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Introduction 
In this assignment my discussion will be about the potential benefits in my chosen organisation by proving a critical assessment by working on the individual development plan within the workplace. I will also be evaluating different types of tools and techniques in order to find out which method best fits within the organisation to help develop the individual needs for my company. A personal development plan will be created in order to help meet the identified needs and expectations in order to improve the overall prospect of the business. 

The organisation I have chosen to work with is called Station Cars a Taxi Firm where I currently work for as a night Manager and have been working here since 2012. The reason why I have chosen to work with my current workplace is because I have many years of experience and feel as if the way the company is currently being managed needs to be changed or improved as technology has improved over time.  Stations Cars Is run by a local business man called, Mr Mehmet Combat who has owned it for over 30 years ago, which he basically started from scratch and built the company. We are based in Enfield town right Inside the station with around 90 drivers currently working for us. We cover surrounding areas of North London, but mostly provide airport runs, and general hospital appointment which keeps our drivers moving from day to day. However, being a small size business, we only have around 12 staffs working inside our office and being open 24 hours due to the nature of the business can be very changeling at time e.g. bank holidays(Station cars, 2018.)

Certain improvements of change and potential benefits could denfinity help improve the overall organisation business status. In order to future my research and see which theory best fits within my organisation, I would need to analysis on this topic hereafter to come up with a conclusion on the individual needs of my chosen business.


Section 1: A critical evaluation of the potential benefits to the organization and the individual of personally developing individuals in the workplace
Station Cars is a small based business however, it covers the whole of North London Area providing taxi services ranging from, wedding's, airport transfers as well as day to day journey plus more. Our human resource team recruits only people with the right qualities and relevant experience. This helps embarks on only selecting the best qualified for the roles available, before being able to focus on internal development skills. The employability paradox is a common concern among employers, it explains how using a development of activities by enhancing their employees. The study was tired out by six development activities, by using two-wave longitudinal data among 588 employees. The results showed the risk turnover into perspective and upward job transition positively were influenced, however the internal employability was not supported. Overall, the results showed a positive influence turnover which found a direct retention effect on skill utilisation (Nelissen, 2016.)  While looking into Station Cars potential benefits for their employee and our organisation I will be exploring it more on section 1 of my report.

Section 1:1
Examining the expectations of people within a workplace: 
In order to make full use of people management factors there are four main factors needed which are as followed:
1. Consistency
2. Respect
3. Inclusion
4. Honesty

Consistency: 
Consistency is key in any organisation. Having consistency within a workplace helps build trust and makes employees feel secure about workplace commitments as well as their demands. Without having a consistent workplace environment, you will always feel as if you are over thinking every move you make (Tucker, 2018.)
For example, within Station Cars the work rota is planned and set out for each staff member and everyone knows when they are working each week as well as their break times. The only difference with the driver is there are self- employed and they work when they want. 

Respect: 
Respect within a workplace is generally earned over a period of time, this will take weeks months or years until you can prove you are dependable for the company. Once you have earned your manager or colleagues trust if you continue the same level of work ethic, you will command respect (Tucker, 2018.)

Within Station Cars we have several drivers who have worked for us for over 20 years and within that time frame they have build respect and trust with each member of staff. For instance, If I knew a customer was a little troublesome, I would send one of those drivers as I know they would complete their journey without any issues due to experience and confident. 


Inclusion:
Inclusion is feeling a part of a team, by being treated as in equal opportunities as well as being treated respectfully. Inclusion is the overall achievement of a workplace environment if everyone is treated correctly it would help contribute towards the company being successful (Intelligence, 2014.)
In Station Cars we have more male workers then female ratio. However, saying that due to nature of the job and the long hours most women do not want to work here.

Honesty:
They say honesty is the best policy, but sometimes employee fail to inform them if something is troubling them or refuse to give feedback on something which effects them as well. Building trust within a workplace can be changeling at times, because people are relying on one another (Bortz, 2019.)
As you can see managing people go hand in hand together as all four factors affect the employer and the employee if both sides are not contribution towards one another all will fail as a result.  

