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Executive summary
The given report aims to discuss the concepts of Personal Development Plan and Myers-Briggs Type Identity - the frameworks that are commonly used by organisations these days to improve employee productivity. The report will discuss the core theoretical concepts of the said frameworks thereby showcasing their significance in the area of professional development. The purpose of the report is to make the readers make insightful decisions in their life by making use of the aforesaid frameworks that can help in their personal as well as professional development.
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[bookmark: _Toc100693019]Introduction
Personal Development Plan (PDP) and Myers-Briggs Type Identity (MBTI) are the two key approaches undertaken by the Organisational Behaviour Management (OBM) practices to encourage and improve the self-awareness amongst the employees (Barnhill et al., 2021). The purpose is to motivate the employees and make them more responsible and dedicated to their aims. It has shown a considerable positive impact on the productivity of employees thereby helping in the formation of high-performance teams in organisational constructs. The current report aims to evaluate the concepts of PDP and MBTI approaches. Primary research (interview type) has also been done to assess the peer reviews in the aforesaid context.
[bookmark: _Toc100693020]Personal development plan
A personal development plan (PDP) is a critical strategic framework that helps an individual to realise and evaluate the core areas of recognising one's key skills. The said evaluation and the assessment process help in identifying the core strengths and weaknesses relating to one's possessed skills. In other words, the PDP tool is very much instrumental for a person to recognise where a person requires further improvement through training (Lejeune et al., 2021). The process of PDP has been integrated with the education system of the UK, especially in the higher education system about professional studies to help the students develop a better habit of carrying out a personal evaluation. The nature of implementing the PDP evaluation by an individual is a contiguous process that starts in the sphere of higher studies and continues throughout the professional life of a person helping them to achieve their aims and objectives relating to their professional development process (Bintani, 2020).
The concept of PDP is very much important in organisational behaviour management (OBM) where the employees of an organisation are encouraged to carry out the process of self-evaluation. Additionally, the PDP process of self-evaluation is not based on any rigorous framework, rather it is much more flexible where an individual can opt for reviews from their colleagues/peers. Opting for reviews from peers and colleagues would help the employees have a better secondary opinion about their efficiency in contributing to the organisational operational process (Rimmer, 2018). It is to be noted in this regard, that there are numerous operations as well as functional areas of operations within an organisation. Candidates selected to work for an organisation are selected based on the key skills that enable them to effectively contribute to one particular functional area of the organisational operation (Cross and Carbery, 2022). However, the nature of executing the organisational functions is not constant, rather they change over time. For example, in the current era, the majority of the organisations are looking forward to integrating digital technologies with their operations which has shown a considerable potential to improve the effectiveness of the functional areas of the organisation. It improves the productive outcome of the processes undertaken by an organisation. Therefore, the dependence of the organisations these days is considerably lowering on the manual workforce with the advent of industrial automation processes with the integration of digital technologies (Vasilescu et al., 2020).
The discussions on the changing nature of the organisational operations can be expanded to understand the concept of the scope of application of PDP within an organisation. Organisations these days are looking forward to hiring skilled workers who are well aware of handling digital technologies and thus can essentially contribute to the digital operations enabled by organisations (Vasilescu et al., 2020). The organisations already have employees working for the organisation which can broadly be categorised into two broad groups - the younger demographics who are well versed in the use of technologies and older demographics of employees who are just acquainted with the use of technology. Many organisations have therefore undertaken skills development programmes for improving the training of their senior employees’ application and implementation of digital processes. The primary objective is to improve the digital literacy of older employees so that they can perform their duties with the application of digital technologies. The skill development programmes can only become successful if the targeted employees selected for the training programme can self-evaluate their key areas of strengths and weaknesses relating to their knowledge regarding the use and application of technologies. It would effectively make the employees realise what training and skills development process can effectively improve their knowledge relating to technology.
The aforesaid discussion on the PDP and skills development therefore effectively upholds how the PDP, learning process and skills development work in unison and bring about both professional and personal development of a person within an organisation (Numonjonov, 2020). The PDP process helps an employee to learn about oneself by finding the relevance of the answers to the following questions: 
· What was my previous position?
· What is my current status? 
· Where do I want to go from here?
· How do I get there?
Trying to find answers to the aforesaid queries can effectively help an individual to carry out a personal SWOT analysis based on one’s skills and accordingly develop an action plan for mitigating the same. Additionally, the peer-reviews obtained from the co-worker/line managers can help an individual to get an all-round view of their efficacy (Winstone and Carless, 2019). 
[bookmark: _Toc100693021]Types of personality tests - Myers-Briggs Type Indicator (MBTI)
The Myers-Briggs Type Indicator (MBTI) is one of the most popular self-reported mechanisms of understanding one's personality. The MBTI questionnaire was developed by mother-daughter duo Katherine Briggs and Isabelle Myers (Furnham, 2020). The MBTI instrument is one of the most widely popular self-reported psycho-analysis instruments that is widely used in OBM practices. In OBM practices, the candidates at the time of their induction within the organisation are made to solve the questionnaire and associate themselves with personality types (Cross and Carbery, 2022). In course of studies in the UK, the students nowadays are introduced to and encouraged about the practice of MBTI approaches to recognise their personality traits and accordingly select the job profile that best matches their personality traits from the guidance framework (Rivera-Mata and Martorell-Riera, 2019). In other words, the MBTI approach has been regarded as the most scientific-based approach to career development matching personality traits with the job profile. The MBTI approach is a flexible framework according to which there is no right or wrong. The framework is not used for the evaluation or diagnosis of mental disorders amongst individuals. All things considered, it can be effectively said that the MBTI approach is developed to empower the students as well as the job applicants to realise their personality types and the nature of the job roles that best match their personality types. In addition, the framework does not compare the personality traits of a person against standard personality types set for the job, rather it helps a person to become self-aware of their unique personality types (Ertemel and Çaylak, 2021).
The use of the MBTI assessment in organisational behaviour management (OBM) practices helps the HR team of the organisation to understand the process of flow of thinking amongst the employees working for an organisation. It helps organisations to clearly understand and test the efficiency of team members in the case of high-performance teams, especially as regards their stability in the organisational premises (Jelley, 2021). The current MBTI indicator comprises about 93 forced-choice questions in its US version and 88 forced-choice questions in the European version. The questionnaire has been widely adopted by the organisations to run and generate results associated with the maintenance of high-performance teams who can effectively contribute to the organisational goals. The self-evaluated approach helps individuals working for an organisation to be aware of their personality traits and what type of job roles can be best suited for them. In the same aspect, Belbin's Team Role model concept can be integrated with the MBTI approach to make the employees better understand their roles and responsibilities within a team. Therefore, the MBTI approach can become a very effective tool for the OBM practitioners in the industry to develop a framework for supporting the high-performance team within an organisational environment (Diab-Bahman, 2021). Insights from the MBTI approach help a person to understand self-worth and realise the ways they can contribute to organisational objectives and visions
[bookmark: _Toc100693022]Primary Research Findings and Discussion
[bookmark: _3jm5psnm7cce]Interview
A qualitative interview was conducted involving the two students from this module, they would be interviewed and their responses would be recorded as the primary research findings for this brief report. The questions of the interview and the findings of the same are as follows:
Question 1: Do you think or consider the use of a personal development plan as an important component of your personal as well as professional life?
	Respondent 1
	Respondent 2

