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1.1 This report will include extensive analysis of the development in learning organizations as well as referencing a personal workplace evaluation for a further understanding, it will highlight a focus on employee development and progression as well as exhibiting the potential benefits of developing individuals in the workplace alongside development vehicles available to employees and the exampled individual before moving onto constructed personal developing plans for maximizing the individuals performance.
1.2 Exploring the learning organization and the application of development instruments/tools presumes a highlighted focus on individual workers and personal development/growth; this shows to largely impact organizational development in respect of workplace progression therefore focus on employees is essential for optimal business performance. “Organisational development places emphasis on the human factors and data inherent in the organization- employee relationships. Organisational development strategies can be used to help employees become more committed and more adaptable, which ultimately improves the organization as a whole” ‘Mehta 2009’. Analysis suggests that organizational success is dependent on staff performance, respecting the data and human aspects, the above quote emphasizes the importance of them forming workplace relationships and commitments, alongside examples of significance in employee personal development for improved benefits. Personal development is seen as a self-investment and an incentive for encouragement in bettering personal performance and capabilities, it enables opportunity for lasting change and future achievements; commonly referenced as personality developments. “Personality development refers to the process of developing, enhancing, and changing one's personality over time. Such development occurs naturally over the course of life, but it can also be modified through intentional efforts.” ‘Cherry 2023’, This is representing a steady continuous progression with a suggestion for implementing further efforts for personal developments through intended efforts, an example of personal improvement can be seen through workplace environments, adapting to the culture of the organization through mentoring and job rotation, attaining a grounded knowledge acquisition involving all aspects of the job role/organization. Tolerating potential changes to routines or work positions/stations is also a support for personal progression and a regular development strategy used amongst management/leadership for bettering individual staff performance. “A third key task of personality psychology is understanding enduring changes in individual trait levels across the lifespan, both normative changes as well as deviations from norms.” ‘Caspi & Roberts 2001; Shiner & Caspi, 2012’. The identified changes are seen as subsequent benefits, implying that progression and the acquisition of foremost personal development is achieved after understanding and experiencing varieties in change.  This definition highlights a phycological perspective emphasizing one’s personality being a significant factor for personal development, however states change to be an endurance or an involuntary form of progression. Comparing this with ‘Cherry’s’ example suggests an individual’s development is process based concluding of both intentional and unintentional efforts of change existing throughout one’s lifetime. “Personal development is the conscious pursuit of personal growth by expanding self-awareness and knowledge and improving personal skills.” ‘MYRKOTHUM 2024’ This is reflecting an attempt for self-improvement and is best in comparison with job titles and status alongside involving educational systems and health care journeys, progression via workplace involvement is largely benificial for individuals wishing to expand current abilities and capabilities, through setting career-based goals provides scope and overall vision for workers. Workplaces involving a hierarchical structure are more than suitable for individuals wishing to achieve status and titles, maintaining progression through expanding organizational knowledge and achieving set personal objectives/goals. Considering personal development as an intentional form of self-improvement, evaluating current personality traits and lifestyle habits/choices through self- reflection allows opportunity for advancements surrounding the individual e.g. the environment and other social settings, alongside further developments and future benefits for example self-awareness, reflection and motivation. 
1.3 Some examples of personal developments include the discovering of oneself alongside personality traits, the understanding of personal achievements, personal accomplishments and goals, an individual’s focus on personal development allows a corrective mindset leading to positivity and benificial change. It also demonstrates to be benificial in self-reflection and the identification of current abilities/strengths that were previously undiscovered alongside potential weaknesses and areas needed for improvements, personal development allows the individual to recognize their desired abilities associated with target objectives and provides a clear understanding for further progression involving scope/vision. Another example of a highlighted benefit includes the refining of unwanted habits and conducts as well as improving and clarifying current existing skills, it provides classification and order commonly through personal development plans and note-taking allowing organization and categorization for appropriate order and improvements. Alongside motivation and confidence, personal development enhances an individual’s self-awareness giving opportunity for self-reflection which ultimately boosts self-confidence as a result of an in depth understanding of personal core values and identity, from this motivation is undoubtably unchallenged due to fully understanding and comprehending one’s abilities avoiding apprehensions in personal progress. 
