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Despite the popularity of the Personal Development Plan (PDP), little is known about its application and common use in the workplace (Ketels, Beausaert & Segers, 2012). More and more companies have recognized the usefulness of PDP to employees’ development. Companies have placed it on their strategic agendas to develop, maintain, and broaden the knowledge, skills and attitudes of their employees. Employees’ talents and the competencies they possess are often identified as the factors driving the current knowledge economy and business. In my company, for instance, the Human Resource department employed many tools such as annual appraisal interviews, in-company training, and 360 º-feedback to support the development of employee talents. Human resource literature has also linked PDP with the assumptions and principles of adult learning.  In this sense, individual employees are motivated to assume charge of their own learning to reinforce human resource capacity and career accomplishment (Armstrong and Taylor, 2014). PDP provides a tool for professionals of different fields of practice to reflect and have insight into their own process of learning (American Management Society, 2017). A personal development plan, therefore, stimulates employees to reflect on the past learning process and identified the current and future skills needs for the higher personal role and organizational performance especially in this competitive global job market. Thus, the purpose of this academic assignment is to contribute to the optimisation of PDP to employee career development within the organisational setting. 
One individual employee whose personal development story offered the opportunity to analyse and discuss employees personal development plans, methods for implementing them and its potential benefits to both the individual and organisations has been the main focus of this study essay. This essay offers critical analyses of an individual employee, to examine the potential benefit employee self-improvement achieves for both the individual and the organisation. This study essay is aimed at highlighting the need for more attention on personal development of using my employer who is a manufacturing company.  In line with the Data Protection Act 1998 (review 2018), the actual name of my company is withheld to ensure privacy, congeniality and avoid any potential conflict of interest.
[bookmark: _Toc17882386]2.0 Provide a critical assessment of the potential benefits to your organisation and the individual of personally developing individuals in the workplace
The changing internal and external environment of business is making it more and more necessary for employees to engage in continuous learning as a strategic tool to update their knowledge and skills.  Thus, it is apparent that today’s workforce is evolving and there are different types of disruptive developments (Beausaert et al., 2013). 
Among the disruptive developments include disruptive remote-working trends, matrixed team makeup, generational forces and technological changes (Gallup, 2017). These have increased pressure on my company to equip, enthuse and expand the performance of individuals within the organisations.  Indeed learning does not end after graduation from school. However, it is argued that the best run companies are those that manage employees in a structured and caring way (Heathfield, 2012). Thus, my employer can improve skills and knowledge of their employees through job-relevant and continuous learning opportunities that can improve staff career development toward effective and productive role performance (Lejeune, Beausaert, and Raemdonck, 2018; Multiprofessional Faculty Development, 2012). This involves developing workplace relationships and balancing the requirement to achieve company targets with developing employees’ workplace skills with goals and training. Developing workplace relationships in my company is an important strategic tool of organisations as it improves the interpersonal skills of employees which in turn promote effective workplace communication, the share of information and skills toward a collaborative or teamwork (Berger, 2013).  A BreatheHR survey report (2013) observed that personal development of staff is as important as the development of the business itself. 
Personal development in my company can also improve employees effectiveness in the use of professional resources such as energy, talent, skills, time, strength, etc. to direct career and personal goals( (Habitsforwellbeing, 2019). Thus, employees who developed personal effectiveness through PDP are able to identify and prioritise their career interests, manage constraints effectively, and streamline tasks is a more productive way through effective decision-making process (American Management Society, 2017).  For Instance, my personal effectiveness over the years emerges from my personal development which focuses on the need to improve to be customer-centric by learning customers right to privacy, confidentiality, provision of care and dignity, and compassion to all without discrimination as required by key legislation such such as the Data Protection Act, Equality Act 2010 and the code of practice in my company. These learning opportunities have improved my personal effectiveness toward quality customer care and relationship also with my team members (Legislation.gov.uk, 2019). Thus, lack of personal effectiveness relating to customer care in my company can violate equality and the right of my team members and customers which can have an adverse impact on their emotional, physical and personal health (Bird, 2019).
