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[bookmark: _Toc7486460]Introduction 
In the competitive business landscape, organizations are more likely to hire those employees who have high skilled, knowledge and experiences. In addition, organization provides training and development opportunities to improve the skill and knowledge that are required to cope up with organizational activities. Therefore, employees are intended to joint those organization which provide more opportunities to improve their potentiality.  The key purpose of the assignment is to identify the benefits of developing individual personally in the work place and developing a developing plan in relation to the requirement in the workplace. As a case company, the study have included McDonald restaurant. In order to address the purpose of the study, initially it will identify the potential benefits of the organization and individual of personally developing individual in the workplace. Then, it will critically assess the development vehicle of the McDonald restaurant that allows the employees to improve their skills and knowledge, and furnish their existing strengths. Finally, the study will develop a personal SWOT analysis, and develop a development plan based on personal SWOT analysis that allows to set SMART objectives and potential actions against the objectives. 


[bookmark: _Toc7486461]McDonald: Training and development 
The key successive factors of McDonald’s restaurant are high standards and quality of services, reasonable price structure, and cleanliness environment of the restaurant, and the high quality of services depends on their well trained and skilled employees such as well-standards crew and manager. Therefore, the company policy develops as per the personal and professional needs of their employees. For example; McDonald’s restaurant arranges training and development program for their employees such manager and crew to ensure their potential improvement and career opportunities, as per the company policy (Mulvey, 2012). The training program of the company is responsible to provide appropriate training for new employees so that they can cope up with the company’s policy and regulation (HR online, 2019). On the other hand, the development program of the company allows continuous improvement, and strategic decision making opportunities for the existing employees so that they can improve their strategic thinking level. 
[image: ]
Figure 1 Philosophies of Career development at McDonald (Source: Corporate McDonald, 2019)
According to Business case study (2019), the company arranges welcome meeting for the new employees and introduces the goals, objectives, and benefits of the training program. The company also sets goals as per the employee personal development in terms of improving personality, manner, attitudes, behavior, and perception, and professional development such as strategic thinking, decision making, problem solving and conflict resolution skills and so on (Business case study, 2019). The company also arrange training program as per the responsibilities of the employees. For example; the front line employees and the chef of McDonald’s restaurant are not involved in the same training session. The fact is that the company assume that the role and responsibilities of the front line employees and operational employees are not same, and therefore the company arranges training session as per the role and responsibilities of the employees (McDonald, 2019). 
According to McDonald (2019) the company provides initial training for their all new staffs and employees. The company sets the training session for the part time and full time employees differently. The part time employees get training opportunities for only certain period of time. On the other hand, the company provides ongoing training opportunities for the full time employees, after completing initial training program (HR online, 2019). 
[bookmark: _Toc7486462]McDonald: Management Development
The management development team and department of the company is responsible to train up their newly joint manager for the future manager of McDonald (Cain, 2018). The department provides job training and open learning opportunities for the employees (Business case study, 2019). The management development curriculum of the restaurant is developed in such as way so that employees can grow up themselves as a future manager of the company. For example, McDonald provides their newly joint trainee manager professional development training that allows them to become a strategic thinker and decision maker (Glassdoor, 2019). The management development program provides training in the area of shift management, operation management, restaurant leadership, and overall business leadership (McDonald, 2019). The shift management allows the trainee manager to explore and promotes their own skills and develop their own skills as per the organizational policy. According to HR online (2019), the operation management program provides training and development opportunities for the trainee operation managers so that they can improve their operational skilled and capabilities, and therefore, it increases the overall organizational productivity. In addition, the restaurant leadership program allows the trainee manager to furnish and develop their internal management skills that enables to maintain continuous communication and team leading as per the organizational requirement (Business case study, 2019; Fortune, 2019). On the other hand, Glassdoor (2019) showed that the business leadership program of the company provides strategic decision making skills, problem solving skills, negotiation and conflict resolution skills, and overall management skills opportunities for the managerial employees. 
[bookmark: _Toc7486463]Organization and individual benefits
According to Business Insight (2019), personally development of an individual facilitates potential benefits for both individual and organization. Similarly, Kira et al., (2012) stated that personally development of an individual in the workplace allows several individual benefits that include enhancing work efficiency, increasing communication skills, increasing technical skills, raising awareness, maximizing competencies and so on. On the other hand, Neo et al., (2017) argue that personal development of an individual in the workplace facilitates organizational benefits, such as increasing organizational productivity, enhancing organizational value, maximizing customer satisfaction and so on. 
[bookmark: _Toc7486464]Individual benefits
The mainstream organizational behavior and human resource management literature (e.g. Business Insight, 2019; and Neo et al., 2017) illustrated that personally development of an individual in the workplace offers several individual benefits and career opportunities of the employees. According to Kara et al., (2010), the personal development program increase the job performance and job engagement among the employees. The fact is that a talented and skilled employee willing joint in workplace, because he or she feels satisfaction, when the job requirements match with their skills, experiences and ability. On the other hand, the training and development program providers learning opportunities that are required to do workplace activities (Cohen, 2017). According to Jehanzeb and Bashir (2013), the development program provides opportunities for the employees in the area of personal and professional communication that allows the employee to effectively communicate in workplace as well as personal life. Further research by Hameed and Waheed (2011) found that the employee development program enables how to handle new technology that increases their technical skills.
