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[bookmark: _Toc534565563]Abstract
Since the enterprise allows a flat structure the people working for it feels a sense if belongingness. It has helped us and still helping us to share ideas or views which probably the senior manager would not find. The shared idea not only benefits the company to have better solution to the problem with more committed people at work but is also benefiting us “the employees” to develop our personal growth. One of the most important benefit we are getting is being able to improve our characteristics to Type-B and the company is getting more committed staffs as well as loyal customers. Certainly there are many training and development programs available in the company but finding the correct one through understanding the situational need is also important. At the moment simulating, coaching and off-the-job training is preferable. On the job is something we have to do by ourselves. In addition, a sustainable HRM is applied before making the development plan because of the flat and friendly organisational structure it is following.   
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[bookmark: _Toc530006234][bookmark: _Toc534565564]Introduction
Allowing an agile structure creates an environment where employees feel that their ideas are being listened to and that they are too make a contribution in the decision-making process. People who feel they are engaged to the decision-making process are likely to feel proud to work for the organisation and therefore will be keep on believing the values of the organisation. However, organisational success or benefits doesn’t end here completely (Mitra, V. 2018).  So, throughout this project we have tried to answer questions related to the ways the company and its employees are benefiting from a place that allows personal development.  The development vehicles available for the company and to what extent those are appropriate for the company’s development or have helped in improvement. Finally, we have developed a plan considering the time and area of improvement so that the identified development needs can be met. Since we were asked to choose an organization for this project, we have selected a medium sized grocery store where I am currently working, and it is called “Hackney Supermarket”.
[bookmark: _Toc530006235][bookmark: _Toc534565565]Background: 
“Hackney Supermarket”, is a departmental store near Hackney underground station in London. It is recognised for maintaining a friendly and agile working environment for different backgrounds of people. They have moderately high hourly pay policy for the employees too due to which so many people apply during recruitment. But their target is always the students because of the level of energy they have and their enthusiasm toward work.  It’s a medium range enterprise which was opened in 2010. They have about 35 people working for them which includes from senior managers to the sales person. This departmental store basically provides organic products that signifies the British culture, promotes luxury at an affordable price, aesthetics and uniqueness that not only separates them from others but also the people using their products. Their motive is to help people showcase their self-worth better by using their items. 
 From the moment I started to work, I realised that their policy of making people happy does not end with the customers only. The business cares for its employees and also shows that they care for the employees as well whenever it can.  
Since it’s a supermarket, maintaining a good relationship with a customer is a mandatory and everyday work for all of us.  But we were advised not to do it to such an extent that annoys the customer and makes him or her hesitate to come back for shopping again. So, the first rule of the store for the sale-person was to be informative, supportive but not persuasive to such an extent which will create a negative view in people mind. My colleagues and I were always advised to allow people to explore each item on the shelves and let them choose from the available brands. Although it is not as big as Tesco or Harrods, it still needs checkout staff, inventory handlers, supervisors and few other specialists’ list quality controller.  One of the additional members at my workplace is the quality controller whose job is kind of temporary because he only has to check whether the raw materials delivered are organic or not. In this store for every specialized work there is a supervisor such as, logistic, recruitment and selection, marketing and operation and cash management.  There are no separate departments with departmental heads and employees working under them. This place basically employed few people with skills to look after the above mentioned areas (HT Hackney, 2018).
[bookmark: _Toc530006236][bookmark: _Toc534565566]Tasks: 

1) [bookmark: _Toc530006237][bookmark: _Toc534565567]Potential benefits to the organisation and the individual of personally developing individuals in the workplace.
However, as I said earlier, my workplace not only looks after their consumers but also their employees as well, thus, they have been able to manage a small yet diverse workforce so wonderfully.  Some of the benefits that this enterprise gets to enjoy for providing such environment are given below:
I. Flat organisational structure: the chain of command for this enterprise is flat unlike other companies. Here each supervisor allows the person in sales to take decisions while dealing with any consumer issues or queries and only interfere if the person in charge fails to handle it. They then inform the owner about the activities performed by the employees. Their chain of command has been kept agile so that the employees feel more connected and provide the best input (Hill, B. 2018).
II. Getting responsible people: leaders are someone who has the capability to undertaking responsibilities and performing them wisely. Here in my workplace due to flexible and friendly working condition staffs are eager to act as a leader themselves. Most of the time the supervisor or the owners pass their vision on them and they just make sure that the work is done as precisely as asked.  For instance, in time of low stock but high demand the staffs are allowed to talk the customers and come up with solution that will not make the customer happy. So, an act upon this problem by most of the employees at the store has been a delivery at the door of the consumer’s house at the expense of the employee.  This flexibly has not only helped them to hold the consumers but also get solutions from the employees without asking for favours in return. (Hill, B. 2018).
III. Improved consumer relation: some medium superstore believes that persuading consumers to buy things can increase sales. This method may work up to some extent but  while doing that what they fail to realize is  that the consumer may create a negative view and may decide not to come back again for shopping. Since at my workplace mostly students are appointed our motto of building a good relation is through being informative and supportive and then allowing consumers to decide on their own. This has been possible due to flat organisational structure which not only helped the staffs to connect with consumers but also hold loyal consumers for the enterprise (Hill, B. 2018). 

