	
	
	



[image: ]
 
 
	Student Name: 
	  Alana Diaz 

	Student Number: 
	  2015376 

	Module No: 
	  BMSK5002

	Module Title: 
	Developing Relationships and Workplace Achievements



 
 
Table of contents 
1. Critically assess the potential benefits to the organisation of developing individuals in the workplace................................................................................................................................2
Personal development within the organisation..................................................................2
2. Manage an individual's expectations in respect of personal development................4
How to administer ability.......................................................................................................5
3. Critically evaluate development vehicles available to an organisation appropriate to the development needs of the individual.............................................................................5
The ripple effect.....................................................................................................................7
4. Generate a detailed plan to meet the identified development needs of an individual in the workplace and the management of performance....................................................7
Development plan..................................................................................................................7
Conclusion..............................................................................................................................8
References..............................................................................................................................8
Appendixes............................................................................................................................10





1. Critically assess the potential benefits to the organisation of developing individuals in the workplace. 
Enhancing people's skill sets through further instruction includes broadening their job alternatives. According to Indeed (2008), training enhances professional possibilities. Many organisations require fundamental skills for entry-level roles, and training courses boost employment opportunities. Additionally, it offers opportunities for professional growth, which many employees seek. When considering whether to promote an employee, organisations frequently consider other variables beyond experience. Extra training increases the likelihood of advancing in one's career. 
Personal growth experiences provide much data since education equips individuals with unique abilities. It encourages networking, time management, communication, and bargaining abilities and enhances the understanding and perception of the local industry. Experts in their industries and skill trainers have extensive industry connections. To enhance talent development, they are spreading information about the regional industry (K4D, 2019). (Appendix A).
Even though the information is essential to being human, it can sometimes be hard to get. Learning is crucial for individuals, organisations, and society as a whole. It is critical to understand how to accomplish it, since lessons gained by a group at one time or location do not always spring to memory or necessarily transfer from one individual or group to another (Garvin, A. 1993).
The necessity for training and information transfer accelerates the rate and magnitude of change. In the next few years, many occupations and even whole industries will become obsolete. Some jobs are being replaced by technological automation and artificial intelligence, while others are being terminated. What will delivery and shipping look like in 20 years, for example? What new skills must motorists, merchants, and truck drivers acquire? Part of the answer lies in more complicated jobs involving automation, technology skills, training, and development (Chui, 2016).
Personal development within the organisation
The company chosen for this study, Virgin Airlines, has a broad vision for employee development that focuses on providing better customer service, improving business results, standardising the fleet, and streamlining the operating environment. All of these goals can be achieved through coaching and learning.
They discover and integrate organisational knowledge, assess their requirements, and focus on training to achieve their objectives. In early 2014, Virgin America, a domestic airline located in California and formed in 2007, announced its sixth consecutive quarter of year-over-year bottom-line growth. Since its inception, the collaborative learning process inside the organisation has been vital to Virgin. They discovered that call centres rely on knowledge, skills, and talents to meet customer requirements. They were also aware that experiential learning, in which people bring their experiences to the workplace, contributed to some of their early expertise. They sought expert support to safeguard organisational information and keep it separate from personnel. After preparation, the material was sent to the whole organisation. The transformation of an immaterial object into an enterprise asset is stockpile and transferable as required. Financial Enquiry Report (2011)
Virgin utilises the HR model for training and quality and is responsible for the internal training website, which contains all policies, processes, and promotions. Concentrated on customer service and the guest relations area, where he gets consumer input, he has adopted cutting-edge training techniques tailored to the needs of the staff, which he claims have boosted their learning opportunities. The data is subsequently processed and analysed, giving knowledge and information (CIPD, 2015).
According to CIPD (2015) To attain success and satisfaction in schooling, job, and personal life, people must continually develop their knowledge, abilities, and experience. This is known as personal growth, an ongoing process throughout one's life.
Personal growth is advantageous for an individual, as well as for businesses and society. Maximise strengths and skills will have a good effect on people's lives and the lives of others. According to the National Health Service, gaining new skills can enhance your mental health by giving you a feeling of purpose and boosting your confidence.
Completing a personal development plan is an easy and efficient way to track personal development. Without a strategy, it will be tough to concentrate, and it will be doubtful that you will achieve objectives, whatever they may be. 
It is never too late to initiate a plan for personal development. Most individuals have finished one at some point in their studies or employment. There is nothing to worry about, and there is no better moment than the present to begin planning.
A personal development plan, often known as a PDP, is an action plan that identifies the following:
 Specific objectives and desired outcomes.
Advantages and disadvantages.
The areas in which the person must improve and grow to achieve their objectives.
 What to do to reach objectives.
Anything that could impede your advancement.
PDPs are commonly utilised in higher education and the workplace as a method of self-evaluation and self-reflection. However, it might be advantageous in your personal life as well. For instance, the person may wish to learn a new language before travelling abroad; a PDP can help accomplish this objective.
A PDP is done in the workplace as part of an employee's Continuing Professional Development (CPD), which the Chartered Institute of Personnel and Development. Usually, a PDP is done together with a Swot analysis (Appendix B)