According to Noe et al., (2017), the training and development program increases individual work efficiency. For example; the employees who have completed training and development program can solving any workplace problem more effective and efficient manner than who have no training. Kira et al., (2010) argue that training program facilitates an employee to become a leader in the workplace. For example; the training program arranges several leadership development session that allows an employee to gain leadership skill in the field of transformational leadership, situational leadership, transactional leadership and so on. In addition, the ethical session of a training program increases self-awareness among the trainee that increases their self-awareness skills. Cohen (2017) argue that the awareness skills allows an individual to take decision on the basis of unexpected situation and enables an individual to differentiate between the right and the wrong. 
However, through training and development program an individual can improve his or her personal development individually. It allows the individual to improve and enhance his or her communication skills, conceptual skills, comprehensive skills, technical skis, and other reverent skills that are required to lead the life.  
[bookmark: _Toc7486465]Organizational benefits
An individually develop his or her personal development in the workplace from training and development program that brings several benefits for the organization that include, increasing organizational productivity, maximizing customer satisfaction, enhancing organizational value, and so on. According to Neo et al., (2017), individual development in the workplace form training and development program increasing organizational productivity, because the program increases skills, and capability of the employees. For example; a trained employees solve any organizational problem within short time by applying his skills and experiences that obtained from training program, but an untrained employee can solve the same problem within short time due to lack of knowledge, skills and experiences. 
Further research by Hameed and Waheed (2011) found that personal development of an individual in the workplace increases customer satisfaction, because the trained employees are more loyal to customers than untrained. For example, a trained managers of McDonald restaurant are more concern about the customer satisfaction, and they always try to solve any problem within short time without compromising customer satisfaction. Further research by Jahanzeb and Bashir (2013) claimed that individual development from training and development program facilitates organization by increasing organizational productivity, sales volume, and profitability. According to Choen (2017), training program increases organizational productivity by increasing the key skills, experiences, and knowledge of the employees. Therefore, employees are applied the knowledge, skills, and experiences in the workplace that facilitates to increase organizational productivity. On the other hand, Neo et al., (2017) depict training program increasing organizational sales and profitability. The fact is that the trained employees are more loyal to the customers, and therefore, they always try to best services to the customer that increases customer satisfaction. Therefore, customer satisfaction increasing sales by repeat purchasing that increases sales volume and sales volume increases organizational productivity. 
Further study conducted by Kira et al., (2010), found that the personally development of an individual from training program increases the organizational effectiveness, including employee engagement, quick service delivery, high service quality, employees satisfaction and so on. Similarly, Neo et al., (2010) found their study, the training program increases several benefits for the organization that include customer satisfaction, stakeholders satisfaction, employees job satisfaction, organizational, brand value and brand image, organizational productivity. In addition, Sahinidis and Bouris (2008) depict that training and development program increases internal relationship and communication within organization that fully change the organizational culture, structure, and overall organizational performance.  
However, the training and development program have significant role to increase the benefits of individual as well as organization. In terms of personal benefits of an individual, it increases the key skills, ability, knowledge, and experiences that are very important to lead both personal and professional life. On the other hand, the main benefits of training and development for the organization is that it increases the experience and key skills of the employees. 
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[bookmark: _Toc7486467]Training and development (T&D)
According to McDonald (2019), the restaurant has own training and development center that provides training and improvement facilities for the newly joint and existing employees. The mainstream human resource management literature, scholars (e.g. Costen & Salazar, 2011; Elnaga & Imran, 2013; and Brown & Sitzmann, 2011) identified the several benefits of training and development program. This benefits involve both individual benefits and organizational benefits that include raising awareness of organizational culture and values, improving employees’ competencies, skills and knowledge, enhancing employees technical, communication, and conceptual skills, improving productivity of employees and organization, enhancing organizational effectiveness and efficiency. In addition, Brown & Sitzmann (2011) illustrate the training and development program facilities to improve employee’s soft and hard skills. Similarly, Elnaga & Imran (2013) depict that the soft skills allows to handle the organizational managerial and decision making activities, internal and external communication, and relationship developing among employees and employer. On the other hand, Costen & Salazar (2011) argue the hard skills enhancing employee’s technical skills and efficiency level. Further research by Brown & Sitzmann (2011) found that training and development program increase the internal cost of an organization. Similarly, Elnaga & Imran (2013) illustrate the training program increases organizational cost, it is true, the benefits from training program are more than the total investment of a training program. For example; A trained up operation manager of McDonald restaurant are done organizational activities more efficiently and effective, than the managers who have not involved any training program. 
The training and development department of McDonald, initially develops several goals and objectives to arrange a training or development session for the employees (McDonald, 2019). The department involve the newly joint employees into training session and exiting employees into development session. In terms of training and development, the training and development department identify the key skills gaps of the selective employees, and therefore they provides several training and development facilities (Business case study, 2019). For example, initially, the newly joint employees involve the job without giving any training and take under observation. The observation team identified and reported the key skills gaps of the employees and therefore, the training department takes initiatives to recover the gaps through appropriate mentoring and coaching in the training session (McDonald, 2019). On the other hand, the department arranges several development session as per the need of the existing employees to resolve the organizational problem (Glassdoor, 2019). However, the training and development center is the key organizational development vehicle available at McDonald restaurant that allows numerous benefits for both the organization and the employees. The key purpose of the development vehicle at McDonald is to improve the skills, knowledge, and experiences of the employees so that they can improve their future career and organizational productivity. 