IV. Employees identifying the problems themselves: sometimes workplace don’t like employees to have a union group because they might act against them. But in my workplace, we were advised to create a forum of our own and discuss the matters that bothers us about the working environment. This method is applied because it helps to reduce the work load of the owners so that they have more time to think about the organisation’s improvement instead of just dealing with customer related issues. Moreover, the turnover of the good employees are reduced too that was likely to happen due to miss understanding. Thus, the owner and supervisors are so supportive toward this forum because this union helps to identify issues which would not have been known without them (Hill, B. 2018). 
V. Committed people: if an employee buys any organic item, home appliances stuff or anything from the store during the weekends they get a discount (which is less than the market price) even when they are not offering sales to the consumers. It’s kind of a never-ending offer for the employees only, to show them the gratitude of their everyday hard work. Although this might seem as cost for a medium size business, but this actually helped them to get people committed to their work and increase the sale growth (Hill, B. 2018). 
VI. Physically fit employees: like other enterprises they too care for the health and safety of the employees. But unlike them we don’t have the space or finance to open sports room or gym where the staffs on duty can relax during breaks. However, we do have a small space which is now used as a recreation room with refreshments like tea and coffee served to the staffs during the break time. We are also allowed to sleep, relax or read there if the work load is not much. Thus, this enterprise has to provide the least amount of sick leaves to its employees (Hill, B. 2018).

On the other hand, its flat structure is useful for personal development too. The individual benefits of working for this enterprise are given below:

I. Embracing Type B: our organisation supports a framework that is flexible with lots of   supportive seniors. This flexibility at the workplace has enabled some of the employees including me to transform the impulsive behaviour into a balanced and relaxed one. Promoting this type of type of environment at the workplace can basically prepare us to take bigger responsibilities in life (Hill, B. 2018).
II. Improved communication skills: one of the most important thing people to develop is the communication skills. Without it it’s quite impossible to share thought or tell what you are thinking without creating any misunderstanding. Since my and others job is related to the sales, we had been able to develop a strong communication and has been able to understand people’s psychology too.  Moreover, since now we understand people’s reaction better, we can come up solutions that not only keeps the department out of problems but us too (Hill, B. 2018).
III. Growing a leader within: I have also been able to develop a leadership quality within me after being given the change to guide and take charge of the rush hours (Hill, B. 2018).
IV. Other training for development: when someone works for a big company it means that the number of people working for them is high. So whatever benefit they introduce, the chance of getting it is low. Probably the employee will have to be really good to make the supervisor believe that the he or she deserves that extra caring. But this is exactly the opposite for a SMEs. My work station has people working less than 100. Whenever anything is introduced like training and development scheme the enterprise makes sure that everyone gets to utilise the opportunity and develop themselves, without showing any biasness (Hill, B. 2018).



2) [bookmark: _Toc534565568]The development vehicles available to the organisation and the extent to which they are suitable in meeting the development needs of the individuals.