1.4 Personal development has many benefits and depending on the set progression goals for the individual additionally benefits the organization and workplace environment for example improved rapport, implying that colleague moral is at its highest level suggesting interpersonal/ communication skills are achieved through forming personal workplace bonds and relationships alongside experience which therefore results in increased job satisfaction and overall staff/organizational performance. Reflecting on the achieved job experience also creates a window for opportunities in individual progression concerning self-confidence, motivation and enthusiasm for further workplace progression, an example being acquisitions including more challenging job roles/workstations which benefits the individual’s inclination and disposition for learning and personal development. Adopting this mindset in all employees will result in an increase in team spirit and individual self-esteem creating a favorable and positive working environment involving contributions from all members of staff. “Scholars have reasoned that individuals form a self-concept around work, and that their organizational experiences play a powerful role in determining their level of self-esteem.” ‘Pierce and Gardner 2004’. Organizational experiences are often a reflector of workplace leadership/ management therefore a leader must approach positions involving authority with emotional intelligence and corrective influence for a better understanding concerning employees and individual self-esteem. “Personality and emotional intelligence of leader and employee self-esteem is an important element of the study material, and emotional intelligence is a mediator factor in the relationship between personalities of leader with self- esteem of employees. Ability in emotion is a marker on an ability to learn and can help improve the performance of either leaders or employees in the workplace.” ‘Goleman, 1999’. This is representing the gravity of emotional intelligence in management as it shows to be a reflector of the relationships between leadership and employees alongside examples as a learning incentive for colleagues in comprehending the levels of self-esteem in oneself and among other workplace individuals. “On numerous occasions it has been suggested that an individual’s self-esteem, formed around work and organizational experiences, plays a significant role in determining employee motivation, work related attitudes and behaviors.” ‘Peirce and Garnder 2004’ Comparing this quote with Goleman’s concludes’ that in achieving high levels of emotional intelligence for both leadership and employees creates opportunity for high levels of self-esteem involving all employees, the above quote signifies that organizational experiences lead to the levels of motivation and behaviors individuals carry.  With high levels of self-esteem among employee’s, motivation alongside self-confidence become apparent and superior in respect of personal development, after workplace progression individuals become naturally capable of job roles involving workstations and rotation for example, McDonald’s possess several different working positions that all require training therefore presenting a ladder/ scale like structure for progression and developments, also known as a hierarchical structure; with given opportunities to elevate current job titles, workers are seen to be highly motivated in achieving workplace goals and continuous growth to organizational success. “Motivation is defined as all internal and external driving forces that makes the individual to perform an activity, what determines the limits and forms of activity, and which give it its activities oriented towards achieving certain goals.” ‘Duica 2008:142’ This signifies that external forces are to be workplace environments and leadership as well as internal, implying self-encouragement, ambition, and a drive for progress. “The management of people at work is an integral part of the management process. To understand the critical importance of people in the organization is to recognize that the human element and the organization are synonymous. Some managers do not appreciate the fact that employees have to be motivated to put in their best so that the goals and objectives of the organization can be achieved.” ‘Anyim, Chidi, et al, 2012’. As a result of this it is common for organizations to create and provide personal development plans so that employees can identify areas needed for improving along with building self-encouragement, engagement and motivation which also acts as reinforcements /commitments to job roles/titles as well as the overall company. Identifying any potential skill gaps through personal development plans assists individual workers in building confidence and motivation as well as workplace leaders in assigning the correct training staff for employees that require improvement in specific areas/ workstations. Moreover, such development plans create opportunities for increased job satisfaction due to continuous progression therefore resulting in minimal staff turnover and increasing employee retention, which ultimately benefits the organization referring to monetary values, also resulting in less recruitment funds/finances alongside training/labor costs. “This need makes important a company’s ability to evolve through employees’ learning and through continuous development. Securing and retaining skilled employees plays an important role in this process, because employees’ knowledge and skills are central to company’s’ ability to be economically competitive. Given that employe retention is very important for the functioning and competitiveness of a company.” ‘Kyndt, Dochyb, et al, p.1 2009’ This quote is defining the importance of employee development in workplace functions as well as competitive advantage referring to competing market companies, retaining employees for maximum employee progression for both workers and business performance. 
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Description automatically generated] 1.5 There is a variety of strategies companies resort to for employee progression also known as development vehicles for example electronic learning, commonly used as an induction for completion before commencing into a working position, the individual develops a sense of the job position prior to starting their first shift for a full understanding of the role. “In e-learning environments interaction, cooperation and community play an important role to support learning. The developments in the area of e-learning environments provide new forms or interaction for learning experiences. It generates new relationships between learner and computer and also form a new learning community.” ‘Rana, Lal, p.2, 2014’. This signifies the importance of inductions before enrolling as a team member/employee as well as highlights new technological advancements companies adapt to for maximum competitive advantage, seen below is a model demonstrating five key elements for employee development alongside organizational functions for increasing company brand image/reputation. 
 