The creation of a PDP is to manage staff and organisational performance as well revalidation and appraisal process of employees. For instance, in my company, the Human Resource request PDP from each employee to help the company to assess the extent to which the learning opportunities considered by individual employees are relevance to the current and future productivity of the organization and its overall strategic direction. Within organisations, PDP is used to manage career development as well as develop a confident workforce and support continuous professional development. Thus, PDP is an attractive strategy that focuses on managing the organisation, management, improvement and direction of oneself (Armstrong and Taylor, 2014). For instance, in my company, the use of PDP has helped individuals staff to be effective in the workplace and improve employee’s employability and productivity. As a practice, at the end of every year, all staff are to provide a brief report of the learning achievements, the challenges and areas that need support from the company. Opportunity to use acquired skills motivates individuals to concentrate on their career and development (Armstrong and Taylor, 2014). 
A self-improvement process helps my company to achieve continuous growth and productivity as well as retaining valuable employees (Lejeune, et al. 2018). Personal development activities in organisations allow employees to effectively develop their talents and keep them motivated in their work. It also enables employees to build loyalty and skills to progress their career. In a contemporary globalised competitive environment, employee development has become a shared responsibility for both the HR and business. This suggests that personal development of employees boost their morale to outperform their organisation's competitors (Lam, 2014; Lejeune, et al. 2018).
Thus, it is expected that positive workplace relationships promote positive behaviour in employees. Employees in organisations become more committed, experience high social impact when are encouraged to develop the needed skills and knowledge required for effective corporate and work in partnership with other professionals to ensure high team performance. They may take advantage of personal effectiveness, teamwork and synergy. 
Through personal development, employees in my company can develop their own sense of identity, awareness of opportunities, enhancement of knowledge and skills to achieve more success. There are diverse types of personal development activities which aid my organisation in improving employees capacity and career development and this includes talent development, personal skill development, lifestyle and health improvement and learning skills (McKenna,  Baxter and Hainey, 2017; Armstrong and Taylor, 2014). Self-management has contributed to productivity and profitability benefits for both employees and employers which is as a result of the stock of human capital in the enterprise. Employees, therefore, increase their economic value. 
Thus, self-development activities generate human talents which are seen as fortunes to be harvested by enterprises. Self-development of individuals also leads to innovation, creativity and improvement of quality in the enterprise. The benefits of self-development has created the awareness among employers to shift focus from traditional employees welfare programs such as sick leave and holiday time to a new strategy of improving employees quality of life and morale through wellness programmes, stress management workshops, personal financial management training and counselling and sports activities (Raemdonck, et al., 2013; McKenna, Baxter and Hainey, 2017). Thus, certainly, a skilled and knowledgeable workforce positively affects organizational performance and increase the effectiveness and competency of employees to be more motivated and committed to the job (Lejeune, et al., 2016). This is accompanied by increased employee retention higher job satisfaction and morale, and greater productivity (Pitts, 1999).
[bookmark: _Toc17882387]3.0 Critically evaluate development vehicles available to your organisation and explain the extent to which you think they are appropriate in meeting the development needs of the individual
Optimised personal development contributes significantly to improved business performance. There are views that the development of people leads to increased personal growth and change for both individuals and organizations. Effective modern personal development involves various integrated techniques, theories and behavioural concepts. In modern personal development, results such as increased personal control, reduced stress, individual and career balance, greater self-awareness, improved personal communication and reduction in inter-personal conflicts are better achieved (Armstrong and Taylor, 2014).  
It is argued that personal development support individuals to develop their competence and skills to promote operational excellence and sustain organizational performance. Thus, opportunities for personal development in my company facilitates employees’ engagement representing the physical dimension of a person when performing a job role. Evidence shows that employees have perception associating their development with engagement (Saks and Gruman, 2014). Thus, this can underscore that opportunities such as leading or undertaking a new project as well as acquiring a qualification or formal learning experience. Personal development is an opportunity for my employer to engage in social exchange with employees by acquiring skills, abilities and knowledge. It is argued that employees most important motivational factor is personal development as it empowers employees to develop self-confidence and self-motivation through improved skills and knowledge in achieving high personal performance in their organization (Ketels, Beausaert and Segers, 2012; Heathfield, 2012). Thus, lack of skills among employees in my company can affect their corporate citizenship as in most cases they are afraid to take initiative without supervision hence leading to employees’ burnout (Harteis, and Goller, 2014; Ketels, Beausaert and Segers, 2012).
