Career plan for meeting the identified personal development needs and expectations of individual employees in Eterna Oil and Gas











Akinola Lawal-Solarin (1905504)
Developing Relationships and Workplace Achievements
 (BMSW 5102)
Lecturer’s name: Dr. Nandish Patel
2nd May 2021

Contents
INTRODUCTION	3
ETERNA OIL AND GAS BACKGROUND	3
DEFINITION OF CAREER & CAREER PLANNING	4
IMPORTANCE OF CAREER PLANNING	5
Importance of career planning to organizations:	5
Importance of career planning to the individual:	5
MOTIVATIONAL THEORIES	6
HUMAN NEEDS HIERACHY	6
TAYLOR’S MOTIVATIONAL THEORY (SCIENTIFIC MANAGEMENT)	7
EVALUATION OF DEVELOPMENT VEHICLES USED IN ETERNA OIL AND GAS	8
TRAINING	8
MENTORING	9
COACHING	9
CAREER PLANNING FOR ETERNA OIL AND GAS EMPLOYEES	11
CONCLUSION	11
References	13







[bookmark: _Toc71241783][bookmark: _Toc71241918]
INTRODUCTION
The main purpose of this report is to develop a career plan that addresses the identified personal development needs and expectations of individual employees in Eterna oil and gas. The current development vehicle used by the company will be critically evaluated to understand the extent to which they are suitable in satisfying the personal development needs of employees in the company. This report will also present a plan to meet the identified development need and expectation of the individual employee of Eterna oil and gas.
In order to deliver an appropriate development plan for the individual staff, motivating theories such as Abraham Maslow’s theory and Taylor’s theory will be critically evaluated to determine what is motivating staff members within Eterna. The culture of the organization will also be examined to ascertain whether it is an individualistic or collective culture. Models such as Holland’s occupational personality type will also be considered in developing a plan that meets the needs of individuals within the organization. 
[bookmark: _Toc71241784][bookmark: _Toc71241919]ETERNA OIL AND GAS BACKGROUND
Etena Oil and Gas was incorporated on the January 1989 and began business in 1991. The company carved a niche for themselves as a manufacturer and marketer of reliable, efficient and high-quality lubricants and oil products by establishing a trading relationship with Castrol BP in 1991 (Eterna, 2021). This relationship positioned Eterna exclusively as the importer, distributor and marketer of Castrol products in Nigeria and the ECOWAS sub-region.
The company’s corporate goal is to be Africa’s preferred energy company by delivering exceptional value to its customers and by pushing business boundaries. Embedded in the company’s strategic aspiration is the company’s unwavering commitment to consistently provide high quality products and services the meets and exceeds the needs, operational requirements and expectations of its customers, thereby ensuring an overall achievement of a sustained and profitable growth for the company. This is done through the adoption of an effective quality management system (QMS) policy in accordance with the requirement of international standards. The company requires all employees to contribute to and be actively engaged in the implementation of QMS in all their duties and responsibilities.
Therefore, Eterna is always looking to recruit capable, enthusiastic and purpose-oriented people and give them the opportunity to display innovativeness and drive in an entrepreneurial and professional environment. A major method for recruiting by the company is through their graduate training program where new recruits are provided with various trainings in skills, knowledge and behavior required by the company and career opportunities for growth and development. Eterna also operates a robust and efficient performance management system to keep staff properly motivated with their performance.