	According to my understanding, I think PDP or personal development plan indeed happens to be quite useful in helping me walk on the paths of growth by setting goals and planning efficiently how I can achieve them.
	According to my personal opinions, I don't think PDP or personal development plans play that big of a role in helping me or other students get successful. It just happens to be a template to fill goals and actions with however actions matter the most.


Table 1. Interview Responses
Source: (Created by Learner)
Question 2: Do you consider the MBTI method of personality tests and indicators as efficient tools for evaluating someone’s personality?
	Respondent 1
	Respondent 2

	According to my personal opinions, I think that the MBTI method indeed happens to be one of the most efficient ways of testing someone's personality. But I do have some doubts over its efficiency and reliability when dealing with introversion and extroversion personalities.
	I don't think that the MBTI method of testing personality is one of the better ways of doing so. I came to know that according to various scientists this method is quite pseudoscientific and raises concerns of legality to be used by corporate companies.


Table 1. Interview Responses
Source: (Created by Learner)
Question 3: Would you consistently make use of the PDP as a tool for growth in the future?
	Respondent 1
	Respondent 2

	I would like to state that indeed I would make use of the personal development plan tool as one of the major tools for bolstering growth in my personal as well professional life in the future.
	When it comes to making use of the PDP tool as a medium for promoting growth I would like to state that I don’t really understand the benefits of this tool and would only use it after getting a better understanding of the same.