Empirical study shows that the supporting conditions that motivate employees PDP are the feedback given by the employees, employee’s learning and reflection, the instruction and the way the supervisor motivates the employee, influence the undertaking of learning activities, expertise-growth and performance (Eisele et al., 2013; Daunert and Price, 2014; Greenan, 2016). Thus, a number of variables that influence the personal development in my company and they include social, political, cultural and economic variables; both locally and globally. These factors influenced the vehicles available to my employer to promote development needs of employees and individuals. Abraham Maslow was the first theorist to link personal development to the workplace. Theories of individual learning came out of the notion of personal development planning (Cheery, 2019).  Thus, self-regulation theory offers consistent underpinnings to the goals proposed for a personal development plan. There is a growing awareness, which also recognises that personal success is more than innate ability and exposure to good teaching (Saks and Gruman, 2014).
Personal development is linked to the workplace and provide a pathway to employee growth and fulfilment (Saks and Gruman, 2014). As was highlighted by Abraham Maslow in his Theory of Hierarchy of Needs, this theory sets to achieve self-actualisation. Self-actualisation is everything one wants to become like the ultimate goal. However, in most situations, many employees are never able to achieve this goal in life. But, they are able to achieve other hierarchy of needs. One of the hierarchy needs so necessary for employees to achieve in organisations is long-term job security (Cherry, 2019). In the past, my employer was responsible for providing employees with their hierarchy of needs until the advent of globalisation. As a result, employees themselves are now responsible for managing their own careers which involves steps necessary to ensure long term job security. This situation may arise due to the fact that in the current globalisation career environment, human capital continues to be mobile with a diversity of career choice for employees. Hence, given employees, the opportunity to develop their own career development plan encourages them to focus on their career interest and passion necessary to improve their career and organisational goals. 
Different approaches have been used to plan career and skill development activities of individual employees. These personal development approaches include opportunities to work alongside experienced staff, the delegation of challenging tasks from managers to employees, learning new skills from moving to different places in the organisation, online training courses, membership promotion and higher-level training (Armstrong and Taylor, 2014). There are different methods of learning support for personal development that is appropriate for employees in my organisation. These include IT-based learning, meetings, observation and listening, psychometric assessments, peer review policy development, questioning, reflective learning, reading, research, role modelling, secondments, shadowing, supervision, workshops, video feedback, conferences, volunteering and visits (Cornwall Council, 2014).
In most cases, my organisation identify opportunities that can drive the organisational three key skills needs including the cognitive, Technical and the socio-emotional skills of the employees to improve its competitive advantage through role performance. In terms of the cognitive skills, the HR department of my company can support the numeracy and literacy of the company to ensure that employees promote their ability to understand intricate designs, plans and ideas while adapting effectively to work environment and experiences.  For instance, developing literacy among the floor workers in my company can promote effective communication, the share of ideas and skills, and the ability to understand production floor instructions and work guidelines. 
The socio-emotional skills my organisation can drive personal development of employees include teamwork, leadership, self-control, self-confidence and determination (World Bank, 2017). Thus, socio-emotional skills are self-management capabilities that can help employees in my organisation to have the self-confidence to take full responsibility of the actions, being accountability, passionate and care for clients and team members (Well, 2013). The technical skills that can drive employee’s personal development include job-specific such as quality control and assurance, performance appraisal, product development, customer relationship management and business analysis (World Bank, 2017).    
Approaches that can drive personal development include the use of special assignments, self-directed learning projects, on-the-job training, cross-training or job rotation, mentoring, coaching, position enhancement, 360-degree feedback learning development, and formal training, and action learning (Cho, 2013; Armstrong and Taylor, 2014). To effectively employ these learning approaches, my organization can also equip employees to attain knowledge, skills and abilities through events such as classes, workshops, seminars, webinars, conferences, observation and demonstration.
In terms of the in-house training, my company can improve personal development by using its training theatre to internally train workers including the team leaders, floor staff and frontline managers based on the skills needs of the company. In this approach, both Managers and the external training consultants can be invited to facilitate internal training. Usually, in-house training infrastructure facilitates the personal development of employees as it relatively cheap while my company can ensure that all training is fit for purpose and in line with its current and future skills needs. 
