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EXECUTIVE REPORTS

In this millenniums time, administrative work has changed extensively, to a great extent in light of the fact that the hierarchical, financial and innovative setting in which it is directed has changed to the point of being unrecognizable. Organisations have been delayered; new work association ideas have been produced. Organisations and globalisation have been exposed to a large group of administrative crazes. The advancement of Information Technologies (IT) has enabled home‐based working to expand considerably. The assortment of correspondence channels that managers have needed to adapt to has expanded and globalization has made a progressively focused condition where organizations have needed to end up more slender, increasingly adaptable and versatile. The outcomes of this are the abilities and capacities that managers, supervisors and workforces in organisations should be compelling have change fundamentally. The motivation behind this discussion is to investigate the idea of these progressions and to survey the ramifications of the board advancement, enthusiasts and enlightenment programmes.
INTRODUCTION
This report is about the security industry in the UK in which my company; Formidable Security Services (UK) Ltd operates as a registered entity in line with the British Security Industry Authority (BSIA) and British Companies House Lists of Registered Companies. Formidable Security Services (UK) Ltd is a formal organisation that borrows the ideas of (Handy 1981) reported in (Handy 1981 (Armstrong, 2012 12th Edition P.627 ) combines both The Classical and Systems School of thoughts reported in (Armstrong, 2012 12th Edition Pages 122 & 123) In my organisation; self-regulations, empathy, self-awareness, motivation and social skills are some of the motivating factors of the workforce. Where these human emotions are nurtured by managers, is believed; can have rewarding benefits for the organisation. These benefits are identified as “collaboration among the British Security Industry regulating bodies such as BSIA (ensuring British Values, Norms, Believes and Attitudes) that guides Management, Employees (individual security officer licence holders in line with rules, procedures, roles and job descriptions for engagement while on their operational duties) and Customers’ positive feedback via verbal comments, emails and letters leading to a happier workforce”.
ORGANISATION CULTURE

In order to keep up and maintain the needs for security control, measurement, order and formality to function well as laid down by the British Security Industry Authority (BSIA) and to minimise security threats posed by terrorists; armed bandits, organised crimes, gang related crimes against British People and their belongings, Formidable Security Services tries to operate open systems which are continually dependent upon and influenced by the UK Security Industry. The company endeavours to avoid boredom of staff  and increase motivation by transforming mix of varieties of security services of inputs such as Security Officers Door Supervision, Security Officers Cash and Valuables In Transit (CVIT), Security Officers Close Protection, Security Officers Guarding, Security Officers Closed Circuit Television (CCTV); requiring varieties of training such as Security Induction training, formal On-The-Job Training and Off–The-Job training, Training on Human Rights Laws, General Data Protection Laws, Equality Laws, Health and Safety Laws, Reporting of Injuries Diseases and Dangerous Occurrences Regulation (RIDDOR) Laws into outputs of meeting combinations of customers’ needs within the British Society; all of which in turn enhances the confidence, motivation and the commitment of officers through feeling of personal satisfaction, achievement and loyalty to the company. For their efforts and loyalties, staffs are rewarded from the management with praises, recognition by awards, privileges, well above minimum wage pay and better holiday remunerations and bonuses. Ironically, officers also receive verbal positive feedback in terms of comments from customers. In addition to verbal feedbacks to individual officers, the management often receive positive comments in the forms of letters and emails about staffs from customers. These feedbacks are used by the management as parts of the employees’ appraisals for promotion and further training and development. 
ORGANISATION STRUCTURE

