day work as it allows employees to learn as part of their role rather than seeing it as an extra burden.
Retention and Reducing Turnover - High staff turnover is costly and disruptive for any business. Development opportunities are one way to show employees they are valued which can encourage them to stay. (Linkedin, 2020) research indicates that 94% of employees would be more inclined to remain with their employer if opportunities for career development were provided. This is especially important in sectors like healthcare where turnover is high. The downside is that newly developed skills can make employees more attractive to other employers. However, if the organization combines development with a strong culture and progression pathways then employees are less likely to want to leave (Hom, 2019). 
[bookmark: _Int_EwkDQxrK]Adaptability and Innovation – Workplaces are constantly changing whether it is because of new technology, updated policies, or different customer needs. When employees are supported to keep learning they are more likely to adapt quickly to these changes and bring fresh ideas to the table. Ongoing development helps people think of new ways, find better solutions, and improve how things are done. This not only keeps the business moving forward but also builds confidence in staff to handle change (Casey, 2024). But it is important to remember that innovation does not happen overnight, it needs a workplace culture that encourages people to try new things, make mistakes and learn from them.
Preparing for the Future - Another benefit of development is preparing for the future. By investing in people, organisations can build a strong pipeline of talent ready to step into leadership roles. Mentoring and coaching are particularly useful for this as they help employees grow both technical ability and people skills. However, critics point out that these programmes focus on high potential employees leaving others feeling overlooked (Wu, 2025). To avoid resentment organizations, need to balance targeted leadership development with wider opportunities for all staff.
[bookmark: _Int_e363vO0l]Cost and Limitations – Training programmes, workshops and e-learning platforms all come at a cost and releasing staff from their usual duties can temporarily impact productivity. In workplaces like care homes finding cover while employees attend training often puts extra pressure on the rest of the team. Research suggests that when development is not properly planned or aligned with the organisations goals the return on investment can be low (Raymond Andrew Noe, 2012). That is why it is so important that training links clearly between individual development needs and the company's priorities to make sure time and money spent lead to improvements in performance.
[bookmark: _Toc210920423]Critical Reflection
[bookmark: _Int_Kxh6BoNh]Whiles it is easy to highlight the many benefits of developing individuals in the workplace it is equally important to take a realistic view. Effective development requires time, investment and commitment from both management and employees. (Cohen, 2017) suggests that HR practices including training and development only produce real results when they are consistent and backed by strong leadership. If development is treated as something to tick off a list or is not linked to the organisations wider goals it quickly loses meaning. The same applies when opportunities are inconsistent or poorly communicated it can leave employees feeling undervalued and unmotivated.
When approached strategically however development can have a powerful and lasting impact. It can strengthen performance, build confidence, and support retention while also helping organizations prepare for future demands. These outcomes rely on thoughtful planning, regular feedback and ensuring personal goals are in line with the organisation's priorities (Rodriguez, 2017). In the end development should be seen as a long-term investment rather than a short-term fix. When the process is genuine and supported it creates a stronger, more capable, and future ready workforce that benefits everyone involved.
[bookmark: _Toc210920424]Managing Individual Expectations in Personal Development
[bookmark: _Toc210920425]Aligning Individual Goals with Organisational needs
[bookmark: _Int_MoE0IWbZ](Dr. Swati Bansal, 2025) believes that understanding and managing what an employee expects from their development is very important. When expectations are clear and realistic employees are more motivated, engaged and satisfied in their roles. But if expectations are not managed properly it can lead to frustration, disengagement or even people leaving the organisation. From a company point of view managing expectations makes sure the development activities are effective, focused, and useful for both the individual and the organization (Rajapakshe, 2024). For example, a healthcare assistant might hope to be promoted to a senior role quickly, but the organization might not be able to offer that immediately so by showing the employee clear steps for development and a realistic progression plan they can then stay motivated once knowing what is achievable.
[bookmark: _Toc210920426]Evaluating Strategies for Managing Expectation
Setting SMART Goals - A practical way to manage expectations is through (Doran, 1981) SMART Goals (Specific, Measurable, Achievable, Relevant and Timebound). Clear goals help employees understand exactly what is expected of them, provides a way to track progress and ensures that development activities are achievable and support both personal ambitions and the company goals. Having well defined goals brings structure and helps prevent misunderstandings.
