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Introduction 
This report is based on developing relationships and workplace achievements within the Lloyds banking group. The aim is to, manage colleague’s expectations, personal development plans, development vehicles, managing individual performances and to develop different approaches to enhance individual developments, to improve employee’s performances across the board. In addition to critically evaluate the capability’s and benefits that can make an impact within the organisation and in individual future career and growths within the workforce. This case study is about the Lloyds banking group’s, career, learning and development. The Lloyds banking group is a financial institute that specialises in personal and business banking based within the UK. Lloyds banking group is one of the UK’s best bank in Britain and encourages the prosperity in making Britain prosper. Lloyds banking group also encourages a wealth of opportunities for all employees and for the interest of the financial public sector in providing support mechanisms for all colleagues and students to flourish across the board within the Lloyds banking group organisation. According to, (Wareham, 2018) as well as developing colleague’s careers, Lloyds banking group assist a variety of student to boost their career prospect in the UK. By developing workshops and to focus on work experience, employability, building up students curriculum vitae and coaching students on presenting a successful presentation. Lloyds banking group aims to give people opportunities to build on their skills and career advantages. However, what will be demonstrated and discussed within this report regarding the Lloyds banking group development and achievement are, teams and career development, training, business model and strategy’s Lloyds Banking Group Colleagues Highlight, sustainability in HR for staff retention, Human Resources and manageing people, the maslow theory, one two one’s, swot’s analysis, colleague’s framework, secondment and a personal development plan.
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HR Benefits to the Organisation Part One 
Team and Career Development
[bookmark: _Hlk530999761]When developing individual’s progressions through training and other tailored programs within the organisations, is to identify colleague’s weaknesses and to develop new skills for all factors of their job. Team development is important within an organisation, it enables colleagues to progress and achieves the organisations core goals. According to, (Abudi, 2010) the five stages of team development is known as forming, storming, norming, performing and adjourning. These stages help individuals to create knowledge of their team members and the understanding of what each colleagues’ roles and responsibilities are and how they can collaboratively work together. After forming a team, there is storming, as each team member will automatically compete to produce an effective outcome. Whereas sometimes this could curse conflict within the team. However, through conflict, team members learn how to problem solve collectively as a team with guidance of the team leader. Some teams just stay at the storming level while others that want to progress more which is known as norming. Norming is when individuals no longer just want to achieve their goals but want to implement new ways of working together successfully in addition to, using the right tools and techniques in line with the organisation’s expectation. Norming is very similar to performing, as performing is to function at a higher level not just for a department but to contribute collectively as a group. As trust has been built, confidence in knowing each team member and can count on each other to perform as expected. After performing at a high level and achieving all self-development set goals, agreed by the individual’s and the line manager. It’s imperative to motivate colleagues to move on, in to a higher field of the organisation. as the individuals is now ready and competent to help other colleague’s growths within the organisation. For example, at the Lloyds banking group, team development is significantly important as the core goals is to be cohesive of team or group decisions making. When a manager is coaching and motivating individuals it is to bring the best out of the individual and to identify their weakness in addition to, transform it into a strength. Furthermore to, develop and shape the individual to be successful and to encourage their career progression and opportunities within the organisation. managers often create an agreed development plan with the individuals, to help colleague’s progressions. According to, (Lisa Eisele, 2013)    development plans can effectively be applied for specialised learning, for both organisation methods when assisting the personal development plan practices and individual’s colleague’s motivation. Developing the right people within the Lloyds banking group will benefit the organisation, as those individuals will become future asset to the company. Which will influence the culture, maximise profits, retain colleagues, help customer retention and to continue building on the brand values.   