Formidable Security does not operate matrix type of organisation structure which is common with project-based work because the team is normally composed of individuals with specialist skills; nor does it operate a bureaucratic structure which is identified with many layers and has a long chain of command from the top to the bottom layer, which slows down dissemination of communication. Instead, the company operates organisational structure with fewer layers of management hierarchy to ensure a short and span of control (please see Fig.1 below) that quickens the flow of communication among government security agencies, the management, the staffs and the customers. 
This process helps staffs update their service delivery to the customers at their various locations in a clear and effective manner. Customers in return, express their satisfactions through emails and letters which forms parts of staff’s appraisals for future individual and organisation’s development. The company creates a bottom up management approach with minimal bureaucracy. This approach encourages staffs to freely ask questions and suggests areas for improvement. Staffs are given open access to the Managing Director (MD). The company requires individual staff to work with minimal supervision; therefore its culture embraces integrity, openness and individuality at work which encourages trusts and loyalty to the company.
Formidable Security operates some of Henri Fayol and F.W. Taylor both classical theorists ideologies reported in (Armstrong, 2012 12th Edition Page 122) and mentioned subordination of individual workforce interest and remuneration as important parts of developing and maintaining relationships with the workforce and that “it is in the best interests of both worker and manager to break tasks down into components, train the workforce to perform efficiently ‘time and motion’ and reward them accordingly will lead to
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workplace achievement”. Elton Mayo argued that managers paying attentions to intangible rewards like “esteem or group acceptance, and intangible punishments, like loss of group approval” influence developing relationships and workplace achievement.
In (Armstrong, 2012 12th Edition Page 123), Woodward (1958 - 1965) argued that since different organisational structures suited different types of workplace achievement, hence he concluded that ‘multi-faceted nature of people and situations meant that multi-faceted responses were needed’. Developing managers with flexibility is the way forward for workplace achievement.
PART 1
Personal development was theorised and reported by (Maslow, 1954) as a general way for individuals to make efforts to assess their own skills and qualities, set goals in life and create strategies in order to realise their goals and synergise their potentials. Personal development must be construed as a lifelong process ranging from career cycle of Pre-Career of Exploration to Early Career of Trial to Early Career.

                                   MASLOW’S HIERARCHY OF NEEDS
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FIG.2 Maslow’s Hierarchy of Needs (1954) sourced from Buon, T. (2014 P.111)
Establishment of early career of Exploration to Middle Career of Transition to Middle Career of Growth to Late Career of Maintenance to Late Career of Withdrawal and Retirement. The ideas surrounding personal development was discussed by Abraham Maslow’s Hierarchical of Needs by (Maslow, 2014 P. 111).
From the above diagram, Maslow reported that individual’s personal development depends on aspirations for such needs as: Physiological Needs which means the need food to satisfy hunger, drinks to satisfy thirst, shelter and other bodily needs; Safety Needs that includes feeling safe from dangerous and potentially worrying issues as physical, psychological and emotional harm, job security, security of health and money; Social Needs which means sense of companionship, friendship, affection and acceptance as a member in the workforce; Esteem Needs which includes feeling competent that bring self-empowerment and self-worth; and Self-actualisation Needs which means the desire that individual reaching full potential that has to become everything that he or she is capable of becoming that leads to self-fulfilment and the need to reach full potential as a recognised human being.
Personal development of individuals at work is when the attention he or she deserves is given by the management to help such individual achieve truly outstanding results. This discussion can now progress to examine careers and career development in my organisation which involves organisation succession planning, changing ideas about careers and addressing current issues in careers.
For me a career is an occupation undertaken for a significant period of a person’s life and with opportunities for progress. However according to (Phifer, 2003 Fifth Edition), Career is defined as, “the sum total of decisions that direct your educational, social, economic, political, and spiritual endeavours and reflect your unique personality characteristics and basic life values”.
Career development used to be the solely responsibility of the employer, but now it is both the employer’s and the employee’s responsibility.

Applying Schein’s (Schein, 2013) typology of career anchor models such as:

1. Technical or Functional competence; 

2. Managerial Competence; 

3. Security and Stability; 

4. Entrepreneurial Creativity; 
5. Autonomy and Independence;

6. Service and Dedication to a cause;

7. Pure challenge and 

8. Lifestyle
These factors will guide organisation’s management to derive a model of career development that is suitable to individuals in the organisation and can take the following formats:
Identification of individual goals;
Assessment of individual Personal Strengths and Weakness;
Determine how and if goals can be reached;
Obtain information about career requirements;
Compare Personal Resources and career requirements;
Take steps towards goals and

Periodically re-assess goals and progress towards goals.
These identified formats have provided indicators for the model of career development employed in my company is a combination 3, 6, 7, and 8.
1.2 POTENTIAL BENEFIT TO THE ORGANISATION OF DEVELOPING
      INDIVIDUALS IN THE WORKPLACE