Section 1.2 Potential Benefits to Station Cars as an organization
The potential benefits we would have as an organization in developing individuals are as followed:
· Increase of customer base
· Keeping regularly customer's "happy"
· Being able to hire more drivers
· Increasing profit 
· Training and developing new and existing drivers
· Making the office staff more at ease

As you can see each point would be useful for the drivers as well as the office staff and help create a happier environment to work in. If a few tasks were implemented each month all listed tasks would be completed, in addition it would better all staff members time working. 

According to big think edge article they are four major benefits which an organization could gain by emphasizing employee development within the workplace.
1. Improving collaboration between staff members - In order to improve the workplace mood setting as employees we must be able to listen to one another and focus less on our personal reactions or views. Being able to listen to other people point of view can only have a positive impact within the workplace and improve the relationship between work colleagues (Edge, 2017.) 

This point they have made is very important for Station Cars as a night manager if I do not listen or speak in a professional way towards the drivers, I will never be able to cover or allocate work to them. Respect must work both ways especially when there is an age gap between myself and all other members. 

2. Attract and retain Great employees - By inventing new training and developing sessions can help motivate great workers in order to stay within the same company as this would provide them with new opportunities for growth (Edge, 2017.) By giving your current employee the chance for growth within the company would help them stay as well as try harder to become better and have a chance for promotion. 

Within Station Cars as technology keeps updating frequency it is important for us as a company to keep update to date with new computer software's.  This would mean updating our system we use in the office and the driver’s application in order to receive bids or be able to see customers details more clearly.

3. Creating a pipeline of replacement leaders - When an employee leaves the workplace it can certainly cause several disruptive, however when a leader leaves the entire team can fall apart. This would reflect negatively towards the organisation and depending on how long before the position is filled it could cause a bigger impact on the company.  If a program was put into place to develop and train these staff members it would help improve individual skills set to be able to replace gaps within leadership.

 For Station Cars we are all well trained enough to replace or cover one another but rules and regulations keep changing as we all keep learning new things each week. However, if one of us did decide to leave our workplace, we would give enough notice and train our replacement before we leave to ensure no disruptions happen with the new leadership. 

4. Making the organization a better place to work in - Introducing training and guiding an individual of development can help improve the organisation and make the place  a nicer place to work for. This would include things like being forced on diversity and inclusion. Jennifer Brown reinforces this idea in an article titled Diversity training makes your organisation stronger saying that "studies show that the source of our happiness comes from the quality of our relationships. Strong network benefits us in terms of quality of life and how productive we can be."

Within Station Cars we have a suggestion box in ways to improve our office to make it a better place to work within. We have so far introduced once a month free lunch/dinner to all staff who work on the last Friday of each month.   


Section 1.3 Longevity concept on sustainability of skills and qualities
Longevity relates on the concept of sustainability of skills and qualities, it bases on current and existing practices. According to skinner theory work is built on the behavior influenced by its consequences. Reinforcement are used to reward or punish the individual. For example, you can change someone behavior by applying reinforcement or reward good behavior for them to keep reacting the way you want (Skinner, 1938.)  Career planning and development were mainly aimed at younger employees. By providing these types of training and developments the young employees were targeted for high-ranking position in the future (Moses, 1999.) In any sector the accomplishment of any organization relay solely on its employees. 
Longevity comes with many benefits in relation to human resource behavior. By ensuring consistent training and development which could lend to an overall skill development. Longevity investigates the management perspective, which is a long-term relationship between the organization and its workers. The longevity within an organization is not heard anymore. Instead the individual person is changing jobs whenever a new opportunity arises. This falls on the lack of the company loyalty to its employees who stay with the same company for years and not given an opportunity for a promotion (Steele, 2013.)
How to create the same level of loyalty within your organization, Larribas has listed four ways to help maintain the loyalty:
1. Make team members aware of the value contributions by making them aware of the success achieved as a team.
2. Listen to your team members – e.g.  new ideas 
3. Ask for help – e.g. when you become a new manager ask questions reassurance yourself 
4. Finally CELEBRATE the company success openly! (Larribas, 2013.)
Working for Station Cars each member is always learning and developing their skills regularly, as the system we use for booking jobs is updated monthly and as I work on 7-week rotating calendar I do end up missing updates or new features before my next shift starts. Generally, if this happens the general Manager would call me to come into my shift earlier in order to be trained before my shift starts. This helps ensure I know what is happening. As I am one of the night manager, I would need to know in order to train the other staff as well as be able to maintain the system on my own (Station Cars, 2018.) 