Training 
[bookmark: _Hlk534632101][bookmark: _Hlk534714748]Working in a large diverse organisation include a variety of opportunities, for all colleagues within a company. Training contributes to colleague’s competencies within the workforce such as, understanding, experiences and building relationships. As training and development can contribute and boost individuals’ colleague’s knowledge within their paths and career opportunities. According to, (team, 2018) developing relationships in a team is the most important part of a job as a manager and a leader. All individuals need training and motivational assistance during their career development, which will contribute to individuals work effectively. However, the techniques needed to develop individual’s development are to, identify peoples training needs, to choose the right training methods, coaching, team building ventures, delegating work, managing talent and successful planning. For example, at the Lloyds banking group, after a successful interview manger confirm, the training start date to the new colleague before coming on board and meeting the individual’s future team. The new colleagues will have to attend, group training classes to gain understating, knowledge and code of responsibilities of their new roles. Through training the new colleagues will learn the organisations expectation through interacting, role play, research and analysing, building relationships, customers expectation, customers relationship management, observations, the understanding of the intranet and how to navigate the internal website, as colleagues will need to use the intranet on a regular basis. The intranet is a major tool that assists all colleagues of the Lloyds banking group, the intranet is an internal tool and a portal that creates, stores and shares information. Such as, communication to all departments of the organisation, emails, colleague’s framework, products important information, processing customer profile, servicing customers, conduct risk, customer online forms, branch system dash board, branch hardware support, policy and procedures and discover learning etc. Discover learning is a portal for all levels of colleagues to do in-house online training, as it is mandatory to keep new and existing colleagues up to date with all mandatory training and the organisations development. The benefits of the intranet are three online courses for colleagues to upskill their self’s, human resources, job shop, individual accountabilities information help and advice, as colleagues can refresh their knowledge at any given time. Each and every day there are blogs of the latest news that could affect or benefit the company and many more other types of updates. According to (Connections, 2018) an intranet in a organisation is commonly known to follow seven steps such as, circulating data extensive, conveying organization objectives and activities, overseeing approaches and records, making and putting away online structures, institutionalizing preparing and onboarding also, updating organization culture. For example, the Lloyds banking group goals is to have an assorted and comprehensive workforce and urge all partners to flourish whoever the individual colleague is. From the very beginning, the organisation promise is to assist and develop the aptitudes, learning and capabilities to construct the future colleagues need. The manager will assist each and every one with performing and taking care of business, so colleagues can satisfy their potentials later on. Lloyds banking group is persuaded by individual’s motivation to enable Britain to succeed. It's this reason that guides the organisation to empower all colleagues to have a greater effect, together.
Business model and strategy’s 
The development of an industry model design is a part of the business strategy, it is designed to innovate and to deliver transactional implementations. In line with assisting Britain to prosper and to become the core bank for all employees, stakeholders and customers. According to (Morris, 2009) huge enterprises live long life’s, the turnaround in reality evident regularly, and the life expectancy of the business is diminishing as the rate of progress increments. The circumstance of quickening change puts ever more prominent difficulties previously every single organization and keeping in mind the development is clearly a reaction to this quandary incidentally, is not a wide range of advancement and are similarly significant. For example, at the Lloyds banking group, the core gaol is to contribute Britain to flourish by valuing employees, stakeholders and customers. In addition to, meeting the needs of all customers and producing quality first class customer experience. Lloyds banking group stands out from other retail banks because they produce a higher level of a distinctive competitive strengths that has been measured since (2011) till present. Lloyds banking group is judicious and generally make safe investment decisions and solid capital position lessen, the group's profit instability and give steadiness. The focus is to also support the community, and business in guidance of helping Britain prosper plan. Market-leading efficiency, mullite-brand proposition and mullite-channel approach. Lloyds banking group is the largest digital bank which is currently benefiting nine million customers, in addition to, up skill and engage people to also operate responsibly. Lloyds banking group also, delivers a leading customers experience, digitizing the group and maximising the group capability’s in transforming ways of work. Below is a colleague’s highlights table from (2014), which demonstrates a mixture of achievable human resources task.


[bookmark: _Hlk534632124]Lloyds Banking Group Colleagues Highlight 2014
	Achievements 
	Women in Management 
	Year 2014
	29%