[bookmark: _Toc7486468]Continuous professional development (CPD)
The extent literature of human resource management (Colin et al., 2012; and Raiden and Dainty, 2006)) illustrate that continuous professional development (CPD) is an effective organizational development vehicle that facilitates both organization and employees to improve their capabilities, competencies, and effectiveness. The key purpose of CPD is to identify the key skills gaps of an individual and find out the key ways to meet the skills gap. For example; the performance appraisal tools such as 360 degree feedback allows to identify the key skills gaps of an individual and suggests the way to bridge these gaps. Colin et al., (2012) illustrate that CPD is an effectively tracking and documenting or recording process by which an individual or employee identifies the skills, ideas, knowledge, and experiences that he or she acquires from formal and informal learning, and therefore, it allows them to compare what skills and knowledge he or she has and what skills and knowledge are required to accomplish the organizational goals and objectives. Similarly, Raiden and Dainty (2006) illustrate that CPD enables an employee or individual to gain competitive edge by achieving new skills and knowledge, to keep up-to-date with organization change, and to develop good networking with peers. 
[bookmark: _Toc7486469]Personal development plan (PDP)
The mainstream professional development literature, scholars (e.g. Hyde et al., 2013) illustrate that personal development plan is a development vehicle that allows an individual to identify the key areas, which is required to improve. On the basis of the outcome of PDP, an individual wares in what areas are need to still improve.  The extent literature, scholars and researchers (e.g. Hyde et al., 2013) identify the several benefits of PDP that allows an individual to become a future leader in an organization. These benefits include increasing self-awareness, enhancing sense of direction, improving effectiveness and motivation level and so on. According to Neo et al., (2017), PDP enables an employee to set future goal. The fact is that it allows to set a vision and mission of an individual personal life. On the other hand, the extent literature Hyde et al., (2013) depict that personal development plan allows an individual to identify the key areas that are require to improve. 
[bookmark: _Toc7486470]Performance appraisal and performance management 
In the mainstream human resource management and professional development literature, scholars and researchers (Neo et al., 2017) considers performance appraisal and performance management interchangeably.  According to Kira et al.; (2010), performance appraisal is a procedural framework that allows to assess and evaluate performance of an individual. Similarly, Cohen (2017) depict organizations apply performance appraisal tool to assess the current status of the employees comparing with previous status. A group of scholars consider performance management as the modified and update version of the performance appraisal. Therefore, they defined performance management is the process of assessing of the employees status through planning, identifying, controlling and evaluation the key skills gaps of an individual. In contrast, some scholars illustrate that performance management is the synonymous of performance appraisal. However, Brown and Sitzmann (2011) argue that in the competitive business environment, organization are more likely to embrace proactive performance management from reactive performance appraisal in line with the external and internal business environment. 
According to Hameed & Waheed (2011), performance appraisal is the traditional approach by which organization the key skills gaps of the employees and apply ways and methods such as training and development program to improve the knowledge and skills of them. In addition, the performance appraisal is the process of giving feedback by the supervisor, by which the employees can understand in what areas they need to improve in line with their career development, and the supervisor also provides recommendations how to address their requirement. On the other hand, Kira et al., (2010) depict that performance management is an evaluation approach by which the employees are informed about their key skills gaps, responsibilities and roles, objectives and goals of performance management program, areas of strength and weaknesses, and the way by which they can furnish their strength areas and recover their gaps. By supporting this statement, Neo et al., (2017) argue that performance appraisal is the procedural framework, by which an organization creates an integrated organizational culture, where employees explore their key strength and inform about their weaknesses, and get available opportunities to improve their weaknesses areas. 
[bookmark: _Toc7486471]Criticism of performance appraisal 
The extent literatures (Brown & Sitzmann, 2011) argue that the application of performance appraisal tools by the organization depends on the number of employees and the size of the organization. Though organizations are widely used performance appraisal to assess and evaluate the performance status of the employees, critics depict numerous criticism against the performance appraisal. Kira et al., (2010) claimed criticism about the management framework about the performance appraisal. The authors depict that if the management or evaluation team of performance management system cannot assess the current status of employees correctly, they will faces tremendous problem in the workplace, and therefore, it will increase dissatisfaction among the employees. Similarly, Hammed and Waheed (2011) illustrate that if the supervisor of the performance appraisal system negatively asses the performance of the employees, it will increase the dissatisfaction, decrease employee engagement, employee morale and overall organizational productivity. In addition, Neo et al., (2017) argue depict that supervisor or director of performance appraisal team creates bias based on the gender, cultural, employee background, ethnicity, sex, religion and other personal factors that fuel to increase dissatisfaction among the employees and reduce organizational performance and productivity. However, in spite of having some criticism against the performance appraisal, it is an effective framework by which organization effectively assesses and evaluates the key skills gaps of their employees and identifies the key ways and methods to address these key skills gaps that facilitates benefits for both organization and employees. 
However, the Training and development, Continuous professional development (CPD), Personal development plan (PDP), and Performance appraisal and performance management are the key development vehicle of an organization that allows an individual and a group of employees to improve and develop their key skills, knowledge, and experience. 