Performance Appraisals and Feedback- Regular appraisals and feedback give managers a chance to recognise achievements, spot areas for improvement and check progress on development goals. Feedback also helps employees see how far their growth fits with the needs of the organization (Grote, 2011). For example, a monthly review might reveal a care workers caring skills are strong but communication with colleagues could improve. By addressing this early it will keep expectations achievable and ensure growth stays on track.
[bookmark: _Int_bdMAEY9d]Mentoring and Coaching and Career Conversations- (Foster-Turner, 2006) explains how Mentoring and Coaching gives employees personal guidance. Mentors share experiences and advice while coaches focus on improving performance and unlocking potential. Career conversations help employees explore their long-term goals and identify achievable steps to reach them. Together these approaches ensure that employees have a clear vision of their growth opportunities and maintain attainable expectations.
Open Communication- Open communication is key to managing expectations effectively. It ensures employees understand what is achievable, the support on offer and organizational constraints. At the same time, it allows employees to voice ambitions and concerns giving managers the chance to clarify and adjust goals as needed (Rajhans, 2012).
[bookmark: _Toc210920427]Challenges When Expectations Are Unrealistic
(Marco., 2025) explains that even with the right strategies in place problems can still happen when expectations are not realistic. Sometimes employees hope to move up the ranks quickly, master new skills overnight or get opportunities that just are not available at the time. If this is not managed properly it can lead to frustration, resentment and people eventually leaving their jobs. On the other hand, if managers are too rigid or limiting employees may start to feel undervalued or lose motivation. (Gouldsberry, 2022) suggests that the best approach is to keep communication open, be honest about what is achievable and review goals regularly. This will help employees stay focused on reachable steps and better understand what they are working towards.
[bookmark: _Toc210920428]Career Development Frameworks
Linking strategies for managing staff expectations to career development frameworks helps explain why employees need structured and realistic growth opportunities. These frameworks give insight into how staff make career decisions, what motivates them and how personal values and interests can influence development plans. Understanding this helps managers support staff effectively while aligning development with organisational needs (Jerry W. Hedge, 2017).
Hollands Model of Vocational Choice - This model created by (Holland, 1997) categorises people into six personality types: Realistic, Investigative, Artistic, Social, Enterprising and Conventional (RIASEC). The idea is that people are happiest and perform best when their work fits who they are. Knowing an employee’s type helps managers set realistic expectations and guide them toward roles or tasks they are likely to enjoy and do well in. it also makes development more effective as training can focus on areas that match their strengths and interests. When work feels like a good fit employees are motivated, engaged, and likely to stay in the organisation.
Edgar Schein’s Career Anchors- (Schein, 1993) framework helps to identify the values and motivations that guide peoples career choices such as technical/functional skills, managerial ambitions, security, autonomy, creativity, challenge, or lifestyle. Understanding these anchors help managers see what drives each employee. This insight makes it easier to establish practical targets and support development that really matters to them. For example, someone motivated by autonomy will respond better to opportunities where they can work independently while someone focused on technical expertise will benefit from specialist training. So, by matching an employee’s responsibilities and development opportunities to their career anchors it will help increase long term engagement, fulfilment, and commitment.
[bookmark: _Toc210920429]Evaluation of Development Vehicles available to Organisations 
[bookmark: _Toc210920430]What Are Development Vehicles
According to (Dessler, 2020) development vehicles are the methods and approaches an organisation uses to support employee learning, growth, and skill acquisition. They include both formal and informal strategies, ranging from structured courses to experiential learning opportunities. (Dessler, 2020) explains how development vehicles are designed to enhance both current performance and long-term employability while aligning employee growth with organizational objectives. Choosing the right vehicle depends on the individuals learning style, career stage, and specific development needs as well as the resources and priorities of the organization.
[bookmark: _Toc210920431]Assessing the Strengths and Limitations of Developmental Vehicles
On the Job Training (OJT) - On the Job training is one of the common development vehicles. It involves learning while performing the actual job often under the supervision of a more experienced colleague. This method allows employees to gain practical experience, apply knowledge immediately and learn in the context of their role (Saks, 2012).
Advantages 
· Immediate application of skills improves retention
· Cost effective compared to formal courses
· Encourages practical problem solving and hands on learning 
Limitations 
· Quality depends heavily on the skill and availability of the trainer
· May not cover the theory behind tasks
· Can be inconsistent across teams if there is not a standard approach
Formal Training Courses and Workshops - Formal courses and workshops are more structured and usually run in a classroom or seminar style setting. They can be internal or external and cover both technical and soft skills (Salas, 2012).