Section 1.4 Promotion within the Organization
Being promoted within the company you work for can boost your morale and  make productivity high. Also, when new employees are recruited, they will also see the potential growth within the company. If your employees know they may be a potential career path, you would more than likely not lose staff members to other organization. Staff are keener to take on a training/education opportunity. Once the training course is complete, this would improve their chances of promotion within the organization. 
The Right People: Jim Collins, author of “Good to Great”, is credited with coining the comment “get the right people on the bus.” If you have a well-qualified talented employee to choose from, you will be able to promote within the company. If the standards are set high at the start, you can spend the necessary time to be able to find the right person for the position. 
Grooming Leaders:  To have a chance to promote within your organization, managers normally find the more natural leaders and help train them into leadership positions. For example, an individual can be assigned to a special assignment to learn more about their qualities and other talents needed from the organization. 
Failures: Once an individual has failed on a promotion chance this could provide a good source of information about that employee. To see whether the individual can learn from their mistakes or if they try to cover it up, this can be useful information to a manager. 
Benefits on both sides: Being able to promote within can help improve core competencies for a specific role. This helps the individual have a clear understanding of the company expectations, this would also help benefit the company to be able to measure staff performance.
Relationships and Mentoring: Employees which are promoted within the organization, will have a good knowledge of the company history as well as its core values (Greenwood, 2019.)

At Station Cars they are only three promotion positions within the company as we are a small based firm. Firstly, you start off as a Telephonist which is someone who only answers the customer calls and deals with enquires. Next step you are promoted to a Controller if you are experienced enough and if there is a position to be filled. Being a controller means dispatching jobs, dealing with the drivers and making booking. Lastly after being with the company as a Controller for least a year you could be given the chance to be promoted to a day or night manager. This role itself comes with loads of reasonability such as watching the map, making sure all drivers are on track. Also dealing with account/credit booking and overseeing the rest of the staff.  Each promotion can only happen once the general manager monitors and reviews the individual potential. 

Section 1.5 Productivity and Performance of the Individual:
Often the two can be confused with one another. The differences are between the two are the way they are managed in both concepts. Productivity is the HR management and performance system put into place, which is a tool which can be the overall corporate strategy. Employee encourages and engagement are the way they manage employee performance. 
Performance is often defined as “The ability of an employee to accomplish his or mission based on the expectations of an organization.”Measuring the performance of an individual, the term “efficiency.” This depends on the nature of work, the way they perform as in the quality of work produced (Perrin, 2016.)
Within Station Cars each member logs into the system with their own name/surname this help the general manager and the owner keep track of how many calls each person answers logged on . They use an report which is called the stat reports which only two people have access to.  The amount of calls a member of staff answers on their staff within one day would be the productivity side of things. Whereas, the quality of calls and seeing if the customer was left satisfied with the service provided would be seeing the performance of the individual working style.


Section 2 Development of vehicles available within the organization and assessing the individual personal development expectations:
The employee development plan relates to the entire sequence of initiatives, programs and concurrent activities. This helps maintain, improve, enhance skills and performance levels within an organization. The human resources (HR) department who is responsible for developing the individual development plan and the responsibilities which is related to the implementation for success (Dutta, 2017.)

Section 2.1 Training and Development Plan:
In Station Cars the Human Resource plan sets targets to individual which leads to training and the targets aims. In our office we have two different types of training one is for the office staff to learn and develop their skills to be able to book jobs properly. The other one is training our drivers to ensure their have enough knowledge on how to deal with customers and to help them learn the system in place to accept or complete jobs allocated them. 
Training and development are the vital part of the Human Resources department. The rise of customer’s expectation on quality and service provided to them has had an increase.  Providing the individual with correct training and development can also help develop them into new workers before joining the organization (Juneja, 2015.) 
Peter Drunker the author says, that the fastest growing and not enough development are a result of replacement of industrial workers with knowledge workers (Drunker, 2019.)