[bookmark: _Toc71241785][bookmark: _Toc71241920]DEFINITION OF CAREER & CAREER PLANNING 
(Gyansah, 2018) defines a career as the various roles and functions a person engages throughout their life, and these include trainings, education, unpaid and paid work, volunteer work, family, leisure activities etc. This definition of career seems to suggest that career is seen as a continuous process of learning and development which is a preparation towards acquisition of values that nurture employee development.
 Based on this outlook of what a career is, the difference between a job and a career becomes apparent. While a career is a series of linked employment opportunities, a job is a task done to earn money. Additionally, a career continuously equips one with learning and experience for a lifetime while a job is short-lived and may or may not have any influence on one’s future work life.
Career planning is therefore a person’s lifelong process of establishing and implementing their personal career goals (Antoniu, 2010). This lifelong process begins with the individual career choice which is usually based on any or a combination of factors such as the individual’s life goals, abilities, social background, self-identity and personality factors. According to (Antoniu, 2010), until recently career planning has been the sole responsibility of the organization and a component of the human resource management. The human resource management with the utilization of career planning seeks to identify needs, aspirations and opportunities for individual’s career and implementation of training and development programs to support that career. However, for the achievement of best results, career planning process should involve both the organization and the individual’s responsibility. (Gyansah, 2018), argued that career planning must connect individual needs and aspirations with organizational needs and opportunities, assessing, counselling, its employees on career planning, individual development efforts with development and training programs.

[bookmark: _Toc71241786][bookmark: _Toc71241921]IMPORTANCE OF CAREER PLANNING
The importance and benefits of career planning can be examined from two perspectives: namely from the perspective of the organization and from the perspective of the individual employee.
[bookmark: _Toc71241787][bookmark: _Toc71241922]Importance of career planning to organizations:
Organizations that prioritize career planning and development by investing in their employees tend to have higher job performance and lower turnover which contributes to higher quality products and increase in profits for the organizations (Antoniu, 2010). In today’s dynamic business environment, having a talented, capable workforce gives the company a competitive advantage.
Research also shows that career prospects and opportunity to learn and develop are factors influencing potential employee’s choice of job offers (Rineer, 2017). Moreover, employees show greater commitment to their organization when employers provide opportunities for career growth and development.
When employees commit to their organization due to availability of career planning and development, it invariably translates into high staff retention which helps reduce the cost of replacing a skilled staff.
[bookmark: _Toc71241788][bookmark: _Toc71241923]Importance of career planning to the individual: 
For the employees, career planning provides clear future direction regarding their career and provide motivation and encouragement for an employee to develop competencies for higher level jobs. Individuals who engage in career planning make themselves valuable to any organization and increase their chances of being promoted.

[bookmark: _Toc71241789][bookmark: _Toc71241924]MOTIVATIONAL THEORIES
In order to accurately assess and identify development needs and expectation of individual employees in an organization such as Eterna oil and gas, it imperative that an understanding of what is motivating them is established before embarking on a career plan and development program. (Badubi, 2015), argued that motivation and job satisfaction in the organization is important and vital for the achievement of organizational goals and objectives. This means that motivation must be a priority if organizations want to make employees their biggest asset and for retention purposes. An organization without motivational strategies will suffer consequences such as burnout, low performance, depression, which can adversely affect the company’s profit.
Some motivational theories and application to consider include.
[bookmark: _Toc71241790][bookmark: _Toc71241925]HUMAN NEEDS HIERACHY 
This theory was developed by Abraham Maslow and is a classification of human needs from lowest to highest order. A need no longer provides motivation once it is met and the individual move on to the next level of need to motivate themselves. From bottom to top, these needs are:
· Physiological needs which are survival needs such as food, water and shelter.
· Safety needs are needs for personal and financial security including health and wellbeing.
· Social needs include friendships, relationship and family which appeals to a sense of belonging.
· Esteem needs is the need to feel confident and valued by others.
· Self-actualization is the need to achieve one’s full potential.

The Maslow theory do not only address individual motivation but addresses group motivation as well. The social needs which cater for group motivation address issues such as friendly working environment, and informal communication in the workplace. Employees who are motivated by esteem need expect to be rewarded or recognized for their high-performance. Things like praises, perks, trainings and involvement in decision making process helps boost employee’s self-esteem. Self-actualization addresses the motivation to aspire to the fullest potential career-wise through career planning and development. The safety needs become a priority for employees who work on the factory of Eterna oil and gas manufacturing department.
This theory can be applied at the basic level and it is easily understood. However, in reality, we do not usually focus on one need at a time but tend to meet all the need simultaneously. 

