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This paper analyses the potential benefits to an organisation when developing employee’s within the workplace. It addresses how productive individuals can become when such measure are enforced and the positive outcome for both parties. The assignment evaluates development systems available to companies to promote staff progression, including possible training solutions. This includes a personal development plan which focuses on the individuals needs within the workplace.

[bookmark: _Toc114422427]Section 1
Critically assess the potential benefits to the organisation and individual of personally developing individuals in the workplace;

It is the authors opinion that the objective of any business is to maximise productivity whilst maintaining a healthy profit. By investing in employees through various training channels will see huge positive benefits for both the company and employee. This will ensure the end goal is achieved. 
(Bright, 2014), highlights the cost implications of a productive workforce which ultimately generates larger profits to the organisation, which supports the view of the student. “Training helps management reduce cost: Although employee training and development costs management some money, in the long run it saves management a great deal of money. When employees are given proper training and are allowed to develop themselves, they are able to use the materials and equipment of the organisation more judiciously than before. Since they know what they are doing, they do not waste the organisation’s resources and therefore they avoid causing extra expenses to the organisation. Simply put, well-trained employees are able to use the resources of their organisation in an economical way. This will always help management to cut down cost and make more profit from their business ventures.”
There are many factors that will strengthen an organisation from investing in personnel. However, to outline the areas of which the author feels are of priority, which will ultimately achieve set goals. Providing the best possible service to the client is key. Evaluating that internal process are in line with employees skillset play a major role in achieving business objectives. Such measures increase productivity and morale, which in turn impacts on retention of staff and creates a good reputation of the workplace. This can generate interest from job seekers who actively pursue employment from such companies. In such instances, employers may save on recruitment cost, as avoiding agencies.
We, as society naturally feel more empowered when we are valued and appreciated, and this also applies within a work setting. Enhancing personnel’s capabilities will see a happier working environment and more productive individuals. This in turn increases confidence, people are likely to remain loyal to the business under such conditions. Personal goals may also be achievable, enabling the opportunity to progress within the company, with the possibly of an increased salary and/or enhances a CV. 
Börner, R., Moormann, J., & Wang, M. (2012) research suggests “Turning a company into a process-oriented organisation is increasingly being regarded as a competitive advantage and fundamental to business success (Harmon, 2008). To improve business processes, the staff's knowledge and skills are seen as the core resource, and learning is viewed as the important mean (Wang and Yang, 2009)”. It is therefore crucial for organisations to develop effective learning and training solutions with a view towards involving staff and encouraging awareness and participation in process improvement.” 
Whilst this study does not directly discuss the positive implications of costs and/or profit, as above, it highlights the importance of recognising employees skillsets to be a vital part in the process for a successful business. This in turn will maximise productivity and profits. 
CIPD (2018) studies, “Over-worked managers and under-supported staff casts a shadow over workforce happiness.”
“One in four workers (27%) say that their job does not offer good opportunities to develop their skills, jumping to two in five (43%) among unskilled and casual workers. Amongst those in low-skilled jobs, more than a third (37%) say they have not received any training over the last year”.
[bookmark: _Toc456901517]The author was quite taken back by these figures on one hand, however also related to the findings. Within her current place of work in catering they do not invest their staff, apart from a few days on the job training when first starting with the business. There is a high turnover of staff, morale is low, which has a knock on effect with the service they provide and generated sales. The student recognises that the company could increase profit margins and productivity if they applied such measures as outlined in the above articles. 
[bookmark: _Toc114422428]Section 2
Manage an individual’s expectations in respect of personal development.

The author views personal development plans as an effective way to set targets and/or monitor performance from both the company and employees if correctly facilitated.

A Stringer, R. A., & Cheloha, R. S. (2003). “A good development plan is not a simple document. To be powerful, it has to be built around a development model grounded in real-world experience. It has to be carefully crafted to fit the needs of the person being developed. It has to include job assignments that build leadership skills. And it has to be supported by the organization and integrated into a development philosophy that views planning documents as the beginning of the development journey, not the end.”