	New Implementations 
	Colleagues Surveys 
	Year 2014
	85%

	Development 
	New Apprentice Roles
	Year 2014
	2200%
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Sustainability in HR for Staff Retention 
Maintaining colleagues can be difficult as there are lots of opportunity’s worldwide and competitive salary’s with company benefits. According to, (Heathfield, 2018) Compelling relational work connections shape the foundation of achievement and fulfilment with individual occupations and career development. As it frames the reason for special chances, pay expands, objective achievement, and employment fulfilment. For example, the Lloyds banking group, is a company that is design for people to grow and progress, weather individuals are part timers, full timers and zero contracted hours. It’s the kind of organisation that people unexpectedly are committed to for many years because of the staff benefits and rewards packages and also work life balance. Nowadays Lloyds banking group managers, are trained to empower and motivate colleagues daily, in addition to learn how to maintain and encourage colleague performances. Managers must develop relationships with all employees to gain an insight to knowing how to identify colleague’s strengths, weakness, opportunity’s and threats. In addition to, diagnose all employees based on primary data gained through one two ones, conversations, listening, observations, colleague surveys and customer feedback. However, understanding all characteristic will play a significant part within individual progression of developing future success on a wider platform of achievements within the workplace. According to, (Olenski, 2015) there are several ways to enhance staff’s retention, such as retaining and having the right colleagues to promote the brand values and behaviours. Colleagues that provide top-notch and a higher level of services that will always blow the customers minds away and to achieve the customers expectation. Those types of colleagues should have a tailored salary that rewards their individual efforts and contribution. Managers also must create a safe, friendly and a comfortable atmosphere, and to offer up skilling enhancements to all colleagues at all level. Leaders also need to have great listening skills as a colleague may have new ideas to simplify the way how the organisation transact, which could potentially maximise the business objectives. Quarterly one two one meetings, will keep the manager in tuned with colleagues informally and formally as well as, looking at the next steps to take, and to keep all colleagues motivated, appreciated and recognition. For example, at the Lloyds banking group, employs the right kind of people and choregraphing the right sequences to individual’s development. Will contribute when delivering, excellent customer services aligned, with the organisation’s expectation. Through relationship building, managers encourage colleagues to up skill individuals that presents the correct attitude and behaviours. Lloyds banking group uses a tailored matrix’s platform to increases colleague knowledge, productivity, colleague salary and colleague recognition.   
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Human Resources - Manageing People 	
Human resources provides policy’s, procedure’s, practisie’s and implementaions that guides and directs colleagues performances, attitudes and behaviour. According to, (Zeng, 2018) Human resources management (HRM) assumes a key job in deciding the survival, adequacy, and competitiveness of organisations. Powerful (HRM) rehearses bolster business goals, targets, and also a broad investigation demonstrates that viable (HRM) practices that can upgrade the organisation execution. By adding to colleagues and consumer faithfulness, inventiveness, innovation, profitability, and improvement of a positive notoriety in the association's locale. (HRM) rehearses incorporate examining and structuring work, deciding human asset needs human resources planning and arranging, pulling in potential employees enlisting, picking representatives determination, showing colleagues how to play out their occupations and setting them up for the future success, preparing and improvements, remunerating representatives pay, and assessing their execution of the board, and making a positive workplace atmosphere. For example, at the Lloyds banking group any new ideas that colleagues have, that could possibly make a positive impact within the company would need to be professionally presented to the directors with facts and inside knowledge. The chairmen of the Lloyds banking group oversee the leadership within the organisation and encourages the heist values of the corporate governance. The chairman also sets the overall agenda in addition to, build an effective planning and communication channels with all stakeholders. The chairman also manages the executive directors, the chief of financial officer’s, the chief of operating officers, reginal directors, local director’s, branch managers, team leader’s, Mortgage consultants, banking consultants and the customers advisors. Human recourse management (HRM) builds relationships through star quality, colleague’s recognition, customer feedback and adopting the correct attitude and behaviour within the workplace. At the Lloyds banking group its mandatory for colleagues to Collectively and effectively perform within the guild-line of the organisation’s expectation. In addition to, harmonise, the core values of the business as it will benefit the organisation. such as developing great relationship with individual employees also, to identify colleague’s growth within the workplace.  According to, (Kumar, 2015) Faculty organization, which developed as an unmistakably branded field by the (1920s) was worried that the specialized parts of enlisting, assessing, preparing, and remunerating representatives, was particularly of staff working in various associations. The field did not typically concentrate on the relationship of different business rehearses on by and large authoritative execution or on the orderly connections among such practices. The field likewise came up short on bringing together worldview, as people assists the board, likewise called the workforce. The executives comprise of the considerable amount of exercises attempted by an endeavour, to guarantee the viable usage of agents towards the achievement of individual, gathering, and hierarchical objectives. In the past human resources management was known as personnel for example, at the Lloyds banking personnel was the department that focused on the workplace within the organisation, personnel were designed to treat colleagues as tools or robots. The functions that applied were the processes and tasks, growth, rewards, employment assessments, workers wellbeing, operations, upkeeping’s, making a difference together, development, shaping, leading, inspiration and overseeing. As human resources management delivers the best part of the organisational working structure, and views human resources as a significant part of the business. (HRM) functions are to implement structures of employment, recruitment, training, health and safety, education, achievements, the working environment, stakeholders, salary’s, employees and entitlement. According to, (S, 2015)  The fundamental distinction between Personnel Management and Human Resource Management lies in their extension and outline. While the extent of faculty the managers is constrained and has a reversed methodology, whereas laborers are seen as instrument. The conduct of the specialist can be controlled according profoundly skills of the association and are supplanted when they are exhausted. Below is a diagram of the Lloyds banking group visual structure, of managing People. 
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The Maslow Theory 
The Maslow dirgam demonstreates the five leavels of colleague needs Physicological, safty, belonggingness and love, esteem needs and self actualzation of all colleagues. the maslow theory repersents the hunanistic menta,l which signifies employees developemnt and the maximum needs. Below is a visial piryimid description, of all five levels of a self – actualization for individuls within the workforces.   