Section 2.2 Talent Management Plan
All companies want to be able to find and keep the top talent who ambitions are the same as the company culture and values. Successful organizations can make this happen by monitoring the talent. The employees are the most valuable assets in any organization who help achieve the goal in order to be successful. To be able to do this each member needs to be highly engaged and performing at their best. 
Talent Management is a two-way street, the organization needs to provide the right work environment by giving them the right resources and employees need to grasp the concept to make full use of the tools provided (Conibear, 2016.)
Aligning the organization’s business strategy within the workplace is called talent management and this involves managing the right people with the right tools set. 
Talent Management includes seven elements which are as followed:
· Strategic Employee Planning- Organization goals and strategic planning is the first step where you need to identify the key roles and who will get it.
· Talent Acquisition and retention- Finding new talent into organization is important However, hiring from within the company is more cost- effective. 
· Performance Management- Assigning the right person with the correct role is the heart of performance management. The main goal here is to ensure the roles are aligned with the company’s business strategy. 
· Learning and Motivating- Learning is much more then training. When employees see their growth and how It impacts the company, they position becomes more valuable.
· Compensation – Is acknowledging their value by rewarding and recognizing the individual. 
· Career Development – This relates back to the talent retention but, hiring from within the organization is preferred not only an option.
· Succession Planning – Knowing the talent and key roles is essential for being successful. If a plan is already in place this means decisions have already been made (Moore, 2013.)

Section 2.3 Appraisal awareness Schemes
Performance reviews on each employee is key in any organization. The review should reflect on their roles and responsibilities as well as their overall performance. However, it should also include a personal development plan to be met by the individual within a certain timeframe. 
The Human Resource department and the manager should help plan out a performance review as both teams together would be able to provide an high level report.  Appraisals should be reviewed monthly or quarterly, but informal appraisal can be day to day this should be also applied. Performing appraisals once a year should not be allowed as the employee is an Important asset to your company. By appraising your staff there would be more motivated and perform at their best. Appraisals whether being formal or informal helps set out a framework for the employer and employee where targets are meant to be met.  Using the right tools to monitor performance is essential to support overall requirements of the individual (HR, 2017.)
At Station Cars each month we are rewarded of a takeaway on the last Friday of the month to anyone who works on that day. We also have regularly meeting with our manager once a month to discuss performance and or any issues within the system or drivers. This helps myself personally feel appreciated and more motivated to perform at my best. Each month I get a say on how I feel things are going or in which way it can be improved. Having your voice heard and your opinion matter is important to me personally. 
Section 3 Meet the identified development needs and expectations of the individual. 
Employees needs and understanding the importance of staff development is one thing. Identifying the type of training and the individual development needs is a separate matter. By getting them wrong the company can be wasting money in the wrong training areas (Jones, 2018.) 
For example, in Station Cars when we train staff to work in the day time it is completely different to the night staff. In the day time shift your customers are more the elderly with hair appointment, shopping or hospital appointments. In the night time shift your customers are more the mid age and the youngsters going to the cinema, restaurant’s or pubs/clubs. To be experienced in both shifts the individual needs to be knowledgeable of the local area and have many years of experience in order not to struggle on any shift. 

Section 3.1 Enhance on Employee Needs
Employers should investigate addressing ways employees work time, by giving them more control over their work schedule. The environment they work in and their work habits. All employees have a demanding life outside of work hours and some find it hard balancing the two. Employees should help motive employees into customizing their work desks, this helps the employee feel more in control. Another way would be having competitions weekly or monthly e.g. sales figures. This would help the employee have control on success in the company (Shetrone, 2011.)
In Station Cars the company not looking into employee needs are one of the main problems. As our shifts are 12- hour long they don’t leave a lot of time to be able to e.g. go bank or post office before your shift starts. If our shifts were shorter by breaking the day into 3 staffs instead of 2 this would help take the pressure of the rest of us. Another way would be to rotate the shift who work day time into night and vice versa. This would balance the work pattern and help the individual to be able to balance social and work life. 



Section 3.2 Human Resource Plan re-analyse 
To improve strategic of staff and other resources. The understanding of how a strategic Human Resource planning works is essential. The basic level is where its identity’s the organization goals by putting the right people with the required skills at the right time. Each plan would look different as it depends on the organization current and future needs.  