The student particularly related to this statement, as in previous work environments, personal development plans have been created, but not reviewed as appropriate, and has left set targets open to interpretation, which in her opinion is not effective. 
Competency frameworks are becoming more popular within organisations as clear guidelines of what is expected for specific roles and duties. The student deems this as a highly effective way for firstly the person undertaking the tasks to have set goals and secondly for the individuals monitoring. Leaving such measures vague, is down to interpretation and expectations differ from one person to another. 
(Civil Service, 2012) “Competencies are the skills, knowledge and behaviours that lead to successful performance.” The framework is used for recruitment, performance management and development discussions and for decisions about progression. Your business objectives set out “what” you need to achieve over the year and the competency framework sets out “how” you need to work to achieve those objectives.” The author has personally used this framework when applying for a job vacancy and found it interesting on how the method was applied. Whilst she did not get the job, she did reach the interview stage and would not be as over whelmed as she was previously, should she apply for another position. It is her opinion, that such frameworks will continue to be implemented in larger companies, as a great way to set and follow benchmarks within organisations. 
In any employment we are all familiar with performance reviews and/or appraisals. Increasing our pay as a focus, we want to expand our personal development, whether this be training in certain areas or promotion. 
(CIPD, 2020), states, “Performance reviews, also called appraisals, form part of a holistic approach to managing performance. The value of annual reviews has increasingly been challenged in recent years in favour of more regular conversations, but even so, performance appraisal remains a crucial aspect of the performance management cycle.” 
In previous employment, in a Call Centre setting, the company held yearly reviews whereby employees would also receive a pay rise. Targets were set by managers, however not all fully reviewed throughout the year. This always resulted in conflict between both parties, as discrepancies over what had been achieved. The student recognises that regular conversations, whether this be monthly, bi monthly, quarterly is a more effective way to monitor an individuals performance. The employee is also clear on what is expected to reach their targets and have the opportunity to address any development areas as and where appropriate. 
[bookmark: _Toc114422429]Section 3
Critically evaluate development vehicles available to an organisation appropriate to the development needs of the individuals.

There are numerous development vehicles available to organisations and depending on the size and nature of the business we are all monitored in some way. Whether this be yearly appraisals whereby you also receive a salary increase, regular ongoing performance reviews, 360 degree feedback method, Management by Objective  (MBO) performance appraisal, the important factor is that the method used is effective for both the employer and employee. 
The author has previously used the 360 degree method in previous employment whereby she was Customer Service Manager. As well as reviewing staff this was also used for her appraisals. It was a large company with various different departments, Sales, Customer Service, Technical Support, Account and so on. Naturally with these kinds of businesses, you are working in different departments, but each department has a knock on effect with each other. 
(By Indeed Editorial Team, 2021) A 360-degree performance appraisal, also known as 360-degree feedback or multi-rater feedback, is when employers evaluate employee performance from as many sources as possible, instead of only one-on-one feedback from a direct manager. Once all the feedback is collected, it is used to measure employee strengths, weaknesses and skills and can provide a well-rounded performance review. If the 360-degree performance appraisal is well designed, it can boost team performance, promote self-awareness and create transparent communication. However, there are also some drawbacks to the 360-degree appraisal method if it's not executed properly.
At the time she viewed this has having both pros and cons. The fact that the feedback was not solely from one individual she saw as a positive. However in her experience the information supplied from other parties was not necessarily a true reflection of their work capabilities. For example, a person would receive negative feedback totally oblivious to their other work commitments, as they did not work close enough and/or fully understand each other’s  job role. This often left employees demotivated and conflict between departments. This was eventually replaced with bi monthly appraisals which were much more effective. 
(Taylor, 2011) highlights why he feels this is not the most effective. “Once the assessments are collected, "Staff or their bosses focus too much on isolated pieces of feedback as opposed to broad themes [from multiple respondents]," added Jon Picoult of Watermark Consulting in Simsbury Conn. "Focusing on one-off comments can make the process appear persecutory."
(By Indeed Editorial Team, 2021), suggests a positive element of the method. “Broader employee self-awareness can motivate employees to work towards self-improvement and bridge the difference between how employees see themselves and the opinions others have of them.”
Clearly there a both positive and negatives with this approach. However, the author feels there are much more effective ways to develop an individual. 