[bookmark: _Toc7486472]Develop a plan 
As a customer service assistant at McDonald restaurant, I have gained wide knowledge and experience in the area of restaurant business. As I am a pert time employees, initially, I have taken training at McDonald as per the company policy. This training program allows me to improve my key skills and knowledge that are required to serve as customer service assistant. However, I have still improved in the several areas such as my management and decision making skill is very poor, therefore it is required to improve. In contrast, my team working skills is very strong. The fact is that, I have been worked as a group member for one year. In addition, the communication skills is very strong. The fact is that I had maintained both customers and organizational colleague as a customer service assistant at McDonald. Therefore, from my previous experience, I can state that good employee behavior and work efficiency are the key driver that fuel to build a strong positive relationship in the workplace. 
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According to the personal and professional development literature, scholars and researchers (Neo et al., 2017; & Hameed & Waheed, 2011)) argue that personal SWOT analysis is an effective tool to identify and evaluate own strengths, weaknesses, opportunities, threats. Therefore, the following personal SWOT analysis enables to understand my key strengths, weakness, opportunities, and threats.
	Strengths 
· Strong communication skills that enables to develop good relation with customers and colleague in the workplace.
· Strong passion and ability to accomplish the work within due time. 
· Strong relationship building skills 
· More loyal to customers that represents friendly behavior.
· Comfortable to work in group. 
· Sound knowledge in computer literacy (e.g. MS office, and emailing)