Learning and development as discussed by Harrison and reported in (Armstrong, 2012 12th Edition Pages 274) as “an organisational process designed to aid collective progress through the collaboration, expert, and ethical stimulation and facilitation of learning and knowledge that support business goals, develop individual potentials, and respect and build on diversity”. Organisation derives series of benefits from developing individuals in the workplace. These benefits can be identified as: 
1.2.1 Offering innovative learning experiences in the organisation. It motivates employees in the workplace when they are given the opportunities to develop personally. According to the scientific management theorists: Argyris (1957) and Schein (1956) in (Armstrong, 2012 12th Edition Page 122), developing individuals in the workplace provides basis for determining new and innovative best work methods in order to improve individual’s efficiency, place them in the right job and teaches employee the right methods which will lead to motivation and ensures commitment towards workplace.
1.2.2 Developing individuals allows for the mapping out of the far-reaching benefits. According to the Human Relations researchers and theorists: (Barnard 1938) and Roethlisberger and Dickson in their Hawthorne studies in  (Armstrong, 2012 12th Edition Pages 122), introducing personal development at workplace, allows staff to see the broader benefits in the workplace far beyond the job. It will help workplace focus attention on individual differences, interpersonal relations at work, informal group behaviours, employee’s attitudes and opinions. When these factors are addressed could encourage employees to perform better in the workplace.
1.2.3 Allows for the Employee’s ‘In Growth Time’. Again according to the Human Relations researchers and theorists , developing individuals in the workplace allows for individuals to engage in personal development by devoting a percentage of their time to personal or professional development by sending them on training, seminars, and other skills directly linked to their role or improving their leadership abilities development that has benefit to the workplace.
1.2.4 Allows management to create growth plans. Developing individuals in the workplace starts from an individual begins at the time of working with the organisation. Drawing a growth plans for such individual will act as a pointer for personal goal setting that would motivate employee; work towards the overall achievement goal of the workplace.
1.2.5 Allows management to create and develop ‘One Size Fits One’ template. The Human Behaviouralist researchers: McGregor, D. (1960) and Herzberg, F. reported in (Armstrong, 2012 12th Edition Page 122) discussed an extension of human relations that involves interdisciplinary approach, views the organisation as a dynamic system, concerned with the total organisational climate, is oriented towards both economic and humanistic objectives, is concerned with employee participation, group behaviours and interpersonal relations and therefore is able to design training policies that suits individual’s progression in the workplace.
1.2.6 Developing individuals in the workplace will help the organisation encourage individuals set learning goal. Every individual is encouraged to have; say for example learning goal of 90 days. This goal must be aligned with the workplace’s main goal that ensures commitment to both individual and organisational learning. Such goal must be discussed with the team. The idea is to make it possible to experiment with new ideas and encourage feedback on individual learning that could encourage development. 
1.2.7 Developing individual in the workplace would set trail for the organisation to ask Employees What They Want and Need. Where an organisation regularly requests ideas for individual’s personal development can help organisation evaluate and understand what the workforce team members want and shed lights on fresh ideas. It will encourage individuals to feel free to discuss about their goals and needs with their manager, supervisor, human resource department and the rest of the team; to develop solutions benefits everyone and within the budget.
1.2.8 Developing individuals in the workplace will encourage organisation take active interest in Personal Development of individuals. The organisation will want to find out what interests them outside of their normal job scope and will support and encourage them in pursuing it. When employees feel supported and empowered to pursue their personal dreams, could increase individual performance and loyalty to the workplace.

1.2.9 Training managers to be mentors is an aspect of developing individuals in the workplace that could yield benefit to the workplace. Managers and supervisors could be trained to explore how and why individual in the team wants to develop, for example, questions could be asked that “in the next 12 months, how can you become a better person of yourself towards your personal career goals and what do you think the organisation could do to help you achieve it?” Managers could help facilitate individual development and help open doors which in turn could improve staff’s performance in the workplace. 
1.2.10 Workplace must create a culture of learning. The developments of individual at a workplace is a learning curve that starts with induction learning/training, on the job training, off the job training, seminars, conferences, formal training through Colleges and Universities. Organisation must support a “culture of learning” to effectively support personal development of individuals on a regular basis to enable efficient and synergetic performance of individual in the workplace.

1.2.11 Developing individuals in the workplace includes “Thinking Beyond Formal Training”. A workplace formal training includes classroom tutorial training, academic training courses and on-the-job training. However, management can encourage informal discussions through elevator pitches, lunch and learn where employees teach each other Knowledge, Skills and Abilities (KSA) trends in the workplace industry or create a company slack group for social learning through useful and informal methods.
1.2.12 Developing individuals in the workplace includes helping your team learn from each other. Organisation must avoid teams working in SILO; whereby one does not know what others are doing. Organisation must encourage and support individual’s development learning through cross-pollination; that is to see what others are doing in the same field in other areas of the workplace that could encourage coordination of efforts to ensure organisations goal is effectively achieved.
1.2.13 Asking and listening is an aspect of developing individuals in the workplace. When interfacing with employees on one-on-one basis, set your intention at the beginning of your conversation to appreciate a positive and meaningful response. Listen with intention and attention. For example as such questions as what skills are you aiming to develop? And how can I help you to develop it. With listening ears, individuals are motivated towards the overall goal of the organisation.
1.3 POTENTIAL BENEFIT TO THE INDIVIDUALS OF DEVELOPING 
      INDIVIDUALS PERSONALLY IN THE WORKPLACE