[image: Image result for maslow]
(McLeod, 2018)

[bookmark: _Hlk534632309]Development Vehicles Part Two
[bookmark: _Hlk534714962]One two one’s 
There are a variety of growth vehicles within different organisations that are also tailored to the organisation or the individual colleague progression plan. According to,  (Olenski, 2015) there are eight ways to develop workers which are known as, creating colleagues development plans, step by step reviews, opportunities in other department of the organisation, honest feedback, breaking down the barriers for colleagues development,  available internal communication platforms, outlay resources, leaders to display and to deliver the organisations expectation’s and the individual colleagues goals. For example, at the Lloyds banking group, there are development vehicles that’s managers use, to assist in colleague’s progression such as, a personal development plan to help the colleagues to look at self-development objectives, understanding what training and knowledge needed, coaching, and colleagues self-target, and to be achieve by the agreed deadline. A personal development plan within the workplace must be agreed on by the managers and the worker and also to be review once a month. According to, (Greenan, 2016) Ramifications of time spent in the indicative stage is ineffective and could impact on inspiration and self-adequacy of colleagues. Moreover, for the association to receive a nonstop spotlight on advancement through the personal development plan, would require a methodical preparing system to impact an adjustment in culture attitude and behaviour. For instance, at the Lloyds banking group managers also observe colleague’s strengths, weaknesses, opportunity’s, and threats within the one two one’s meetings and colleagues performances. As swot’s analysis assists with the development of the individuals. According to, (Ravi Agarwal, 2013)  SWOT analysis is defective as a tool for controlling tactical development because of its individual, haphazard, and non‐quantitative nature that lacks analytical power. Systematic analysis of an occupational and sequential decision‐making can overcome various amounts of the weaknesses of SWOT.

[bookmark: _Hlk534632411]SWOTS ANYALSIS 
	Strengths 
	Weakness

	Communication skill, listening skills, digital skills, interpersonal skills excellent customer services skills and confident within myself in undertaking new tasks. 
	Lack of knowledge of my desired future job
Need more training 
To do more research about the job I would like to pursue. 

	Opportunity
	Threats 

	Wealth of opportunities within the Lloyds banking group, for example to become a local director within the Lloyds banking group.
	No threats 




[bookmark: _Hlk534715054]Colleagues Framework 
Colleagues framework is another development vehicle that guild colleagues and updates colleagues of their accountabilities within their role in the workplace. According to, (Goverment, 2011) Ramifications of this are time spent in the indicative stage is ineffective and could effect on inspiration and self-adequacy of representatives. Moreover, for the association to receive a nonstop spotlight on advancement through personal development plans, which would require a methodical preparing system to impact an adjustment in culture. For example, at the Lloyds banking group colleague framework gives all colleagues an insight of the branch life information and knowledge. The framework is segmented into different element, as it is a guild to assist colleagues with their day to day duties, objectives, values and policy and procedures. In addition to entail with, Colleague rewards, colleague benefits, colleague knowledge and development. Colleague framework is a tool to establish the relationship between the organisation, employee’s best practices and the way staff engages with all customers. According to, (MacLeod, 2009) commitment doesn't involve pressuring representatives to work harder or accomplish more, yet about creating beneficial working connections and a workplace where workers are ready to make the best utilization of their aptitudes and capacities to assist their manager and themselves. Group team leaders and line directors have an indispensable job which is to propel and motivate those they oversee, to set course for the group and give a situation which empowers individuals to work gainfully together. A work atmosphere tactic intended to guarantee that agents are focused on their relationship’s objectives and qualities, spurred to add to an reliable achievement, and are capable in the interim to upgrade their own emotions of well-being