                                                                                             Source: Brassey, Christensen, Dam, 2019

Placed at the top is to attract and retain talent, this is done through job advertisement commonly displayed through online mediums/platforms as well as employee progression through learning development incentives for example development plans, corrective coaching and overall job experience. In today’s employment culture a worker is only retained if value is provided, if employees fail to contribute to the company, then dismissal or letting go of workers is seen as a result of current competitive markets. Moreover, most workplaces encourage employees to take charge of personal and organizational development/growth due to the variety in individual inclination and desires however provide affirmation and support in any areas needed for improvements/progression. “Reported benefits include greater employee commitment to learning; increased employee focus on purposes for their own development; increased collegiality; and employees’ sense of self-affirmation. Tensions over control and direction, between organizational desires to guide employee development and professionals’ desires for autonomy, need to be worked through. But with sufficient employee-supervisor trust, dialogue, flexibility, and patience, the findings suggest that PGPs motivate dialogue and questioning that energizes collective learning and professional practice.” ‘Fenwick 2003 P.1’. Developing people’s capabilities sits secondary on the model and is a crucial factor that organizations update employee knowledge for retaining staff value, this is shown through implementing the correct training and pertinent work experiences, resulting in organizational success. Following this shows to be the creation of a value-based culture alongside building employer brand and is implying that an organization must convey a set of values for workers to abide by for the targeted/achieved workplace culture, which ultimately affects business image and public reputation highlighting the importance of consideration when choosing company values. The final key learning development shows to be motivating and engaging employees and is presented through individual opportunities for example award incentives for workplace achievements alongside promotions for higher job titles etc., this increases staff satisfaction and demonstrates to be advantageous in retaining workers and improving workplace moral. This model represents the crucial elements and development vehicles an employer needs for developing a learning environment and progression regarding individual employees as well as company/business performance and success concerning competing markets and competitive advantage. 
 