The benefits of individuals developing themselves personally in the workplace can be identified as:

1.3.1 Helping individuals discover one’s own life purpose in the workplace.  For individuals to be able to develop themselves would require identifying one owns life purpose. This will involve goal setting and goal settings will involve evaluations of where such individual was before, where he or she is now and where he or she wants to be in the future following Alderfer (1972) reported in (Armstrong, 2012 12th Edition Pages 183) Needs Theory. The first includes existence needs such as hunger and thirst for improved working conditions, improved pay and improved benefits. The second is what is referred to as “relatedness”, that is acceptance, influence, understanding and confirmation process. This latest theory follows Abraham Maslow’s Hierarchical Needs (Armstrong, 2012 12th Edition Pages 184). The third Alderfer’s need is “the growth needs”, and involves individuals seeking and finding opportunities to realise their most propensity and become what they can.
1.3.2 Helping individual’s personal motivation. Motivation according to (Buon, 2014 P. 102) is “what drives or stimulates people to take certain actions or not to act. Overall motivation constitutes: Direction as to what individual person aspires to achieve at work; Persistence as to how individuals continues to thread the arduous journey to achieve his goal; and Efforts as to how such individual must work hard, train and develop hard to achieve his goal.
1.3.3 Helping individuals get a realistic picture of one’s own skills and knowledge. Individuals creating the awareness of their own personal growth at work involve objectively evaluating their own competencies at work. This in turn involves identifying their personal growth at work by assessing where he or she was before, where he or she is now and where he or she wants to be in the workforce in the future. This process will guide individual to keep track of his own skills and behaviours which in turn indicate areas for growth through training and continuous professional development (CPD).
1.3.4 Helping individuals master own goal-setting. Individual’s own goal setting to be a hopeful one must be of a SMART one. SMART as researched and reported by Edwin Locke (1960) reported in (Buon, 2014 P. 119); to be a realistic goal rather than day dreaming goal, it must be: Specific; which means that the goal must be clear in nature as what, where and when. Goal must be Measurable; that is must have both quantitative and qualitative criteria of what, where and when. Goal must be Achievable; that is must be a realistic one. Goal must be relevant; that is Relevant to what matters to the work which has the propensity to be linked to higher-level goal in the workplace. Goal must be Time bound; which means individual involved setting him or herself a deadline by creating a sense of urgency.
1.3.5 Individuals being able to develop themselves personally in the workplace help such individual to develop positive attitude to work which could benefit both individual and the workplace. When work allows individuals to develop all attributes of individual personality, could help inspire and motivate individuals and can result in such individual’s success at work. After all, a happy cow will always produce more milk.
1.3.6 Individuals being able to develop themselves personally in the workplace help to advance his or her skills. Individual’s personal development at the workplace is connected to developing such individual’s skills required in their role at the workplace. Once individual identified his or her role in the workplace, will form a yardstick upon which such individual could improve. It will be a useful guide as to which skills to focus on to achieve long-term career goals in order to enhance his or her performance at work.
PART 2