Advantages 
· Provide comprehensive, structured knowledge
· Allow employees to focus solely on learning without day-to-day work distractions
· Can be designed to meet regulatory or compliance requirements.
Limitations
· Can be expensive and require time away from work
· Knowledge gained may not be fully applied if follow up is lacking
· May not suit all learning styles
Coaching and Mentoring - Coaching and mentoring involve personalised guidance from a more experienced individual. Coaching focuses on performance improvement and achieving specific goals while mentoring is often longer term, supporting career development and professional growth (Garvey, 2018).
Advantages 
· Tailored to individual's needs.
· Encourages reflection, self-awareness, and soft skills development.
· Strengthens organizational culture through knowledge transfer.
Limitations 
· Need skilled mentors or coaches
· Success depends on the quality of the relationship
· Can be time consuming
E-Learning and Digital Platforms - E-Learning and digital tools have become increasingly popular offering flexible, accessible learning that can be completed anytime and anywhere (Clark, 2016).
Advantages 
· Accessible to employees regardless of location.
· Flexible learning that is lets individuals go at their own pace.
· Cost effective for large groups. 
Limitations 
· Less effective for hands on skills.
· Requires self-motivation
· Limited opportunities for immediate feedback.
[bookmark: _Int_Eqhn5e0e][bookmark: _Int_XzZQf9Wj]Job Rotation and Shadowing - These experimental development vehicles let employees experience different roles or teams within the organisation. Job rotation means giving employees the chance to work in different roles so they can expand their skills and gain a fuller understanding of the company (Campion, 1994), and shadowing allows them to observe and learn from experienced colleagues (Crisp, 2009). Both approaches help employees gain a wider perspective, develop adaptability, and identify their strengths and interests within the company.
Advantages 
· Broadens skills and understanding of the organisation
· Encourages adaptability and problem solving.
· Helps identify strengths and career interests 
Disadvantages 
· Can disrupt teams if not managed carefully.
· Some employees may feel stressed in unfamiliar roles.
· Need clear objectives and supervision
[bookmark: _Toc210920432]Final reflection
The essential consideration when choosing development vehicles is not about picking one over the other but about matching the method to the individual’s needs and the organisations goals (Dessler, 2020). Too much reliance on a single approach such as e learning or shadowing can limit the impact of development (Noe, 2017). A blended approach where practical experience is backed up by structured learning and personalised support is usually the most effective (Salas, 2012). Organisations must work to make development purposeful and not just a process carried out for appearances sake (Reinhold, 2018).
[bookmark: _Toc210920433]Development Plan for an Individual in the Workplace
[bookmark: _Toc210920434]Identifying the Individual and Development needs
[bookmark: _Int_pDtqCIZM][bookmark: _Int_7RoAs4mT]This section focuses on Samantha. She is a housekeeper who works in a residential care home for older adults with dementia. Samantha has been in her role for around five years and is recognised for her reliability, dedication, and high standards of work. She consistently maintains a clean and safe environment for residents and often supports new staff members as they settle into the team. 
During a recent performance review, Samantha expressed a desire to progress into a supervisory position within the housekeeping department. She demonstrates excellent technical ability, but her manager has identified development needs in her communication, leadership confidence, and time management skills. But with the appropriate support Samantha does have strong potential to step into a leadership role within the care home. 
[bookmark: _Toc210920435]Conducting a Gap Analysis
A Gap Analysis was carried out to assess the difference between Samanthas current skills and those required for a supervisory position. According to (Rothwell, 2018), gap analysis provides an organised way to identify learning needs by comparing existing skills with those needed to achieve desired performance levels. The process began with reviewing the supervisor job description and identifying the required skills and behaviours. Feedback from Samanthas colleagues and supervisor combined with observation and her daily performance confirmed that her technical standards were already strong however further development was needed in leadership, confidence, and communication.
The findings were summarised visually through a simple mind map linking Samantha’s personal goals to organisational priorities such as improved team coordination, smoother shift management, and effective delegation tasks. (Buzan, 2010) suggests that this approach helps ensure that training investments are targeted, measurable, and relevant. In this case the analysis confirmed that Samanthas development would not only benefit her career aspirations but also contribute to the efficiency and quality of work within the housekeeping team.
[bookmark: _Toc210920436]Setting SMART Objectives
Following the Gap Analysis, SMART objectives were established to guide Samanthas development. These included building confidence in communication, develop leadership skills and improving time management skills. By using the SMART framework, it will help provide clear structure to ensure goals are realistic and easy to evaluate (Doran, 1981).