Below is figure 1, a diagram of the basic structure of human resource planning:
[image: ]
(Lucidchart, 2019.)
Being a small based company Station Cars focus on internal training and individual development. As we only have around 12 members working in the office, the Individual development is easier for them to handle. However, having around 100 drivers training and development of each one takes time and planning to ensure similar drivers in the same development needs can be trained as a group, which the human resource team deals with a lot of time. 
Section 3.3 The Human Resource Policies
Human Resources policies deals with employment practises, working conditions and processes within the workplace. Regardless of how many workers a company employee the policy must be applied, and they are essential for the organization. The Human Resource policies administrator provides guidance e.g. sick pay or terminations. The Human Resource policies explains the workforce functionality not their Human Resource strategic. It reflects on the workplace functional activities which is needed in any organization. The Human Resource leader or executive leader creates a conceptual framework, to implement strategy functions which Human Resource is responsible for (Mayhew, 2019.)
At my workplace Station Cars we do lack on Human Resource Policies as certain things for example like sick pay or leaving take a little long to process before anything is done. Things certainly need to improve and change for people working there such as myself feel more at ease if something happens to not fear the process of things not happening. 

Section 3.4 Recommendations/Suggestions
Overall at Station Cars even though it is a small based company they do seem to coincide with polices and development to help build relationships with their staff members. However, Station Cars do lack on talent plans and workplace conditions this is due to lack of systems put into place or not receiving enough feedback from employers. In general, for Station Cars a request for individual performance report/reviews is needed to be able to train and develop the individual for the company to become more successful. The Talent plan and Human Resource department services help develop the employee strategic department which would be useful for Station Cars as it would be effective if it is used properly. In addition, the office operating 24 hours a day, it is sometimes hard to keep up with certain regulations as we work in a busy office as completing paperwork takes concentration.

1

2

Section 3.5 Personal Development Plan
Figure 2: Personal Development Plan for Station Cars:
	What are my development 
objectives?
	Priority
	What activities do I need to undertake to achieve my objectives?
	What support/resources do I need to achieve my objectives
	Target date for achieving my objectives
	Actual date of achieving my  objectives

	Human Resource Policies 

	Beneficial
	Inform the (HR) to update policies 
	Explain to them how long they take on each process and explain it needs to be done within a timeframe
	Within a Month
	Around 5 Weeks

	Human Individual performance reports/reviews 

	Beneficial
	The need to improve on individual reviews to beneficial the employee and the employer
	The reviews needs to be more frequently. As we are a busy office maybe every two weeks instead.
	Within two weeks
	3 weeks

	Workplace Conditions
	Critical
	New chairs/ resting stations for staff on long shifts - 
	The right equipment e.g. chairs for better working conditions
	Within a month
	1 Month

	Human Resource Department

	Beneficial
	Enforce on training/materials for new and existing staff members 
	Regularly training programmes for staff/drivers to improve development individually. 
	Within a few months
	6 weeks

	Formal Training 
	Critical
	Training to develop staff when the system updates/changes 
	Find time out of their work schedule to complete training before their next shift, 
	Month
	Month

	Review Date:

	

	6 months 

	6 months 

	6 Months 




Conclusion:
In conclusion, the employee development has proven to show benefits to an organization and the individual by applying development strategies into the workforce. This is because it is always better to promote by hiring within the organization then from outside and developing personal performance plan is essential for upholding the company views and valves. Looking into company Station Cars the way they use their strategies it is clear to see they need certain improvement with the individual performance reviews and a reinvention of the Human Resource policy.  However, for a small based firm and them operating 24 hours a day it is hard to keep up with certain regulations. Even though policies and the Human Resource department are firmly in place, certain measurement need to put into place in order to improve the overall outcome of the company status. The Human Resource Manager knows the need for employees to achieve their target goals however, most focus more on upcoming positions rather then current employees. Due to these reasons the need for employee development are not met. This report therefore, comes up with practical methods of the required analysis, improvement in Human Policies and individual performance reviews to help build  better relationships within the organization. 
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