2.0 DEVELOPMENT VEHICLES AVAILABLE TO MY ORGANISATION
The constituents of developing individuals in an organisation involves: Education which includes helping individuals to develop knowledge; understanding and values in all aspects of life, Learning is the process by which individual acquires skills; develops knowledge; capabilities; attitudes and behaviours, Training is one of the processes organisation do to individuals which leads to systematic application of formal processes to communicate knowledge and assist individual to acquire the necessary skills for them to perform their jobs efficiently and Development that is geared towards individual’s ability and potentials by the provision of educational and learning experiences.  
Employees in the company are encouraged to nurture their potentials by setting long term vision under key management development programmes identified below:
2.1 Working In Teams. As reported by (Clayton, 2012 P. 7). Formidable Security is a formal organisation and tries to incorporate some of the conclusions indicated in this management’s theorist’s reports by encouraging all staffs in the company to work together as a team to promote team spirit (Maylor, 2010 Fourth Edition P. 246) aimed at achieving the overall objectives of the company and to solve minor problems before it escalates. For example, solve simple conflict issues among teams before it boils over and affect the flow of work. The process for resolving such conflicts is expected to be documented and referred to for future conflict resolutions and in the training of new staffs.
2.2 Challenging Portfolios of Work. The company operates portfolios of security work activities that include: Security Officers Guarding, Security Officers Cash and Valuables In Transit (CVIT), Security Officers Door Supervision, Security Officers Closed Protection Operatives, Security Officers Key Holdings and Security Officers Closed Circuit Television Operations (CCTV)/Public Space Surveillance (PSS). The company takes the initiative to encourage and pays individual staff to take up training on every aspect of security portfolios. This allows individual staff to take up challenging portfolios of work that boosts staff morale, job satisfaction and pay; ensuring long term staff loyalty to the company. Because there is stability of staff, this equally reflects in the positive feedback and stability of customer loyalties and referrals to other potential customers. 
2.3 Performance and Reward. Formidable Security approaches the best way to evaluate individual’s employee’s level of performance in the company and how to apportion appreciation for the efforts. Brumbach (1988) as reported in (Armstrong, 2012 12th Edition Page 322) defined performance of an individual as the outcome of his or her behaviours and the corresponding results. At a workplace or in a team, individual’s performance is influenced by organisation’s goal, structure, culture and essentially how the management helps and guide such individual through developing a formal and adequate recruitment process matching person specification with job description and the creation of a challenging portfolio of work to achieve his or her potential. Reward on the other hand is the process of the management designed to recognise individual person’s contribution to the overall organisation’s goal. The reward methodology being used at Formidable Security includes: Financial reward in the form of basic cash payment as wages and salaries, Cash bonuses for emergency covers, Cash bonuses for anti-social working hours such as nights; week-ends and bank holidays and Cash bonuses for working during Christmas holidays. Reward In Kind takes the form of: Verbal Praises from the Managing Director (MD); Written appreciation from the MD or a Senior Manager; Written appreciation from the Customers; Gold Star Award from the management; Management Paid Social Events Outing; Birth Day Wishes and Presents and Management Paid On-The-Job and Off-The-Job Training.
2.4 Personal Growth Opportunities. Formidable Security approaches to individual personal growth in the company takes the form of what Maslow, A. (1970 2nd Edition), Motivation and Personality, and is refers to as Self-actualisation or Self-Fulfilment. The company designed and put in place a number of opportunities for employees to step up their skills ladder in the company. These include a policy of: Starting Your Improvement Process. This process encourages individuals in the company to identify different techniques of learning skills and suggest to the management which learning approach would suit his pace of learning either vocational training or through classroom tutorial based. Another approach is through Recording Your Personal Development whereby individual staff is encouraged to dairies their own daily activities. This is most suitable for staffs with minimal literacy and little command of English Language. People tend to learn more when they write and speak a language that is not their mother tongue. Another is Develop Your Own Vision policy. This policy involves encouraging employee to envisage the position they intend to be in the company hierarchical structure within a specific time in the future; say for example in the next 12 months and how and why? An employees’ representative is often assigned to brief the employee in advance to avoid the feelings of pressure or intimidation which could demotivate rather than the intended motivation of the employee in question. The last on this company’s policy is Review and Revise Personal Development Plans. The supervisor the individual employee is familiar with is normally at hand to mentor the staff concerned. 
2.5 Experience and Learning. This development vehicle approach is normally targeted at the intermediate or senior management levels in the company. This involves considerations to those criteria the employee has already acquired such as the level of education and training, skills and knowledge, experience, competence level and necessary experience of the industry.
2.6 Open Communication Channels. The management maintains an open communication channels policy that encourages innovation and creativities. Most of the knowledge acquired in this way is derived from the field work by the operatives who witnessed incidents first hand. The officer concerned is allowed to use the channel to communicate with and coach others to help the company tackle crime in different ways. The company also creates a mini social media through WhatsApp for both formal and informal communication. This media is called “AmInTouch”. There are a lot of company’s security officers at various locations around the country. Officers use this media to chart with each other and to quickly dissemination information about crime that has recently occurred but has not been reported by the media or has not come to the attention of the company. It is regarded as “First at Source”. Such policy is to educate other security officers to be on the lookout and stay on their guards at all times.
2.7 Participation of Staffs In the Innovation Process. Anytime the management is proposing and planning to make a change or new approaches or new process, they would hold meetings with the staffs and invite staffs to write their own report and suggest new ideas in writing that could be integrated into the process. The best suggestion is often offered a reward. Such approach is designed to encourage groom active participation in the innovation process.
PART 3