Table 1. Interview Responses
Source: (Created by Learner)
Question 4: What was your personality type after making use of the MBTI testing method?
	Respondent 1
	Respondent 2

	When it comes to making use of the MBTI testing method, the results came out to be a judging personality which was somewhat correct.  
	When it comes to making use of the MBTI testing method, on using this method the results stated my personality was extraverted which was not correct at all and I did not feel satisfied with the findings of this theoretical test.


Table 1. Interview Responses
Source: (Created by Learner)
[bookmark: _f5qw5kuh71cl][bookmark: _Toc100693023]Key Findings and Discussion
After conducting a brief amount of primary research and analysis on the selected topics of personal development plans it was found that personal development plans happen to be considered as indeed quite a useful tool by the respondents and it was mutually agreed upon by them as useful in helping to bolster their personal and professional growths. Similarly, when it comes to the other MBTI it was found that nearly both the respondents had unsatisfactory opinions about this model and its efficiency in terms of helping individuals find their true personality types. They even stated that when they applied the model to themselves they were not quite satisfied with the results and hence would not use it in the future.
[bookmark: _Toc100693024]Conclusion
The documented report has carried out an extensive evaluative analysis of the concepts of personal development planning and Myers-Briggs Type Identity (MBTI). The aforesaid frameworks are used pervasively in the organisational constructs to make the employees more effective and productive in their work output through self-intervention. Additionally, the report also contains primary qualitative interviews collected from fellow students (peers) to understand their opinion and reviews regarding the application of the context for self-evaluation. Accordingly, some key recommendations have been put forth for improving the scope of application of the aforesaid frameworks.
[bookmark: _Toc100693025]Recommendations
The concept of a personal development plan (PDP) focuses on harnessing the potential of an individual through continuous strife for improvement even if the implemented changes might seem too small. Incorporating the changes and integrating them with life habits can have a considerable impact on the deliverance of roles and responsibilities of a person in a professional as well as a personal circle (Bintani, 2020). Based on the aforesaid discussion and primary analysis the following recommendations have been put forth the for improving the scope and coverage of PDP in an individual's life: 
· Formulating clear objectives: Every individual whether a professional or a student needs to have clear aims and objectives in life. The scale of those objectives is often long term success that a student or a professional seeks to achieve in one’s life. In this regard an individual need to break down the long term goals into short term achievable components that are easier to fulfil and subsequently would help an individual to progress towards one’s long term goals (Bintani, 2020).
· Monitoring one’s progress: If formulation and compartmentalisation of long term goals and objectives is the first step, then at the time implementing the necessary changes in one's life for personal betterment requires continuous monitoring to ascertain in what ways the introduced changes are helping to make the necessary progress. Monitoring the progress and noticing the change can have positive reinforcements on the personal integrity of an individual, which positively contributes to the personal development programme undertaken by a person (Rimmer, 2018).
· Working towards the progress in a time-bound manner: To make the PDP and subsequent progress more effective an individual must set up a time frame within which one must integrate the changes. It will help a person to meet the objectives more efficiently. Working and achieving the goals in a time-bound manner can boost the morale of the person and push the person to strive for more (Bintani, 2020).
· Analysis of threats and opportunities: It is very closely associated with the monitoring process as it helps a person to analyse the threats as well as opportunities at the same time. As mentioned in the discussion, the PDP process is a flexible plan that has ample room for the scope of development at every step of the process. Hence, analysis of the threats and opportunities through continuous monitoring would help a person to become aware of such factors and accordingly change one's course of action either to avert identified threats or make the best use of the identified opportunities (Rimmer, 2018).
Improving Myers-Briggs Type Indicator (MBTI) is very closely associated with the PDP process and is hence often regarded as a complementary addition to the PDP. The following key recommendations have been proposed to improve the application of the MBTI approach integrated with the PDP plan:
· Paying attention to the probable future outcomes based on the choices made: Can help an individual to comprehend what are the possible outcomes of the choices and select the one that best fits to serve one's interests and goals (Cross and Carbery, 2022). 
· Application of the choices based on situational analysis to achieve the desired outcomes: MBTI intervention becomes more effective when a person carefully considers all the alternative options that can help one meet one's vision. However, the current scenario has several factors that can influence the meeting of the objectives of a person. Therefore, a person must take into account the aforesaid factors that can help in improving the chances of fulfilling the goals and the objectives (Cross and Carbery, 2022).
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