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Humankind always seeks to learn new things from the cave ages. Human developments and personality developments are always bringing cases that are widely known for the development program. In Glencore as the natural resources are the most used products for doing business that is why their human resources as well as the managerial resources need to be developed as good as possible. Developing an employee’s needs to maximize their performances just because they are the ultimate decision-makers from the managerial perspective. In Glencore, most managers know that training is essential for team success. And as an HR manager, I need to perform the only way to ensure that to have knowledge and skills because only by those anybody can have the power to perform well and meet the necessary objectives. Zig Ziglar, author, and motivational speaker said, '' what’s worse than training your workers and losing them? Not training them and keeping them.’’ Here described the details plan and program for developments of the personal skill and the needs of training and developments module as per the company and skill progression. So there existed some misunderstanding and job leaving situations for the workers which may bring a drastic bad impact on Glencore. And for that reason, some of the less-skilled workers went to do that job and did some major wrong work which again brought losses for the Glencore. So what might be the possible solution to that situation are the prime tasks for our HR team. Lastly, the development plan program along with different procedure and goals depicted the ultimate initial plans that are required to serve as a trained and developed employee in the sector.
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In the Glencore, at that particular moment, it’s been seen that needs assessments must be there in a different employment context. And the other sources that might help to understand the situations and taking appropriate steps for that (Beygi, 2016).
Organizational analysis: on that situation, organizational analysis matter most because from what points of time organization needs to perform to achieve the fantastic goals and objectives and at which point the miners need to go leave this analysis can be performed easily if the organizational analysis does its best tasks fulfilment (Gladding, 2019). In this analysis what is the organization's goal overall, what they are trying to do or accomplish is the best thing to analyse? In Glencore, the work environment needs to require employees who are to be skilled and performing complex tasks inefficient ways and manners. And From that perspective, the Training Needs Analysis, a theory of procedural activities regarding the identification of training in an organization to improve the employee's job and the performances (Carbonie, 2018).
Glencore for that reason needs to perform a vast duty of activities regarding the identification of training in which the respective sectors of employees who are working on the field needs to address the improvement skill activities so that organization can understand the needs. Through this analysis, the situation and future goal will be very clear for Glencore (Chen, 2017).
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In the respective situation as a staff of HR, the primary duty for me is to understand how many training needs in the future and how many trained people the company had on that perspective after leaving the issue of few workers. And as the workers who were inexperienced and did few mistakes just because of the lack of training so as a specialized branch of business, the mine and natural resources companies need to have training session regularly so that in many cases workers can be deployed in the scenario (Carbonie, 2018).
Through the personal analysis, the Glencore and I as an officer of HR can be understood the individual dealings with persons and potential participants who can be involved with the training and existing duties can be more resourceful from them. So the required knowledge along with subjective judgments and rising the question do these workers need to be trained, the needs analysis from the person, and can be able to understand the training needs (Golding, 2018).
And for that particular scenario, a complete framework needs to develop for understanding the appropriate development needs in Glencore (Golding, 2018).
The vehicles and contents that the Glencore officials can do on those particular moments are that they can be useful to the direct observations (Dahmarde, 2018).
Secondly, the result of orienting examples set is also another driving force for development and progress (Anjum, 2020).
Third, record and report studies of the development activities can also be a way to understand the needs for Glencore. Most importantly two major analyses can also be available for the betterment of training development for the workers (Chen, 2017).
1. Conducting a work/task analysis
2. Performance analysis
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In Glencore, task analysis can be used as the subject matter experts and who are the high performer in the employee segments (Banwell, 2016). Through that analysis supervisors and the in-charge managers of Glencore can be interviewed. And after that interview, the job descriptions and the other information related to the occupations can be gathered (Carbonie, 2018). And right after that few of the important questions can be answered and frequently that questions can be understood so that the current and respective workers are needy for the working places and recruiting the performed employees on the fine and mine spaces can be achievable for the workers perspective. And in the task analysis, Glencore officials can be asked by
1. What tasks are performed in the Glencore at a time?
2. The frequent time they are performed
3. The task that is given how much important
4. And from these question do they want to understand the training needs
And through that, the training and development programs can be run on those phases. And if the model of the task analysis given by cognitive spaces then it could be very effective through the schematic or graphically. From that perspective, the sequence of the jobs and the development of the training and work sequence can be much more effective for Glencore (Banwell, 2016).
That means as an HR officer me as a Staff also needs training and needs otherwise the requirements from achieving and collecting enough resources and handling those peoples might be very much challenging without training for a new officer like me in Glencore. So from me, as well as the other workers these tasks and work analysis must be done for those particular incidents so that anybody can be replaced in any time frame (Beygi, 2016).
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Performance analysis shows that do I make myself very clear about the identity I am using and the needs of training (Utting, 2017). Reviewing the performance appraisal along with the interview regularly based on supervising and management can also be a look for the performance measurement. My performance data can be achievable through the performance appraisals, turnover reports, customer complaints, safety incidents, and also the supervisor from lower and higher ground (Shaheen, 2020).
After the analysis, the individual needs for myself can be understandable through the training. Training can be industry training where involving the employees and helping each other’s to speed up new products and new tasks can be available on processing and making equipment (Maguire, 2017).
Job training means of the sort of training that might help me to do my job better from the staff and other perspective training. According to Gagne, skills that are found rare among the person the theory and trading needs also special cases and external and internal conditions with the verbal, information, attitudes, cognitive and motor skills also are the driving forces for the training and developments (Lejune, 2018).
And after all the personal development is the main role behind the all development program through my mental health, intelligence training, and other leadership skills that might enhance my activities in Glencore (Lejune, 2018).