2.1 Exampling a personal workplace analysis reveals McDonald’s to attract potential employees through direct marketing involving social media platforms, the company app and further publicity including advertising posters displayed around restaurants and public areas alongside additional strategies that also increase brand image and is appealing to consumers. The company entrusts personal development concerning workers and delegates the progression of staff to crew trainers, this includes educating new employees on equipment use and workstations, The organization operates through a constant roll of rotation implying that workers venture different workstations each shift for maximum employee development and staff performance. As for retaining staff, McDonald’s also operates through a hierarchical structure starting with employment/employees then the role of crew Trainor to management and leadership. This is demonstrating an incentive for remaining employed alongside further retention strategies for example end of year performance reviews which often results in a pay rise if individual development is of high quality, retention is also shown through workplace moral and the potential of positive working environments.  As for development the company employs e-learning as a part of induction programs for new employment as well as the elevation of staff to higher job titles/roles, alongside the assistance of crew trainers and management team, staff knowledge is updated, the development of people capabilities is also highlighted through posters and educational instructions placed In and around the restaurant e.g. the kitchen and crew room for maximizing worker efficiency. The five core values of the organization includes community, inclusion, family, service and integrity, this provides a positive workplace culture that is value-based and reflects through the service provided towards consumers and new employment, these values act as a window into the company and its culture alongside functioning as a guide or rules to which employees and management must adhere to. As a result of the value-based process the company has achieved a global reputation/image and is of financial strength implying revenue is high in number, this is continuous as McDonald’s invests profits back into the community through efficient recycling efforts along with charity operations and further community funding demonstrating participation for societal welfare. This ultimately increases brand reputation and a positive public image that is reflective of the chosen five values, The company menu caters for the majority of cultures as well as provides vegan and vegetarian options for full customer satisfaction further highlighting company values such as community, inclusion and to serve. The achievement of global success is a result of the efficient employee development strategies and retention for both employment and consumer and maintaining It through a consistent change of menu items alongside promotional products/methods that retains the company’s relevancy. McDonald’s motivates employees through award incentives for shift performance and opportunities for job title elevation/growth as a result of working under a hierarchical structure, as well as this the company offers an annual crew party where workers are given the chance to expand employee relationships further underlining the value of family and inclusion, this can act as an attraction for retaining staff providing a sense of belonging to the company. Alongside encouragement from management and leadership, personal development progression is a self-encouragement for increasing motivation therefore workers feel the need for continuation regarding self- improvements. 
2.2 Exampling an employee in respect of personal development reveals Sam to have successfully completed the necessary E learning involved in the induction process for employment and has shown individual growth concerning job status due to the current level of job title; As a crew trainer Sam now faces challenges including the assignment of new employees for mentoring and close monitoring, as well as a higher responsibility involving the progression levels of new starters. Concerning development vehicles McDonald’s aids workers through displaying posters for staff guidance incorporating rules and regulations along with development instructions for improving staff performance and customer satisfaction. At the current level of crew trainer, Sam feels contended with the ongoing job status and wishes to elevate into a managerial role further assisting workers alongside the organization and feels motivated through support from leadership as well as crew members. Analyzing the development of the individual reveals a steady increase in confidence and efficiency as a result of workplace experience and progression however management must complete training courses for the position of leadership, the company provides knowledge and training through e- learning that illustrates the correct methods and strategies along with additional company information that is to be remembered and implemented when in workplace environments. As a manager professionalism is extremely important and should be of high regard due to keeping a pretentious public image and overall company reputation. Sam feels more than capable of achieving a higher job status and is prepared to advance further in the organization, through close monitoring from management shows the individual to have exceptional progression levels and is supported in inclinations towards the role of management. Below shows a mind map of workplace development vehicles alongside highlighting the vehicles most important to the individuals ongoing performance.  
 Managerial support
· Provides additional support 
· One on one mentoring
· Shift support 
· Corrective coaching 
  



 
 
              Electronic Learning 
· Provides PowerPoints and slideshows on workplace regulations 
· Demonstrates the correct conduct 
· Acts as a window into the position 
· An incentive for learning developments 
 Crew Trainer support
· Mentoring 
· Close monitoring 
· Learning support 
· Corrective coaching
· Provides detailed plans for new starters 
· Workstation support 





Development Vehicles McDonald’s provide 


==


    Posters in crew areas 
· Rules and Regulations
· Information guides 
· Instruction on product preparation placed in kitchen 
· Instruction on equipment use
·  Highlights five core values to abide by
· Highlights additional policies 