The potential benefits of developing people are related to the necessity of educating personnel on health and safety issues. The Learning and Organisational Development Department of Virgin Worldwide chose interactive courses because they were good at making software simulation programs, had good project management skills for creating content, and had an innovative strategy for putting the courses into action (The Future of Mobility, 2019).
International safety and environmental rules and the aviation industry's increasingly stringent requirements have enhanced the need for training and ongoing assessment of human factors. The organisation has launched a cabin crew training facility in West Sussex. The state-of-the-art simulation facility educates new technical and operational personnel to ensure, develop, and maintain safe operations. The new training facility enables the personnel to be evaluated, trained, and prepared for emergency scenarios. The crew will be assessed on how they respond to various circumstances, including LED flames that appear genuine, skidding off the runway, and landing in the water. It is essential that the crew interprets the issue and responds to it (Civil Aviation Authority, 2014).
"The new equipment is so similar to the plane's surroundings that it forces the crew to think about their resources and how well they can talk to each other." Even though it's unlikely that cabin crew will ever have to deal with a full-fledged emergency, they must be ready for one if it happens (Porter, L.).
Porter continued by stating that in the engine room training room, where the engine's sound is mimicked, and the sensation of floating on water is identical, trainees may practise and evacuate as necessary if a fire breaks out on the aircraft.
Companies are investing more in technology, yet the human element remains vital. Therefore, staff must be educated on how to handle challenging situations. (Manyika, J. 2017)
The Rig Hall at Virgin Atlantic's headquarters is furnished with the equipment for cabin crew to gain the skills necessary to respond to any onboard emergency. Every person who wants to be a cabin crew member has to go down a massive 747 main deck slide, a raft-like slide, and a lot of other safety equipment.

2. Manage an individual's expectations in respect of personal development.
According to Retaining Talent (2008), employee expectations are as diverse as the individuals themselves. Employees prioritised work-life balance (51%) and professional development opportunities (43%), with incentives and extras (41%) and business ethics and values (41%) following closely behind. In addition, more than a third of employees (36%) cited continual learning opportunities and organisational stability (34%) as crucial engagement factors.
According to Perna, M. (2022), most employees want to be successful in their careers, and a large majority, around 76%, consider professional advancement and growth. This may involve training, competence in certain areas, or job advancement.
It is essential to comprehend the professional development objectives of every employee in an organisation to recognise those who want advancement and improvement. Some team members may be enthusiastic about the progress but despise the associated hurdles. Managers must comprehend how expectations are developed to have the crucial conversations to identify a clear and viable path for professional advancement inside the firm. To retain the best employees, organisations must identify human resources, resource development, and different options (Perna, M. 2022).
Retaining Talent (2008) indicates that when a firm has made belonging a habit, employees are more likely, to be honest, and forthright. Employees have alternatives and will seek out employers that listen and act. Promoting a tradition of continuous learning that compensates for skill growth is also essential. Most employees desire to prosper and advance. Employers can create learning activities to cultivate their workers' skills and abilities, or they can wait until the departure interview to determine who their competitors are. According to IBM.com, firms should not take their employees for granted in 2021. The outbreak has demonstrated the fragility of life. Everyone has reached this point. Be frank and truthful. If employees do not communicate their expectations to the organisation, they will be unaware. The same IBM research from 2021 suggests that employees become advocates.
In addition, be explicit while presenting professional objectives to the company. Additionally, commit to continuing education. We are each successively responsible for our careers and growth. Due to the constant evolution of skill standards, current and flexible skills will be essential for future career progression. It is crucial not to haggle about values or wellbeing. The majority of us spend a significant chunk of our adult lives working. Every day, we should be able to report to work without fear of being judged or penalised. According to scientific research (IBM.com, 2021), having good mental health often goes hand in hand with having good physical health.