My company can also use coaching and mentoring approach to drive personal development of its employees as knowledgeable and experienced managers are allowed to monitor and direct inexperience co-workers to ensure that skills are transferred to them. Thus, my company can apply this to employees’ personal development when new roles are given to the employee and need to master the skills and knowledge to adapt to the new job challenges toward effective role performance.  The use of mentors can help the new manager to acquired not just the technical skills but also socio-emotional skills such as self-awareness, empathy, need for respect, and values needed to achieve effective outputs of the new role.  
My company can drive personal development of employees through Role Development Assignment. In this approach, employees in my company can acquire knowledge and skills through formal tasks projects in key functional areas of the employee's target role for the short term. To achieve learning success, the assignments are approved by the head and review from time-to-time to ensure that the employees can perform their roles.  My company can improve Role Development Assignment by installing virtual platforms or company website (online) library to encourage employees to solve assignments. 
[bookmark: _Toc17882388]4.0 Develop a plan to meet the identified development needs and expectations of an individual
Developing PDP requires the need to set out the individual goals, needs strategies and learning outcomes (Multiprofessional Faculty, Development, 2012). Hence, to develop a PDP for an individual, it is required that employer identify the strengths and weaknesses of individual employees based on their core functions and learning behaviours. For instance, as an Administrative Officer in my company, I have identified my strength in basic administrative functions, a skill good enough to undertake further training. Courses in personnel and compensation management, analytical reasoning, personal effectiveness, have proven to enhance the employee’s knowledge to cope with challenges of his new position such as increasing union demands on management to improve pay conditions of workers. 
However, I also observed some weaknesses in my core role including effective communication and public speaks, self-confidence, talent management, negotiation and leadership skills which are important skills in achieving high personal performance. Also, with the goal of becoming Administration Manager, it is important for me to improve my leadership skills in areas such as team building, planning and compensation management. 
I have also identified some opportunities which need to measure up to accomplish good performance results in my organisation including employees learning supports, and promotion. In this regard, I have set up the goals of intensive knowledge learning which will enable him to lead in the external business environment of his organisation. However, changes in technological advancement and sector regulatory frameworks continue to be the eminent threat to achieving these objectives as from-to-time I need to improve my leadership skills in to fit the demand of my role and the future expectations of my organisation. Thus, my employer often uses the company’s goals and job descriptions to deliver value to employees and therefore, it is important to develop my plan in line with the strategic direction of the company. 
Hence, my present development needs include improving my ability to lead change, to have strategic thinking ability as well to acquire cross-functional expertise. As a development action, I will speak to my line manager about my ability to lead change and supervise a cross-functional level team. I will require both time and financial resource, but making time available to improve my learning is my main priority. Having conducted an assessment and review of my development needs, I will incorporate new insights into my PDP. This will enable me to help my team members through my behavioural learning to create their own individual development plans. 
Through the PDP, I will develop a career progression and development in order to take on increasingly challenging assignments. I will follow the best practice to perform my role in the company and get feedback about my own personal effectiveness as a leader. I will also gain the necessary capabilities enabling me to carry out my current role well. I will appropriately apply the skills, knowledge and experience on the job. I intend to collaborate with my employer to develop the structures and processes for providing personal training and development of my career. Thus, I will also take personal responsibility for renewing and updating my skills and knowledge to enable me to improve my performance and my full potential. I hope to follow a personal development cycle in figure 1 below and personal development plan in table 1. 
Figure1: Personal Development Cycle
[image: PDP Cycle]
Source: Chartered Management Institute, 2019
A personal development plan (PDP) is described as a tool for not only gathering information but documenting the competencies about employees current work activities and plans for further development (Royal College of General Practitioners, 2019). Chartered Management Institute (2019) also refers to PDP as a continuous lifelong process of nurturing, shaping and improving skills and knowledge to ensure maximum effectiveness and ongoing employability. Individual development needs look at the objective demand of the role so that the individual need is matched up with the organisational goals, demands of the position in future and changes in future roles. Thus, in the end, it can help me to address the agent-principal problem in my company including succession planning.
Personal development plan must be Specific, Measureable, Attainable, Realistic and Timely (Royal College of General Practitioners, 2019). Hence, Table 1 shows my anticipated personal development plan (PDP).
Table 1: My Personal Development Plan (PDP)
	Goals
	Development needs, knowledge, and skills 
	How to  achieved it 
	Resources required to attain them 
	 Timeline
	Learning success criteria  