Development vehicles are the methods which are available and used by an organisation to improve the performance of its employees. In most cases they are being provided at the expense of the organisation but this cost soon pays them off as soon as the developed version of the individuals starts working. It is seen at the rarest case that this development methods applied by a company back fired and did not bring good to them. But if it does there is no option but to fire that employee as keeping him or her will only add to the cost (Mitra, V. 2018). Hackney Supermarket is basically a medium sized enterprise with less than 100 including the owner and supervisors and they all are working to make the company better by using the development schemes. Basically development vehicles are very much the same for all the organisations but it still might differ due to differences in company size and needs of the employees. The need for a development is explained with a graph of the Gap concept below:
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                                             Figure: the Gap concept
With the help of this curve it is possible to understand the need for development in an organisation. When the expected performance level doesn’t match or has a wide gap between the actual works done it means the individual is lacking the skills the company is looking for and hence needs some guidance (Wang, T. 2018). However, this comparison has to be made considering the designated time set for the work done.
Since the enterprise I work for is a departmental store the development techniques are mostly done to improve the communication skills. Some of the development vehicles available at the store are:
I. Coaching: workplace coaching is a method of training people with the equipment, providing knowledge, and giving opportunities so that they can make themselves effective and committed to their work and the company. A good coaching from a supervisor improves employee and organization’s overall performance. Also it brings positive changes at the workplace (Olenski, S. 2018).
II. On the job training: this training is basically provided and performed at the work place with some or no supervisory training.  There is no extra training. Here all workers have to learn by performing their own tasks, seeing others work and from their own mistakes (Thomas, S. 2018). 
III. Off- the job training: this training is given away from the working environment usually by conducting a seminar or workshop by the supervisor himself or people hired from other places (Olenski, S. 2018). 
IV. Simulating the workplace: this is an extreme case of development which is adopted to fake special cases like pick seasons or Christmas season. This basically happens as a role-play where each staff have to participate and handle the fake crowd created by the enterprise patiently but quickly (Thomas, S. 2018). 
V. Personal training: this is provided on an individual basis and only to those who needs it. Basically the supervisor analyses the weakness and the lacking and then guides that individual to overcome them as soon as possible. This kind of resembles coaching which is another form of development program (Olenski, S. 2018).
So above are the development vehicles that are available in “Hackney Supermarket” right now. All of these consists of benefits over the other. But not all of these are required at the moment. This is because of the friendly policy and structure most of the individuals are still enthusiast about their work. There is still so much motivation left in all of us. If the enterprise followed its old top to bottom chain of command then the case would have been different. People might not have stayed motivated this long and might have willed to work beyond what they were told. However, if I compare the company with other department then individuals will actually need some development. But some of the schemes they have mentioned above is not required for this business (Goldberg, S. 2018).
One of them is the on-the-job training. This is for me is a self-realization of the responsibilities and work one have to do. There is no formal training in this method. Rather it all depends on the person’s view and observation on the surroundings. The credit of development doesn’t go to the organisation but to the individual himself. On the other hand, simulating the workplace will have a great development effect on an individual basis. This is because the enterprise will create a crowed but fake sale or pick season situation where each of the staff have to perform. The person acting as the sales staff at the moment have to make sure they don’t keep their smile down, they cannot reply rudely even when the customer or customers are going crazy (Goldberg, S. 2018).   Simultaneously other staffs will have to act as those crowded and crazy customers waiting to get or bill their stuffs.  This training and development program can truly bring out people with the leadership quality that all businesses look for in their staffs. After evaluating this performance the next program which I think will help for individual development is the coaching from respected the supervisors (Mitra, V. 2018).  Similarly, attending workshops and seminars on the improvement of communication skill is important too so their idea of  taking the staffs away from the workplace and teaching them something extra even though at the company cost will help them build people with good connection and customer handling skills, i.e. most vital for the organisation. Also individuals responsible for the logistics or operation and management will have a better time and inventory management sense.  Above all, personal development will allow individual development the most. In this case each staff will be or are given separate and alone time by the supervisor. It is only provided if they see the individual needs it and only when their skills are obsolete but also at time when they see they have a chance of improvement. And a little guidance can help them and as well as the organisation to thrive (Wang, T. 2018).

3) [bookmark: _Toc534565569]A plan created to meet the identified development needs and expectations of the individuals.
Development plan is a method of planning for the development employees and their store. It includes all those selected and unselected themes were employer or owners have to work and pretend that the life of workers matters too. There are five ways through which it is possible to make a development plan to help the company better achieve the identified need and expectations of an individual. They are given below:
I. Create a career goal: at first set a goal for the company then make a list of work you expect from the employees. The goals that the   company could use are growth-oriented (public speaking), skills-oriented (intermediary Photoshop knowledge) and relationship-oriented (confidence). Their best plans might include goals in different areas, thus it is important that employees don’t see employee development plans as separate to their daily working lives. Once you start talking to them they will automatically tell you about the issues at the store (Miller, J. 2018). 
II. Talk to employees: if someone thinks that they know their employees well and thus have taken all the steps without even talking to them will be wrong. Each people thinking is different. Some of them might have developed their own career plan others might not even know what that is. So the best way to make a goal set is through talking with the employees (Miller, J. 2018). 
III. Make the action plan: after talking to them about development and coming u a career goal the next is to execute them. For execution the company needs to make sure that this actions or results will be important for them in the later cases. Action plan is basically planning about the things you will want to undertake to make the goal of the company accomplished. Here the company might have to build a formal training into the development plan. However, the steps should be shaped into the job itself or at least based on relationships with others (Lee, k. 2018). 
IV. Making changes on the development stage:  when the employees are working it is the duty of the manager or supervisor to make them understand and know their action plan. And when they are executing the action plan the manager must plan in such a way that clears the obstacles in front of them and the can perform at ease  (Bratton, J. and Gold, J. 2017). 
V. Update the plan whenever possible:  both the employees and managers should be given a chance to see how far they have come whether their reach matches with their expectations. If not and that improvement will help the company to better achieve its goals than now then update of the development plan is really important. It show the latest version of the people’s thought and achievements combining which the company will work to reach to the goal (Miller, J. 2018). 
 In addition to this an extension to this five step model would be the use of a training calendar to check how long they will take to achieve things. 
       Area of Training	                                              Month in the year
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                                                       Figure:  Training calendar