[bookmark: _Toc71241791][bookmark: _Toc71241926]TAYLOR’S MOTIVATIONAL THEORY (SCIENTIFIC MANAGEMENT)
Fedrick Taylor was an American mechanical engineer who is known as the father of scientific management.  He viewed work and productivity scientifically and tried to find the most efficient way of performing the job. Unlike Abraham Maslow’s theory, he did not value human needs but believed that workers are motivated only by pay and money. Workers are only compensated with money that commensurate with job done. He also posits that workers do not usually enjoy their work and therefore must be monitored and controlled to get the job done. Thus, Taylor’s theory does not consider group motivation and has an over simplified view of motivation. This form of management style is seen in autocratic leadership organization and applied to jobs whose operation are standardized and monotonous such as factory or warehouse work. Amazon and McDonald’s are examples of companies that practices this management style. A part of this management style is also seen in the manufacturing arm of Eterna oil and gas where emphasis is placed on efficiency in the production of high-quality standardized products.

Other considerations to be aware of when examining motivations of employees is their personality types. According to (Ray, 2006), three aspects of group behavior are distinguished as self-oriented, task-oriented and interaction-oriented personalities. The self-oriented are motivated by individual achievement and the work is simply a means to that end. This personality types can be found also on the self-actualization level of Maslow’s theory. The task-oriented are motivated by doing the work and derive their satisfaction from that. The interaction-oriented personality is motivated by being among other co workers and found on the social needs level of Maslow’s theory. 
It is a good practice for an organization to have the right balance of these personality types in order to ensure organizational effectiveness.

[bookmark: _Toc71241792][bookmark: _Toc71241927]EVALUATION OF DEVELOPMENT VEHICLES USED IN ETERNA OIL AND GAS
The development vehicles used in Eterna oil and gas is based on the type of job roles and duties within the organization. The work system design of Eterna oil and gas company is focused around two main departments namely manufacturing and marketing. Therefore, the development vehicle may vary and be similar in some instances. For example, the knowledge, skills and behavior expected from a manufacturing engineer is technical and different from the ones expected from a salesperson or marketer within the same company. 
The development vehicles that are specific for the manufacturing engineer include job shadowing (observing others working and picking up tips), getting involved in project work, attending technical training, researching to strengthen knowledge base, joining professional body.
The development vehicles that are specific for a salesperson or marketer are reading to strengthen sales/marketing skills, attend formal training courses in soft skills, networking/attending relevant external business events, role play and simulations.
Development vehicles that are shared by both job roles are one on one coaching, mentoring, professional qualification, on the job development, self-study.

[bookmark: _Toc71241793][bookmark: _Toc71241928]TRAINING 
(Nassazi, 2013), define training as a type of activity which is planned, systematic resulting in improved level of knowledge, skill and competency that is essential to perform work effectively. Training is a means to fill up the gaps of performance between current actual outputs and expected output. It can be for the purpose of learning a specific technical skill, knowledge or competence that is expected to be applied on the job. 
The systematic approach to training is a process which begins with the human resource manager’s identification of what employees must know, what they should know and what is nice for them to know. It also involves three stages of assessing organizational needs, the needs of the job in terms of knowledge, skill and competence (tools such as personal skills audit can be used to gather information on employee skills, knowledge and competency gaps), development of clear training objectives and setting up criteria for evaluating training. Secondly, the training stage which involves design and training procedure and lastly evaluation stage used for measuring training results against the initial criteria.
Some of the benefits of training include provision of information for new staff, maintenance of quality product or services, updating on new technology or systems, reduction in mistakes, enhancement of relationships and communication which leads to better teamwork etc. 
In Eterna oil and gas, several training programs are scheduled periodically due to the strong emphasis on the quality management systems policy expected in business process, production process and products. There is a great emphasis on staff development and training through carefully planned training courses and seminars to update the special skills and job requirements of staff throughout the company. The company’s health and safety policy are also prioritized; therefore, staff are subject to regular and consistent induction and drills in healthy, safe, secure and environmentally friendly practices.
[bookmark: _Toc71241794][bookmark: _Toc71241929]MENTORING 
This method entails senior leaders/management taking junior staff under their wing to help develop vital skills that the mentored individual might not have.
The more formal mentoring programs are normally used for senior executive/leadership roles, while less formal structures might be applied amongst junior management as well.
In Eterna oil and gas company mentoring is typically used to acquire high-level skills such as leadership, strategic management, communication. Mentoring is not very helpful in improving skills needed at lower levels of the organizational structure such as the factory assistant.