	Short-term
	
	
	
	
	

	To improve my skills in effective communication and public speaks. 

	Acquire the skills and knowledge needed to communicate effectively with clients and employees. 
	i. find a mentor in my company to learn and develop key skills relating to communicating and interacting with customers and employees in a more effective manner. Finding 
I will also use tutorial files both soft and hard copy to learn various techniques in public speak and effective communication.
	Organising time for academic materials relating to effective and public speech. 
ii. I will also receive counsel manuals from my supervisor and mentor on practical communication and public speak. 

	 Four-month of mentoring.  


	 I will receive feedback from my colleagues on the extent to which I communicate effectively and able to deliver public speaks. 
ii. Evaluation and review from my mentor. 

	Medium-term (8-17 months)
	
	
	
	
	

	To improve my negotiation skills require for administrative roles. 
	To acquire skills and knowledge on negotiations relating administration functions in my company. 
	On-the-job training and virtual learning of negotiation skills. 
Using online test assessments programs to learning various aspects of negotiations skills.
	
	8 months of extensive on-the-job training. Send online learning and assessment.
	My success is based on the extent of passing all relevant tests and assessment from my supervisor and the online tests on negotiations skills.

	Long-term (18 months to 3 years)
	
	
	
	
	

	To pursue Postgraduate programme in leadership.

	To attain advanced skills in leadership practice to help me in developing strong leadership skills in areas such as Talent management, corporate decision-making and strategies. 
	I will achieve this through a formal college education.
	Learning diverse academic materials from my professors and personal research on leadership practice and skills. 
	Between one and two years. 
	Successful enrolments into postgraduate programme in leadership.
Also, successful completion of all examines and assignments and final acquisition of the postgraduate certificate. 



Thus, as a reflective and forward-looking tool, PDP has four characteristics that include reviewing the past developments and its preparation by the employee in consultation with line managers (Lucas, 2005). Learning is an assessment tool and takes a central role in developing personal skills (Harrison, 2005).
For this personal development (PDP) plan, the purpose is to develop my skills and competences as an individual. Thus, documenting and gathering information is to serve as my working portfolio for promotion and selection and documentary portfolio for learning developmental purposes (Hoekstra and Crocker, 2015).
As Administrative Officer, I have a number of training needs involving the initiation of a cultural change in order to match the expected benefits of setting the goals to be achieved either on the proximal or distal basis. Thus, it will strongly encourage monitoring and evaluation practices in my work and among my team members in a formative way Grohnert et al., 2014). This will allow me to take control of my self-directed learning and development through reflection and action. 
In addition, I have the desire to learn to manage to compete for professional and interpersonal relationships. Developing assertiveness and self-esteem will enable me to handle issues with confidence and tactfully even in the face of criticisms where it encourages the ability to lead teams through effective interaction, communication and directing of organizational task successfully. For instance, as a team leader in my organization, being more assertive would enable me to develop the skills that can help to present all outcomes, expectations and practices clearly before team members to find lasting solutions that would improve team performance. Employees use a personal development plan as one of the most effective tools to achieve excellence in any field of practice they operate (Beausaert et al., 2013). 
This is done through reflection and tracking the steps towards the acquisition of skills and knowledge. Thus, personal development plan outlines and monitors the life changes expected and the weak areas that need improvement (Beausaert, Segers, Fourage & Gijselaers, 2013). Achieving personal and organisational success requires clear planning and measurable goal setting to align them to the vision and mission of the organisations (Armstrong and Taylor, 2014).

[bookmark: _Toc17882389]5.0 Conclusion
Personal development plan, therefore, identifies the individual development needed, how it will be achieved, when and how it will be measured.  In organisations, both employers and employees must essentially have a mutual understanding of the training needs and relevant interests that has to be filled in relation to the performance goals set. Employees have diverse ways that can drive their opportunities to PDP include the use of formal education or training, online learning, action learning, on-the-job training, mentoring and coaching and cross-training. In developing PDP, it is essential that employees focus on challenging but achievable objectives and must be specific, measurable, attainable, realistic and timely (SMART).
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