· Specific: Objectives clearly define the skills needed for a supervisor role (leading a team and delegating tasks)
· Measurable: Progress is tracked through observations, feedback, and completion of e-learning modules.
· Achievable: Goals are realistic due to current skills, resources, and support from the current supervisor. 
· Relevant: Each objective links both Samanthas career progression and organisations priorities.
· Time-bound: Deadlines and review points are set to six-week progress checks and six-month evaluation.
[bookmark: _Toc210920437]Personal Development Plan (PDP)
[bookmark: _Int_yGe9QqbA](Mayo, 2004) explains how a personal development plan is an easy way to help someone reflect on their own learning and career development. It enables individuals to identify skills they need to improve, set achievable goals, and plan activities to build their knowledge, confidence, and performance. Samanthas PDP below identifies the key development areas, outlines activities and resources to achieve goals, and includes a timeline and measurable outcomes to monitor progress and reflect on achievements. 
	Personal Development Goal
	How I will achieve this
	Resources 
	Expected outcome
	Timeline

	Build confidence in communication
	Attend workshops, practice speaking in team meetings
	Internal training, 
e learning, mentor support
	Communicate clearly and confidently, participate actively in meetings
	0-3 months

	Develop leadership and supervisory skills
	Shadow current supervisor, lead shifts independently, seek feedback
	Supervisor mentoring, feedback
	Demonstrates leadership, delegates tasks effectively, supports team members
	6 – 12 months

	Improve time management and delegation skills
	Attend time management workshop, plan, and prioritise tasks during shifts, review with supervisor
	Training resources, e learning, supervisor guidance
	Manages shift workflow efficiently, prioritises tasks, delegates appropriately
	1-3 months



[bookmark: _Toc210920438]Individuals CPD cycle
Samanthas development plan aligns with the Continuous Professional Development (CPD) which follows four main stages: Plan, Do, Reflect and Apply (Friedman, 2013). By embedding the CPD cycle within the development process learning becomes continuous and self-sustaining rather than a one-time event. 
PLAN = Samanthas goals were identified through Gap Analysis and converted into SMART objectives. 
DO= Samantha engages in workshops, e-learning, and job shadowing activities.
REFLECT= This stage involves considering how these experiences have impacted her confidence and performance.
APPLY= This focuses on implementing her new skills during independent shifts and supervisory tasks.
[bookmark: _Toc210920439]Monitoring and Managing Performance
The effectiveness of Samantha’s Personal Development Plan (PDP) will be closely monitored to ensure that development goals are being met and applied in practice. Progress will be reviewed through regular one to one meeting with her manager every six weeks and this will provide an opportunity to discuss achievements, challenges, and next steps (Noe, 2017). Feedback from colleagues and supervisor will also be gathered to offer a broader perspective on Smanatha’s growth, particularly in areas such as leaderships, communication, and time management (Zheng, 2023). 
Observations during independent shifts alongside the completion of e learning modules and practical activities will also serve as measurable indicators of progress (Salas, 2012). This evidence will also contribute to Samantha’s annual appraisal linking her development directly to the care homes performance management framework. Research highlights that ongoing constructive feedback is essential for keeping development plans relevant and motivating.
The overall effectiveness of the PDP will be assessed through Samantha’s ability to:
· Build confidence in communicating with colleagues and delegating tasks.
· Develop and demonstrate leadership skills by leading shifts and supporting staff members.
· Apply time management strategies to prioritise tasks accordingly and keep workflow on track.
Success in these areas will show that the PDP has correctly addressed the gaps identified in the initial analysis and that Samantha is progressing towards readiness for a supervisory role (Rothwell, 2018). When development is implemented with consistent monitoring, feedback, and opportunities to apply new skills it benefits not only the individual but the whole team which continues enhanced performance and engagement.
[bookmark: _Toc210920440]Conclusion 
To conclude this report has learned that workplace development benefits both employers and the organisations when it is carefully planned and supported. Employees gain new skills, confidence and motivation which helps them take on greater responsibility and progress in their careers. At the same time organisations benefit from improved performance, better teamwork and a workforce that can adapt to changing needs. The effectiveness of development depends on aligning opportunities with individual goals, providing guidance and feedback, and ensuring progress is monitored. When these elements are in place development becomes more just training, it builds capable, engaged staff, and contributes to the long-term success of organisations.
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