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There can be so many ways of a framework for the understanding of training as a new staff like me also for the existed senior officials that needs better training for the betterment of Glencore.
There is eight distinctive ways that can be able to make a framework of training and development needs for me as well as the other officials (Lejune, 2018).
Creating Individual development plans: from this perspective, the first step of development criteria is the sit down with the employees and discussing the individual interests and goals from the future targeted plans (Beygi, 2016). Through that career goal and the conversation, I can be able to understand the training needs and the steps that should be undertaking in the future for the betterment. These development plans can be able to send me realistic and understandable goals that are widely acceptable and making me clears about the roadmap and each goal. And informing this to the senior authority they also can be able to conduct the training facilities for me and the other peoples (Golding, 2018).
Providing performance matrices: Performance metrics are made by quantitative measurements that can be shown by the realistic achievements of me and the other workers. Before running the exact training and program these matrices can be a showing and mirror for us so that we can be set day to day target to development (Bachik, 2020).
Opportunities outside of the job functions: compartmentalized organization can be the problem for today's training program because employees think that they should be confined in their sector (Bachik, 2020). But that's not the exact scenario, as an HR officer, I should know the other prospects of the other departments so that recruiting and giving the leaves is much easier and understandable for me (Ekatarnine, 2017).
Constructive Feedback: Giving constructive feedback can be a game-changer for the newly recruited and me also. Feedback does not mean always criticizing or raging or the other disapproval but feedback also refers that one should be very much appraised and delivering the report regularly towards me and the staff. So that the needs of training can be understandable for me and also the performance matrices and individual plan might be very much effective from time to time in that way (Banwell, 2016).
Removing the Barriers: Glencore should not be very much rigid about their policy and procedure. Sometimes they need to be very much open in terms of giving enough resources and making a soft and smooth place for understanding, learning, and the other growths and potentiality (Golding, 2018). 
Link to a professional Network: professional network means that not only Glencore officials or me as a staff but also the other departments and organizations can be host a program on ours and these portions can make this framework much more viable and trustworthy (Beygi, 2016).
Outlay Resources: Resources that I can be found in the Glencore, they also expected from me as an investment and return. For these reasons they must open their resources so that I can use and develop day by day. According to the theory of reinforcement by Skinners the resources that the organization belongs to and the training and developments must be aligned with the subjective program and also the positive outcome should be expected with such training and development needs and achievements (Schussler, 2019).
Setting Examples:  examples of good things can be easily captured and the people regarding our Glencore can be motivated by good examples and self-learning options can also be turned out in these circumstances (Maguire, 2017).
These are the driving vehicles for the Glencore as well as me to set a framework for all the workers and staff that need training and development as well as the future orientation of sustainable planning of recruiting so that the human resources can be very much resourceful and developed. And the leave and vacation can be ensured from the given scenario and the work can also be running at a certain amount of time (Howard, 2019).
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After all these analyses and taking steps, I from the officials of Glencore needs to perform and make a personal development plan so that my acquired knowledge and skills might be expressed and develop further. This plan should be considered and reflects the priority skills, and also the activities that might be needed for the undertaken developments and also the expectations of the development might be expressed by that (Utting, 2017).
That personal development plan might also be issued and implemented by the supervisor that I am perusing on my current phases as new employees. And the managers must implement the plan accordingly towards the achievable goals (Shaheen, 2020).
And there must enough scope for understanding and evaluating the plans otherwise the objectives might not be successful and the plan determination should be specified. Also, the time and other constraints should be very clear on the progress of the personal development plan. Considering that plan, I must be viable and flexible according to the Glencore constrains (Lejune, 2018).
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On the needs of the personal development plan its very need to develop an identity of the knowledge gap from me and the Glencore (Maguire, 2017). As I am a human resource staff currently junior workers need to develop communication skills, computer skills, and managerial skills, and so on. But I can't achieve those within moments (Schussler, 2019). So proper planning needs to draw so that it's easy to detect what needs currently and what don'ts. According to the various development needs experts like Dawn Lennon, ‘Goals test our capabilities and our commitments. Achieving them is one way we define ourselves’. So from this development theory, one needs to develop the plan and goals so that the achievable target seems not so tough (Maguire, 2017).
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My development objectives:
1. Leadership skills development
· Seminar related to leadership skills participation
· Book reading on leadership skills
· Sincerely follow a mentor and senior

· For achieving these I need support from the senior management along with some budgets
2. Analytical Skills Development
· Book reading
· Video watching on decision making
· Attending courses
· Participating workshops
· Also required support from management and some fund
3. Communication skills development
· Attending seminars
· Public speaking skills
· Communication skills development programs
· Support from managers is essential
4. Management skills development
· Book readings
· Online courses 
· Time management
· Required budget from the organization

So personally for me, this is achievable and this plan can be executed with my managers and also the training activities conducted by my Glencore corporation. After achieving the development goals I can be able to do my job in any place of HR and managerial requirements (Banwell, 2016).
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The needs of the developments is knows no bounds for the initial officers deploying in HRM. Development and progress must be valued in a process so that the distinctive characters and the criteria can be fulfilled in a certain amount of time. Also, the improvement needs to be judged and feedback must be sent to me so that the progress can be achievable in a given amount of time. So the personal developments and the criteria for that know no bounds and it’s necessary for me too as soon as possible collecting to my career skills and job requirements. Here for that reason the constructive framework with 8 distinctive features should be collaborated with the training and development goals. Also the needs and personal development plan for understanding and expressing the needs of the arc of training and development must be very clear and concise about the development and progress of skills.
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