[bookmark: _Hlk534632819]
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Secondment is a temporary transmission of an authorised specialist or employee to another position or employment. For example, at the Lloyds banking group when managing in large organisation, management must build relationships through interviews and one to one’s discussions. Leaders use that platform to establish the kind of learning plans to suite the individual’s progression needs. Especially when colleagues are transitioning to a more higher demanding role. According to, (Wipfler, 2018) the principle proficient improvement chance to be picked up from a secondment is to either, increase new abilities, or create aptitudes and also in another specific situation. The secondment could mean working in a totally unique business territory to individual fundamental profession’s way. Or in an authority zone inside a more extensive business region. Whichever way they offer an incredible chance to support individual’s expert range of abilities. For example, at the Lloyds banking group, the development vehicle for assisting staff when moving up a ladder is referred to as a secondment. This is a platform that gives the individuals time to study and develop knowledge of new tools and techniques that will contribute and asset new managers in their new future roles. When senior colleagues deliver what is expected and achieve all development plans activities and display a great level of competency, the next level is a secondment, especially if individual are going into the an management role. According to, (Springer, 2014) a secondment course of action includes a worker being incidentally allocated to another piece of their own organisation, an alternate leader inside a similar gathering or, now and again, an alternate manager altogether such as, a customer or colleague. Be that as it may, intricacies can emerge, especially where the employer is approved to a totally unique employer. A secondment adds up to a three-path game plan between the representative, his or her unique manager and the host boss so there might be issues around overseeing work, securing business interests and choosing which boss holds in general control of the worker. There are various advances that businesses can take to ensure themselves, regardless of whether they are the representative's unique manager or the host employer.
[bookmark: _Hlk534837061]





Personal Development Needs Part three
Personal development plan (PDP)
A personal development plan assist management to build relationships and to also, encourage individuals to reach their potential goal, and for management to guild colleague’s development. A (PDP) is a method that keeps the employees and manager in track of the individual colleague’s development, achievements, awards and recognition. For example, at the Lloyds banking group a personal development plan is broken down into seven columns which analysis’s the colleague’s contribution, predominance, development needs and colleague’s attitude and behaviours. However, a (PDP) ties in with Identifying the individual’s strengths, weaknesses, opportunities and threats. According to, (Beausaert, 2011) a personal development plan (PDP) is a common technique to use for personal or professional growth planning. A (PDP) is to supports colleague’s growths and helps management to keep attract of the colleague’s journey progression, for instance, colleagues experience, skills, evidence of acquisition, attitude and behaviour achievements, knowledge, understanding and building relationships. Below is an visual attempted insight of the Lloyds banking group personal development plan.      

	Development Need
	What will I do to achieve this?
	Resources and support needed
	Success criteria 
	Target date for review 
	Target date for completion
	Impact of learning

	I would like to learn new skills and to prepare myself for a new role within the next eighteen months. 
	Update my knowledge online, text books, team huddles, one two one’s and business updates on the intranet. To enhance my existing and interpersonal skills also to, ask management for coaching and feedbacks of my progress.    
	To always update myself about my job role requirements and harmonising core values, behaviour and policy and procedures. Making time for my development on discover learning  
	My future role is to be a local director
	January 2020 
	End of Q4
	To be reviewed in January 2020



Conclusion 
This report has demonstrated and discussed how developing relationships and workplace achievements works in a variety of way within the Lloyds banking group. Such as, HR benefits to the organisation which are, team and career development, training, business model and strategy’s, Lloyds Banking Group Colleagues Highlight, sustainability in HR for staff retention, Human Resources and manageing people and the maslow theory. What was also discussed was the different development vehicles such as, one two one’s, swot’s analysis, colleague’s framework and secondment. Then finally a personal development Needs, which is is formally known as a personal development plan. All individual development vehicles encourage a successful future within all careers of the Lloyds banking group. 
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