[bookmark: _Toc71241795][bookmark: _Toc71241930]COACHING
Coaching is a developmental method that focus primarily on performance improvement through the management of employee’s behavior. (Whitmore, 2015) refers to coaching as a method of unlocking people’s potential to maximize their own potential. In an organizational context, this involves the senior staff working one on one with a less experienced employees. It is a positive relationship between the coach and the coached characterized by mutual discussion leading to improved performance. It is a complete deviation from the traditional management style, which is usually characterized by authoritative, one way style of communication. Coaching on the other hand is an active and positive approach which employs a participative management style for the purpose of encouraging and motivating staff to achieve and sustain optimal performance. 
A manager’s duty is to grow his staff and get the job done. Effective coaching can accomplish this by.
· Giving employees regular feedback.
· Pushing employees to their attainable limit.
· Asking for employees’ opinion.
· Open to employee’s idea.
· Recognize and reward employees often.
· Make a goal roadmap.
· Ask what you can do to help.
Performance management is the expectation for a job to be done correctly and on time. Performance, therefore, must be measured against a standard and this expected standard must be clear to the manger and subordinate. For example, in Eterna, the salespeople performance is set against certain numerical target which are expected to be met monthly. However, there are other factors to be considered when the target is not met such as their level of motivation and professional growth. Coaching is also important in the manufacturing department of Eterna oil and gas as a certain number of products are expected periodically.
Poor performance which is a deviation from expected behavior must be looked into to find what is causing it through coaching analysis. For instance, in Eterna oil and gas, there has been cases of deviant workplace behavior such as wasting time, working slowly, leaving early or resuming late, long break time, lying about hours worked that has contributed to poor performance. 
With coaching, these issues can be resolved. However, if after coaching has been applied and the issues persist, the said staff member should be terminated, and adequate coaching documents provided to support the decision.





[bookmark: _Toc71241796][bookmark: _Toc71241931]CAREER PLANNING FOR ETERNA OIL AND GAS EMPLOYEES 
Part of Eterna oil and gas strategic objective is to develop its human capital in order to gain a competitive advantage within the industry. Therefore, the company has put in place career ladder for its employees to reach their fullest professional potential through the provision of succession planning.
The career planning for the individual staff is done by first gathering information from employees through the use of surveys, personal skills audit and interviews. This information is then used to design a personalized career plan.
The career plan will contain.
· Current job title
· Statement of the individual career goal.
· Description of personal strength and weaknesses 
· Career goal requirements (knowledge, skills and attitudes)
· Employee’s current knowledge, skills and attitude
· Trainings and areas of developments
· Development vehicles needed to achieve career goals. (trainings, mentorship, coaching, workshops) 
· How long it will take to implement plan.

A scheduled annual review and performance assessment plan should be set up to periodically evaluate goals and measure progress towards goals.

[bookmark: _Toc71241797][bookmark: _Toc71241932]CONCLUSION
The importance of career planning and development cannot be over emphasised. From the organization’s perspective, a failure to motivate employees by not having a career plan in place can lead to low employee retention rate, low staff morale and engagement leading to poor performance and invariably low profit for the organisation. From the employee’s perspective, failure to have a career plan can lead to career stagnation and frustration. Effective career planning happens when managers can align the organizational needs with the employees needs and provide appropriate development vehicles to meet those needs thereby achieving both the organisations and employee’s goals.
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