	Weaknesses 

· Poor decision making skills that make me confuse to take decision.
· Lack of motivation skills that hesitate me to motivate others.
· Lack of sound numerical knowledge. 
· Poor managerial skills 

	Opportunities 

· Gaining good motivational skills 
· Improving managerial skills 
· Acquiring decision making skills 
· Intent to get promotion 


	Threats 
· Slowdown of economic
· Poor managerial skills may hinder to get promotion
· Lack of leadership skills 
· Poor decision making ability 


[bookmark: _Toc7486474]Development plan 
According to Sahinidis & Bouris (2008) the personal and professional development plan (PPD) is interrelated with each other. The authors claimed that now a days, organizations are more likely to apply PPD to short out the key skills, knowledge, experiences, competency, and capabilities of their employees, because it allows an employee to find out the key skills gaps that are required to improve and key strengths that are required to furnish. In addition, Elnaga & Imran (2013) depict that the PPD is such a powerful tools that enables to identify the key skills gaps of an employee and setting SMART goals and taking action to address these goals. The following table represents my personal and professional development plan that have been developed with the help of my personal SWOT analysis. 
	Characteristics of the goals 
	Objectives that required to improve 
	Actions taken against objectives 
	Results 
	Start data 
	Finish data 

	Mid-term goals 
	Gaining good motivational skills 

	-Read suggested books, article, and autobiography of successful people in the world.
- Participating motivational workshop and seminar. 
	To become a good motivational speaker that allows to motivate others. 
	June 2019
	August
2020 

	Mid-term 
	Improving managerial skills 

	-Read suggested books, article, and autobiography of successful leaders.
Taking part in organizational managerial activities  
	To become the future leader in the workplace. 
	August 2019
	November 2020

	Short term 
	Acquiring numerical knowledge 
	-Read suggested books, article.
-Taking short course on statistic and math. 
- Taking short course on SPSS. 
	To become an expert in statistic and Mathematic. 
	July 2019
	January 2020

	Short term 
	Improving decision making ability
	-Read suggested books, article.
-solving business practical case.
-acquiring knowledge about different problem solving methods. 
-Participating organization decision making. 
	To be a good decision maker.

	August 2019
	July 2020

	Long term 
	Developing social networking 
	-maintaining good relationship with colleague, family, friends and customers.
-Using media networking site such as Facebook, Twitter, and Instagram. 
	To be a good citizen in personal life and popular person in the workplace. 
	September 2019
	January 2021

	Mid-term 
	Intent to get promotion 

	-To maintain regularity in workplace. 
-Developing good relationship with boss.
-To comply with the organizational policy and procedure. 

	Gained promotion 
	June 2019
	April 2020

	Long term 
	Opening a new venture 
	-Acquiring adequate knowledge.
-Managing financial requirement 
-Regular communicating with business owner.  
	To be a successful venture 
	August 2019
	N/A





[bookmark: _Toc7486475]Conclusion 
The main aim of the assignment was to assess and evaluate the different concept and aspect of developing relationship and achievement. Initially, it was identified the benefits of individual and organization from individual development in the workplace. The study identified that the individual development program such as training and development brought benefits for both individual and organization. These include personal development, increasing decision making and managerial skills, acquiring numerical and technical knowledge, increase customer, stakeholders, and employees’ job satisfaction, enhancing organizational sales volume, profitability, and overall organizational productivity. Then, it was identified and critically assessed the development vehicle of the organization that include, performance appraisal and performance management, continuous development plan, personal development plan, and training and development plan that allows to improve employees key skills and knowledge. Finally, the study created a professional development pan. To do this, initially the study was developed a personal SWOT analysis, and therefore, it was developed a professional development plan with the assist of personal SWOT analysis. 
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