How to administer ability
About 4.5 billion passengers travelled in 2019. As a result of the airline industry's ongoing efforts to construct more extensive and more advanced aircraft, more individuals can keep jobs in the aviation industry. Opportunities are more numerous than ever before (ICAO, 2019).
The majority of people begin their careers in travel. Some individuals may choose to remain in their current circumstances. Others become ambitious to accelerate their professional advancement. Jobs at the entry level include cleaning staff, kitchen porters, bartenders, police officers, and flight attendants.
According to Indeed.com (2021), crew members' job paths are unclear. Rapid ascent is possible with the proper education, skills, background, attitude, motivation, and luck. Crew members may begin in an entry-level position in one segment before demonstrating the required skills to transfer to another. An employee may start their travel career as a cabin steward. After completing a few contracts, they can switch departments and become a customer service representative. After a few years and more training, this worker might be moved up to team leader and be able to take on HR manager duties.
According to Frei, F. (2008), aviation companies spend time and money teaching their employees; promotions are widespread. As airlines frequently promote from within, entry-level positions emphasise front-line and customer service duties. In this business, individuals with general management and management experience and sales and customer service abilities are in great demand. Airlines provide degree programmes in human resources, economics, flight deck, engine management, and hotel management.
The travel sector has a high turnover rate, which results in a short-term perspective on HR policies and procedures. Despite the help and training that a cabin crew member may get onboard, Sehkaran S. (2011) asserts that money is the primary incentive to work. Opportunities for advancement will follow them. Nevertheless, we find that after the Global Pandemic, there is an upside down turnover rate in the travel sector (Borko, S. 2020).
Furthermore, there are several educational and professional development options. Even though some bad things about working in the travel industry, like working long hours and being confined, a cabin crew lifestyle with regular breaks makes people want to stay in that job.
3. Critically evaluate development vehicles available to an organisation appropriate to the development needs of the individual. 
To comprehend the development vehicles for the professional growth of individuals in an organisation, management must understand their employees and know where each individual falls on the Maslow scale. This would provide the organisation with a more effective strategy for comprehending and further developing the needs of the individuals. For Morrel-Samuels, P. (2002), organisations may have a basic idea of which categories their employees fall into, but they won't know for sure unless they inquire. An anonymous poll of employee satisfaction might aid them in this endeavour.
Managers are often hesitant to conduct surveys out of fear of the responses, yet ignoring the issue of employee commitment will only exacerbate the situation over time. In addition, the survey will convey to the team that the firm cares about and monitors their wellbeing. (2021, Indeed.com)
Participation of employees in Maslow's hierarchy of human requirements
To comprehend the development vehicles for the professional growth of individuals in an organisation, management must understand their employees and know where each individual falls on the Maslow scale. This would provide the organisation with a more effective strategy for understanding and further developing the needs of the individuals. According to Indeed.com (2021), organisations may have a basic idea of which categories their employees fall into, but they won't know for sure unless they inquire. An anonymous poll of employee satisfaction might aid them in this endeavour.
Managers are often hesitant to conduct surveys out of fear of the responses, yet ignoring the issue of employee commitment will only exacerbate the situation over time. In addition, the survey will convey to the team that the firm cares about and monitors their wellbeing. (2021, Indeed.com)
According to Sodexo (2020), Maslow's theory of human motivation may be applied to employee engagement as a result of satisfying five basic needs: physical, safety and security, enjoyable social interactions, self-esteem and accomplishment, and self-actualisation.
Where the employees fall, they may be identified as motivators or demotivators. Fowler, S. (2014) states that demotivators are at the bottom of the hierarchy, whereas motivators are in the top three.
Employees of survival work purely for monetary remuneration. They require jobs to exist and pay their bills, but they are uninspired and fired from the firm. They would be ineffective employees (Indeed.com, 2021).
Workers are content with their job security but neither motivated nor engaged by their employment. They despise teamwork and will likely do the bare minimum to survive. They are not contributing to the organisation's larger objectives (Indeed.com, 2021).
The employees will feel as though they are a part of something greater. They should recognise that they are valued team members whose efforts are appreciated. (Indeed.com, 2021) They may be tempted to quit, but they are committed and enjoy their work.
This employment level is involved.
They feel indispensable to their team's success, objectives, and organisation.
Although they may be tempted to leave if a much better opportunity opens up, they are achievers who recognise their value to the organisation (Indeed.com, 2021).
Self-actualisation; these workers appear motivated, engaged, and determined. They enthusiastically embrace all learning and development opportunities and aggressively seek ways to earn more money and inspire others. They are approaching their full potential and serving as an inspiration to others in the team (Band, N. 2018).