End of year performance reviews
· Allows crew members to identify skill gaps 
· A learning incentive 
· Provides crew with areas needed for improvements 
· Provides crew with areas that are skilful creating motivation and confidence  














Analysis shows that the development vehicles most important to the individuals current progression levels and advancements within the company reveals that E-learning is a strong method and learning strategy for workplace development providing Sam with demonstrations via PowerPoint and videos on correct management conducts and is an incentive for further progression involving higher job status acting as a window into the desired job status Sam wishes to achieve, E-learning also illustrates company rules and regulations to which Sam must adhere to as well as contains important workplace information and knowledge on how to successfully complete the management courses. Alongside e-learning, managerial support is another development vehicle useful for the individual’s growth providing Sam with additional reinforcement for elevation within the company, for example corrective coaching and close mentoring as well as one to one monitoring when given management tasks for preparation/practice, for the achievement of manager/leadership role. The individual’s end of year progression report has provided encouragement and improvements in confidence alongside motivation for further progression, It has allowed Sam to identify skill gaps needed for developments such as the understanding of workplace knowledge and in addition, basic regulations of the company however with the efficient E-learning and management support rapid improvements have been achieved, allowing Sam to further progress and prepare for the role of management. With illustrated instructions on equipment use and product preparation in and around crew areas the individual’s knowledge has expanded and is perfected; alongside the company’s five core values Sam implements all values in the everyday working environment and is relied upon by management for correcting employees and as a crew trainer acts as a support to the shift. Shown below is a swot analysis highlighting the individuals’ strengths, weaknesses, alongside opportunities and threats for a further evaluation and better understanding of the employee’s current position. 


3.1 
	Strengths 
	Weaknesses 
	Opportunities 
	Threats 

	· Crew Trainer 
· Workplace Experience 
· Workplace Knowledge 
· Understanding equipment use and product assembling
·  Improved confidence 
· Highly motivated 
· Support from management /leadership
· New starter responsibility 
· Additional support from crew and crew trainers 
· Efficiency in implementing the five core company values 
· Efficiency in workplace performance
· Performance review  


	· Full understanding of workplace knowledge 
· Understanding the correct rules and regulations 
· Knowledge needed for a managerial job status 








· Remembering knowledge gained from E-learning 
	· Management position/elevated job status 
· Electronic learning 
· Performance review 
· Opportunities for identifying skill gaps through a performance review 










· Further learning incentives e.g. information posters/instructions

	· Competing with other crew trainers for promotions concerning job status 
· Not remembering knowledge gained from e-learning appropriate to a management role 
· A hierarchical workplace implies competitiveness for elevated job titles



3.2 From this it is apparent that Sam has accumulated a variety of strengths since being employed by the company and has gained experience through shift performance, the individuals performance review has encouraged a motivated mindset for further progression into a higher job status and has gained greater confidence levels for achieving set goals, workplace efficiency is seen as a strength along with performance as a result of current job titles such as crew trainer, experience within the workplace shows that Sam can implement the five core values effectively and the training/ mentoring of new employees highlights a willingness to bring value to the organization and elevate to a higher job status of management. Illustrated under weaknesses shows that the individual must recall all regulations and rules and memorize them for a full understanding of the desired position of leadership, this is done through the provided E-learning as well as the posters displayed around crew areas, as a manager full knowledge of the company and its functioning in all areas is required therefore Sam must commit to memory recollection for maximum personal development and progression. “Effective knowledge management and knowledge transfer within the organization are fundamental for ongoing organizational; effectiveness.” ‘Lahaie 2005 p.1’ This highlights the importance of remembrance for a company’s efficiency and productivity therefore as a result the individual must apply this to any potential personal development plans for achieving the utmost progression and workplace success. As for opportunities, Sams job status introduces the chance for elevation to management/leadership roles alongside the essential E-learning that is required before commencing into the position, another opportunity is the annual performance review; “If an organization could effectively improve the performance of individual employees, this would accrue to improvements in firm-level performance as well.” ‘Denisi, Smith, P1 2014’ Therefore regulating employees through a performance review is an opportunity to maintain current performance levels as well as increasing employee progression through identifying skill gaps and areas needed for improvement.  The identified threats suggest a competitive environment for those wishing to promote to crew trainer or manager and highlights a hierarchical workplace structure which can cause competition among colleagues, however those who generate personal development plans sustains competitive advantage as a result of organization concerning targets for improvement  and structured goals, “The important steps in a PDP are setting specific objectives based on learning and development needs, careful planning for its achievement and monitoring of progress: these are all fundamental aspects of a PDP.” ‘Patel, Kitchen, et al P1. 2013’ Another identified threat is memory recollection of what has been learned through displayed imagery/information alongside the company’s E-learning. However through creating a personal development plan Sam can identify specific areas for improvements and exercise progression planning targeted at the identified skill gaps.