3.0 Plan to meet the identified development needs and expectations of an individual in my company is that of a formal and standardised approach methodologies named as: STAR and INVESTORS IN PEOPLE tools. STAR is an acronym that means: S for Situation; T for Tasks; A for action and R for results. It is designed by the management to aid formal competency based recruitments and interview questions to formal answers from job applicants. It helps to provide clear, unambiguous and concrete answers in response to formal interviews. It helps create scenarios on real life examples from former employments. 
3.1 STAR
3.1.1 SITUATION: This involves a situation or a specific task that is indicatively new or relatively new, complex and challenging but potentially useful. For example, during a recruitment process of new staffs as indicated by (Werner, 2014 P. 57) requires interviewing, recruiting and selecting a person that is virtually unknown before; bearing in mind the Equality Laws (Walker, 2017 ) with the potential aim of sending them out there to look after people (children, young, old or vulnerable), money, properties and sensitive information on behalf of company could and always create a dilemma for the Human Resource Management Department (HRMD). To overcome such difficult situation, the HRMD designed recruitment process to include: Job Description, Job Purpose, Roles and Responsibilities (of the potential applicant), Selection Criteria and Person Specification in Armstrong (Armstrong, 2012 12th Edition Page 220) includes: Qualification and Training, Skills and abilities, Behavioural Competencies, Knowledge, Experience, Specific Demands and Special Requirements; all of which will be made known to potential applicants through job advertisement normally through Job Centres, Recruitment Agents, Postals, Company’s website and through past and current company employees. 
3.1.2 TASKS: This involves the specific key stages of the identified development need from the planning stage to the final operational stage. The identified tasks required of a security officer while out there alone on their own using initiatives to render services on behalf of the company involves: Literacy, good Communication Skills, Health and Safety, and Conflict Management Skills.
3.1.3 ACTION: Training action will start with must have basic and minimal knowledge of some British Laws; essentially those that are going to affect his actions and omissions while out there on operational duties. The training and developments actions of the management for the successful applicants will take into account helps required for any gap that needs to be bridged by the staff while working for the company. 
3.1.4 RESULTS: The above procedures if religiously followed and achieved will result on a happy ending – benefits; with both potential staff and the management. The development and progress of the successful applicants can be monitored through feadbacks from line managers, mentors, supervisors, customers and criteria already obtained during the recruiment process using STAR plan. 
3.2 INVESTORS IN PEOPLE – DEVELOPMENT PLAN MODEL
Investors In People (Mullins, 2010 P. 507) “is a standardised business improvement tool designed to help businesses in the UK to advance the organisation’s performance through the training and development of its workforce”. The framework is designed with flexibility and is suitable for any organisation regardless of size and sector and is perfectly suitable for my company – Formidable Security Services (UK) Ltd.
The Investors In People development plan sets three main principles: Plan, Do and Review (Sourced from Formidable Security Services UK Ltd. – Investors In People Training Indicators Licensed Programmes):
3.2.1 PLAN: The PLAN process involves development of strategies to improve the performance of the workforce in the company. The company’s plan is tailored towards Security Business Strategies, Learning and Development Strategy, People Management Strategy and Leadership and Management Strategy.

3.2.2 DO: The DO process takes the form of action to improve performance and this includes: Management effectiveness, Recognition and reward as already discussed above, Involvement and Empowerment and Learning and Development.
3.2.3 REVIEW: The REVIEW process is concerned with evaluating and improving the performance of individual staff in the company and this includes: Performance Measurement and Continuous Improvement through the acronyms (CPD) which means Continuous Professional Development.
Investors In People have now started to reward any organisation in the UK and of course including my company – Formidable Security Services, that has agreed and indeed operationalised and passed their standard auditing of ‘Plan, Do, Review’ approach to the development of their workforce by awarding a complementary Bronze, Silver and Gold status recognition which is designed to reward and as feedbacks for individual participating company as well as yardstick for further improvement. 
The benefits of the awards from the Investors In People cannot be underestimated as the victorious companies; including my company are allowed to display the award on their websites and correspondences including tender documents for contracts. First, company is given rebates on public liability insurance premiums. Second, some of the government contracts take the awards into consideration when considering contracts for approval.
CONCLUSION 
Organisations differ in culture and structure which are dictated by its goal and objectives. It is up to individual management in the organisation to device, develop and use development programmes that are appropriate to its business and management.
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