The student has always found Peter Senge learning organisation productive and interesting, as feels can be adapted to most individuals and captures a broad range of effective methods if applied correctly. 
(Study.com, 2019) clarifies the principles, “There are five characteristics of a learning organisation:
1. Personal mastery, or how the individual looks at the world
2. Mental models, or an individual's deeply ingrained assumptions
3. Shared vision, which encourages experimentation and innovation among multiple members
4. Team learning, or more than one person acting together; two heads are better than one
5. Systems thinking, looking at the whole picture rather than the individual problem
Within each of these characteristics there are three levels of approaches, including
· Practice, or what the individual does, which is the lowest level
· Principles, or what the individual does in keeping with the guiding ideas of the organisation
· Essences, or what the individual automatically thinks in terms of the whole organisation, which is the highest level of mastery
When reading the below article the author found it to be an extremely interested view and highlighted to her in more detail the importance of a business also continually evolving and changing. She has personally worked for so many companies whereby they have been following the same processes for years and whilst they may invest in staff training, incentives, perhaps by moving with the times of society also may present different outcomes. She acknowledges there are so many factors to consider ensuring an organisation reaches its full potential, and each part has a significant impact on the other and must work hand in hand to be effective. 
Fillion, G., Koffi, V., & Ekionea, J. B., (2015) “According to Senge, learning organisations are”
" organisations where people continually expand their capacity to create the results they truly desire, where new and expansive patterns of thinking are nurtured, where collective aspiration is set free, and where people are continually learning how to learn together." (Senge, 1990b, p. 3)
The basic rationale for such organisations is that in situations of rapid change only those that are flexible, adaptive, and productive will excel. For this to happen, it is argued, organisations need to "discover how to tap people's commitment and capacity to learn at all levels" (Senge, 1990b, p. 4).
In his book published in 1995, Brilman adds two new dimensions to the Senge's definition of a learning organisation which seem to us extremely important to consider, that is, the use of auto-evaluation referents and the benchmarking process. So, according to Brilman,
it is an organisation which put much emphasis on its personal formation and development, but it is much more than this: it is a 'smart' organisation in the sense that it develops, on the one hand, its vigilance and speed of perception of changes in the environment and, on the other hand, it improves the understanding of its functioning as a system. It is continually in an auto-evaluation process in comparing itself to the world bests, and it is searching to know and benchmark those which make better. Thus, it stays awake, flexible, and proactive. In such a way, it stays an always young organisation." (Brilman, 1995, p. 213)
For Senge, real learning gets at the heart of what it is to be human. We become able to recreate ourselves, argues Senge. And this applies to both individuals and organisations. Thus, for a learning organisation it is not enough merely to survive. "'Survival learning' or what is more often termed 'adaptive learning' [learning allowing the adaptation to the situation] is important -indeed it is necessary. But for a learning organisation, 'adaptive learning' must be joined by 'generative learning', learning that enhances our capacity to create." (Senge, 1990b, p. 14)
Once you have determined the development needs of the individual there are various different ways in which you can facilitate the training requirements. 
(By Indeed Editorial Team, 2021) suggests, “Along with focusing on technical skills, such as learning programs or software, it's important to focus on developing your team members' soft skills. These are the skills that help them work well with others. Find ways to encourage their creative thinking, problem-solving, communication and conflict management skills. By focusing on both hard and soft skills, you can help them become a more well-rounded employee.” This is something that a lot of businesses fail to recognise and focus more on hard skills.
Personally, the author prefers training through various platforms and feels this is how she learns best. However we all have different styles in which we learn and is something to consider. 
“Offering training through multiple platforms can create a more engaging experience. Blend in-person learning with online videos, training manuals, real-life projects and any other ways to teach employees. By having multiple ways to learn, they can really get to know the material and work on their skills. It's also helpful to provide digital resources that an employee can refer to if they ever need help. Creating a comprehensive how-to guide is a great way to encourage independent learning.” (By Indeed Editorial Team, 2021).
Depending on the companies budget, courses, training prices vary considerably. Perhaps job swap, inhouse training, mentoring, workshops and online modules are best suited for smaller budgets. Although that is not to say these cannot be facilitated and/or effective for larger organisations. Whereas as outsourcing training would incur higher cost. 
The con of internal training where you are using current personnel is that they are then away from there day to day duties. In this instance it would be imperative to ensure all areas are covered. 
[bookmark: _Toc114422430]Section 4
Generate a detailed plan to meet the identified development needs of an individual in the workplace and the management of performance.