The chart given above basically is used to see the time and area the company will be taking and focusing while providing the developments. So the chart is actually show that the department will take about seven months for development and areas they will be focusing for improvement in those seven months. But at first the company have to evaluate the performance too through a performance appraisal sheet. There they will have to compare the performance or skills the people have with the skills they should have. When the gap gets widen they will have to prepare the training planning and a calendar to signify areas of improvement and the amount of time that is needed for that improvement (Bratton, J. and Gold, J. 2017). 

Developing a plan by using sustainability HRM: 
As said earlier, there is a gap concept in this company. That is the gap in the staffs expected performance level is more than they can actually perform. Well although this gap is not a regular scenario but whenever compared with other enterprises the differences seem to widen. My enterprise has a number of development programs and they all are important at times for each individual people (Adair, J. and Allen, M. 2003). Allowing an individual development involves questions regarding the type of human resource   sustainability the company is maintaining. There are basically about three pillar to it, which includes the following:
I. Work-Life-Balance: here importance is given to the professional career, private and family life. The management of a company tries to plan goal and work in ways that doesn’t affect their private and social life. At the same time give them chance to grow professionally too by securing or balancing their life in show (Adair, J. and Allen, M. 2003).
II. Individual Responsibility: here companies believe in providing independence because they believe that it will increase self-awareness and help them focus in their professional work more (Losey et al, 2005). 
III. Employability: this is given by companies where they believe in making or are working to make continuous development in the business. They do this by providing professional agility to allow people to be relaxed and come up with good ideas. Rather than stuffing them specific activity or orders (Blackwell, M. 2018).
However, for this departmental store both the work life balance and the employability is applicable. This is because the owner has made policies that allows students like me to balance their social life and as well professional life which includes both work and study at the moment. This sense of security has helped me maintain a healthy lifestyle too and explore options for creating a better future (Losey et al, 2005). They also have a sustainable employability policy. Which in this case means the company is working to improve their business providing development courses like supervisor’s coaching on individual basis. This also shows how much freedom they are providing us so that we don’t stress ourselves at work and make everything messy (Blackwell, M. 2018).   So it possible to make a sustainable plan that will identify the needs and then allow to meet the expectation of the people. Moreover, the training calendar can be used to see the time they will be taking for development after which they can actually implement the action plan (Heathfield, S. 2018). 
However, a personal development plan is given below that explains my own set goals and the level of achievements so far since my joining at the departmental store.
	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

	Balancing work and life

	Important
	Formal training to be more efficient
	Organisation arranging training programs
	1st September
	31st December

	Being  self-aware/ Responsible

	Important 
	Undertaking tasks in pressure hours 
	Proper vision statement or information from the managers 
	31st August
	1st July 

	Develop better communication skills

	Important 
	On the job training 
	Managers allowing me to undertake customer related issues
	1st October
	31st August 

	
Ability to adapt to changes 
	Important
	On the job training 
	Different department access permission from the manager
	1st October 
	31st December 

	Tech Savvy

	Important
	Formal Training 
	Arrangement of training programs or funding the training Programs 
	1st October 
	31st August 

	Review Date: Most of the set objectives were achieved before the targeted date but there were some objectives that took longer time to achieve when compared to my joining date, which is 1st May 2018.  Those objectives are balancing work with personal life and my ability to adapt to changes in the working environment.

	31st October 



Personal Development Plan:

                                                          
                                    Table: Personal Development Plan

[bookmark: _Toc534565570]Conclusion
Developing relationship at the workplace with customers and peers is a way to recognition and achievement for an individual. When the person does good work it does not only brings benefits to himself but to the company as a whole. However, this is not solely possible by the effect of the individual worker or workers. The company must have policies that allows them some freedom make certain decisions on their own and test their limits (Goldberg, S. 2018). Moreover, the company has to constantly evaluate their performance and take initiatives for development of the employees at times of need. Sometimes the employee may not understand the need for it or may hesitate to say it. So the responsibility comes to the shoulder of the mangers or supervisor in this case. Similarly since the works will be done by the employees the action plan should be communicated to them. Sharing information will allow the company to inside difficulties and based on that issues they can develop the planning to get a better solution (Mitra, V. 2018).
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