[image: Performance Management cycle]3.3 Shown below is an illustration of an effective management plan that if adhered to allows for an enhanced management of employees alongside engagement and creates improvements in development and progression concerning company staff. ‘Penn HR, 2025’

This model can be applied to both crew trainer and management and represents the correct training approach a leader should follow for maximum performance from subjects, it demonstrates methods for coaching and performance expectations “Research has shown that effective management enhances staff engagement, improves productivity, and promotes staff development” ‘Penn HR 2025’ and in addition presents as a parallel to the SMARTS objectives stated in the image below. 



[image: A diagram of a company's company's company's company's company's company's company's company's company's company's company's company'

Description automatically generated]Utilizing both sources concludes maximum efficiency in management or any leadership position starting with a specific plan for set expectations and by training and development, as well as measurements outlining the time taken until goals are achieved, the cycle continues into coaching and mentoring. This determines if the target goals are achievable or realistic through close monitoring and coaching which sits at the bottom of Penns model. Compared with the SMARTS illustration the results must be relevant towards end goals and expectations as well in the time frame set to accomplish set targets, as leader feedback is highly important for the individual’s personal development and progression rates as well as documentation for annual performance reviews, creating a PDP allows access to an employee’s progression needs and overall reviews of current capabilities. “In that assessment process the supervisor and the employee can make use of a personal development plan (PDP). The PDP lines up the competencies the employee still needs to develop (looking forward) through evaluating his or her current strengths and weaknesses (looking back).” ‘Beausaert, P.15 2011’ This communicates the importance of a development plan alongside making reference to the significance that evaluation of oneself is needed for achievement in personal progression. Below shows a personal development plan on the exampled individual alongside a reflection on findings for further analysis. ‘Chanty team, 2024, P1’


4.1 
	End goals 
	How to achieve end goals
	When Sam needs to achieve goals
	Obstacles that may interfere with goals
	How Sam can improve chances of achieving goals
	What support is available 

	Achieve higher job status 

Advancement within the workplace 

Attain and remember workplace regulations as well as functioning 

High progression concerning personal development 
	Through providing personal development plans 

Identifying skill gaps 

Improvements in the skill gaps identified 

Support from workplace, management and environment 

Displayed imagery of rules/regulations and instruction 

Do the necessary E-learning for achieving higher status 
	From Sams annual performance review the desired job status of manager/leader will take up to a year 

Sam wishes to be manager before his next annual performance review 
	Competition from competing employees for job titles

Remembrance of what has been learned from E-learning/company guided posters/ displayed imagery  