The below Personal Development plan is on the basis of a new employee starting a job as a Customer Service Advisor. This place of work is where the student was Customer Service Manager and used something of similar nature for new recruits. At that point, the company was reluctant to invest in new starters until they successfully completed their probationary period, hence why internal resources where used. 

Assuming they started their training on the 12th of Sept, it covers a period of five weeks. Initially a workshop would be held whereby they would become familiar with internal systems. They would then move to the Customer Service Department, whereby they would shadow CS staff, listening to calls and fully understanding processes. At week three they would transfer to taking calls, supported by a mentor. This was then followed by spending time with Sales, Engineering and the Stores department. The final part of the training would remain call taking, fully supported by a mentor. Weekly review meetings were held to ensure they are settling into the new role and to obtain feedback from the individual. 







[bookmark: _Hlk114421196][bookmark: _Toc114422431]Personal Development Plan

	What do I want to learn?
	What do I have to do?
	What support and resources will I need?
	How will I measure success?
	Target Date for Review

	Internal systems

	Attend internal workshop for training of inhouse systems
	Inhouse training by Technical Support personnel 
	Review with line manager and obtain feedback 
	16/9/22

	Internal systems/procedures
	Attend on job training (shadowing) with Customer Service representative
	Inhouse training in Customer Service Department with CS staff 

Training headset 
	Weekly review with Line Manager and mentor 
	23/9/22

	Internal systems/procedures
	Attend on job training with Customer Service representative. Taking calls, supported by mentor 

	Inhouse training in Customer Service Department with CS staff 

Training headset

	Weekly review with Line Manager and mentor

	30/9/22

	Understanding different departments procedure – ie Sales Engineering and Stores 
	Attend each department for 1 day to familiarise with procedure and how each area integrates together 
	3/10/22 – Sales

4/10/22 – Engineering 

5/10/22 – Stores 
	Review with Line Manager and mentor 


	5/10/22


	Final week of training: 

Internal systems/procedures

	Attend on job training with Customer Service representative. Taking calls, supported by mentor 


	Inhouse training in Customer Service Department with CS staff 

Training headset


	Review with Line Manager and mentor 


	14/10/22





[bookmark: _Toc114422432]Conclusion

[bookmark: _Toc456901523]Whilst I understood that investing in employee’s will increase productivity of a business which in turn boosts profit. I did underestimate the importance of each area, from both the company and personnel, must work hand in hand and meet in the middle in order to truly reach a successful outcome. As individuals, we continually work on our personal development whether this be for job satisfaction or pay. This also applies for organisations, as our surroundings, society changes. Technology has forced changes with the way how businesses are run, as well as the pandemic, which has prompted more people working from home. Keeping a fresh outlook from both aspects can only have a positive impact. 


[bookmark: _Toc114422433]References

Stringer, R. A., & Cheloha, R. S. (2003). The Power of a Development Plan. HR.Human Resource Planning, 26(4), 10-17. https://www.proquest.com/trade-journals/power-development-plan/docview/224569025/se-2
CIPD. (2018, April 11). Over-worked managers and under-supported staff casts a shadow over workforce happiness. CIPD. https://www.cipd.co.uk/about/media/press/uk-working-lives

Bright, J. (2014, September 20). 10 Benefits of Training and Development in an Organization. Hosbeg.com. https://hosbeg.com/10-benefits-training-development-organization/

Börner, R., Moormann, J., & Wang, M. (2012). Staff training for business process improvement. Journal of Workplace Learning, 24(3), 200-225. https://doi.org/10.1108/13665621211209276

CIPD. (2020b, December 2). Performance Appraisal | Factsheets | CIPD. CIPD. https://www.cipd.co.uk/knowledge/fundamentals/people/performance/appraisals-factsheet

Civil Service. (2012). Civil Service Competency Framework. https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/436073/cscf_fulla4potrait_2013-2017_v2d.pdf

By Indeed Editorial Team. (2021, March 8). 360 Degree Appraisal: What It Is, Pros and Cons. Indeed Career Guide. https://www.indeed.com/career-advice/career-development/360-degree-appraisal

Taylor, S. (2011, July 12). Assess Pros and Cons of 360-Degree Performance Appraisal. SHRM; SHRM. https://www.shrm.org/resourcesandtools/hr-topics/employee-relations/pages/360degreeperformance.aspx

Study.com. (2019). Peter Senge: Learning Organizations & Systems Thinking Video with Lesson Transcript | Study.com. Study.com. https://study.com/academy/lesson/peter-senge-learning-organizations-systems-thinking.html

Fillion, G., Koffi, V., & Ekionea, J. B. (2015). PETER SENGE'S LEARNING ORGANIZATION: A CRITICAL VIEW AND THE ADDITION OF SOME NEW CONCEPTS TO ACTUALIZE THEORY AND PRACTICE. Journal of Organizational Culture, Communications and Conflict, 19(3), 73-102. https://www.proquest.com/scholarly-journals/peter-senges-learning-organization-critical-view/docview/1768357068/se-2

By Indeed Editorial Team. (2021b, March 24). 7 Ways To Effectively Train Employees. Indeed Career Guide. https://www.indeed.com/career-advice/career-development/train-employees#:~:text=7%20effective%20ways%20to%20train%20employees%201%20Focus

Bibliography 
Lloyds TSB banks on call‐centre quality: Staff benefit from training and career development. (2004). Human Resource Management International Digest, 12(1), 14–16. https://doi.org/10.1108/09670730410516339
STAFF DEVELOPMENT BENEFITS FROM KSF OVERHAUL. (2010). Nursing Standard (through 2013), 24(34), 5. https://www.proquest.com/scholarly-journals/staff-development-benefits-ksf-overhaul/docview/219872387/se-2
Harvard Sylvan. (2008). Reaping the Benefits of Staff Training. Optometric Management, 43(3), S2–
The many benefits of staff training; Many local businesses could be missing out on the many opportunities to train and update the skills of their workforce. (2007). Herald Express.







 
[bookmark: _Hlk114420683]






image1.jpeg
PRIFYSGOL CYMRU ———
S Y Drindod Dewi Sant
UNIVERSITY OF WALES

Trinity Saint David