The ripple effect
It is crucial to emphasise that a worker's position as a motivator or demotivator is influenced by variables other than their skill. Their level of motivation can have an effect on the others with whom they interact. Fowler, S. (2014) 
For instance, a team managed by a motivator will likely accept engaged, driven, and enthusiastic people about their work. Similarly, if a sector has many unmotivated team members working together, this may affect the team's overall confidence. Fowler, S. (2014) 
It is essential to know that employees are not required to remain in their current positions under the plan. A business may consider how its employees feel and adjust accordingly. D. Fowler, S. (2014)  These efforts may include a fresh approach to agreements, enhanced internal communications, expanded training opportunities, and an employee appreciation programme. It all boils down to the organisation's and workers' requirements.
The development needs of individuals have lately altered.
 4. Generate a detailed plan to meet the identified development needs of an individual in the workplace and the management of performance
Performance plans consist of performance evaluations, which are working papers actively managed by the worker and line supervisor. They ensure that the employee is advancing personally, enhancing their capacity to perform better and achieve their objectives. (Investorsinpeople.com)
According to IBM.com, individual growth strategies differ. Personal development plans are often owned by the individual and supported by the organisation, emphasising life objectives rather than performance goals.
Implementing a personnel development strategy
Employees are often motivated by self-improvement. If this self-development is aligned with organisational objectives and expected requirements, it assists in directing the principal-agent hurdle and bolstering employee motivation (IBM.com).
Employee development plans contribute to the direction of future company requirements and continuation planning. It reduces the cost of hiring, onboarding, and training external candidates (IBM.com).
Development plan
1, Establish personal and professional growth objectives.
This is a significant step because it gets the employee to think about and connect many aspects of growth.
These objectives, such as public speaking, skill-based, or Photoshop education, might be growth-oriented. The most effective plans will incorporate goals in several areas.
Employees must not isolate worker development programmes from their daily work life.
2. Establish performance development standards.
This includes a first objective examination of the role's requirements to ensure the worker development plan is in line with organisational goals; the role's expected conditions, and future positions available within the organisation (to prepare for succession).
The criteria for this business-focused development programme can be mapped onto the personal list to bring everything together.
3. Create an action plan
After setting up alignments and finding ways to improve things, the development requirements route needs to be drawn up.
Keeping in mind the 70/20/10 rule – that 70% of education arises through on-the-job experience, 20% from other bodies, and 10% from coursework and teaching – the following recommendations are provided (Growth Engineering, 2022).
4. Adjust as you go towards growth.
Once an action plan has been developed, the employee must implement the improvements with the aid of management. The manager's responsibility is to eliminate obstacles.
5. Evaluate the efficiency and, if necessary, revise the strategy.
Workers changing cannot be left alone in space." The road of progress is often riddled with suboptimal choices" (Growth Engineering, 2022).
Incorporate self-adjustment and contemplation into the final phases of the employee development plan. The management and the employee may recognise what went well and did not and then make adjustments to make the improvement more effective over time. This benefits the employee, the supervisor, and eventually the business.


Conclusion
Training and development are seen as a strategy for expansion in every company. The company adopts it to bridge the gap between skills and future possibilities. These training programmes unquestionably boost workers' abilities, efficacy, and options for advancement. An organisation's people resources, skills, knowledge, and attitudes are the fundamentals for effective company operations. However, the influence of these fundamentals is sometimes diminished by a lack of adequate training programmes. Investing in the development of people increases the value of an organisation's human resources. Organisational capabilities may be enhanced by enhancing personal capacities.
Consequently, the organisational structure will become flattered, with fewer layers between the top and bottom personnel. Numerous firms coach their high-potential workers to improve their creativity, thinking, innovation, vision, motivation, and brainstorming abilities. Organisations may systematically enhance their workers' talents via training and development programmes, rather than placing individuals in management and expecting them to grow their knowledge and skills independently. To improve the effectiveness of training programmes, executives must consider what occurs in the workplace before and after workers attend classes. The evaluation of training must be tailored to the individuals and circumstances involved. 
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Appendix B
SWOT analysis for a Personal Development Plan

[image: ]
	
	
	



image.png
Y Drindod Dewi Sant

y Saint David





image2.png
Flight Attendants

Each year, American Airlines receives 130,000 flight
attendant applications. For every 125 candidates that apply.
only two are selected - that's more selective than all eight i

Ivy League schools."

28,261

flight attendants

speak more than
one language

average tenure

@

7,518

new hires
since 2014

900 hours

average training

17

stations
globally




image3.png
STRENGTHS

Organized
Responsible
Communicative
Creative

Good adaptation

'WEAKNESSES
Dislikes confrontation
Does not speak well in public
Doesn't like to delegate tasks
Bad memory

Very demanding with myself

OPPORTUNITIES

Do the tasks the best way possible
Good working relationships
New ideas for the company

Willing to work in different places

THREATS

Defending their beliefs
Exposing ideas in presentations
Overwhelmed by large tasks

Stress by seeking perfectionism