Skill gaps 

	Improvements in remembering compulsory company knowledge

Understand rules and regultions  

Complete and remember E-learning 

Identify and perfect any skill gaps 
	Support from management and leadership 

Crew and crew trainer support 

Company E- learning 

Annual progression review 

Personal development plans 



Analysis of Sams personal development plan suggests the individual is highly motivated for workplace achievements involving an elevation of job status alongside further progression levels concerning efficiency in workplace knowledge, illustrated under Sams end goals, and has a coherent plan for attaining such goals such as identifying skill gaps through annual performance reviews alongside further PDP plans as well as support from management and the company, the identified skill gaps include acquiring and remembering company knowledge and although confidence levels have increased, confidence and assurance is still to be developed and progressed for the acquisition involving workplace functions, knowledge, regulations and rules. This is to be achieved through company E-learning alongside management support and provided illustrations in and around staff areas. The identified obstacles include a competitive environment for those wishing to elevate job titles due to the workplace hierarchical structures and memory recollection of information learned, However the individual shows high motivation in achieving end goals and progression involving workplace knowledge and full understanding therefore Sam wishes to achieve a management position before the next performance review and with the support given alongside the need for progression involving skill gaps, chances are high in number. “A personal development plan (PDP) is often used in organizations as part of these assessment cycles” ‘Beausaert, Segers, et al 2011’ The individual has completed the assessment cycle previously demonstrated alongside the SMARTS depiction therefore management are encouraged to support the desired progression and ambition of the individual. 

4..2 In order to gain competitive advantage focus on employee performance is a necessary aspect for workplace progression therefore plans for personal development is a necessary tool for personal growth and performance “A PDP is an assessment tool used by the employee to reflect on, to document the competencies s/he has been working on and to present his/her plans for further development.” Beausaert, Segeers, et al, P1 2011’ It is an essential tool for personal progression both in and out of workplace environments and reflecting on the individuals PDP plan highlights areas needed for improvements alongside further plans for maximum employee examination and a full progression outcome. The planning involves a deep analysis of oneself and in addition its “the capacity to plan for change and then align subsequent actions to personal plans is an essential part of the process. However, life is very complicated and such plans should be seen as guides to be modified and refined rather than checklists that have to be adhered to. This requires people to be conscious of the effectiveness of their strategies in realizing their goals and to plan in a way that enables changes to be made should this be necessary” ‘Jackson P4 2010’ As a manager the responsibility of employee progression involving organizational development falls to leadership and the company in general therefore  “Performance management is a systematic process that aims to improve organizational performance by focusing on developing individual employees competencies and skills and aligning them to the overall business strategy.” ‘Kenny 2014’ This is seen through crew trainers committing to the development model and SMART goals alongside annual performance reviews from management.

5.1 In conclusion, as a manager the understanding of individual employees is significant in achieving organizational growth. This is shown through implementing emotional intelligence for an increase in employee understanding and self-esteem as well as demonstrates to increase workplace relationships for both manager and workers which presents as a mediator for workplace bonds,  an individual’s self-esteem, motivation and confidence is built from organizational experiences therefore a manager must achieve high emotional intelligence for maximum employee progression and commitment, motivation is a result of self esteem therefore in order to achieve worker productivity emotional intelligence is needed among colleagues for continuous growth. It has been discovered that motivation is a combination of internal and external forces that account for performance. As a result, personal development plans are useful for evaluating personal performance levels as well as progression, it allows a clear coherent understanding of a worker’s current position and makes available the identification of potential skill gaps as well as achievements. As a company the presenting of development vehicles is crucial for ongoing success therefore strategies involving E-learning, displayed imagery such as information posters including regulations and knowledge on company values/policies is prevalent alongside support from management. The analysis on Sam reveals that the individual is motivated and confident in current job positions, however intends to elevate job status to a management role as shown in the PDP however in retrospect of the SWOT analysis demonstrates a weakness in memory recollection alongside a competitive workplace environment concluding of a hierarchical structure, As a result of the individuals annual performance review Sam is very motivated in improving identified skill gaps and alongside company support feels confident in achieving set goals including the elevation of job status. Analysis of the models applied demonstrates that if adhered to, workers will progress and achieve knowledge including company positions and workstations and is suggestive of personal and workplace progression in developing the learning organization.  
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