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[bookmark: _Toc534492818]Introduction: 
In order to ensure the continuous development and long term prosperity, an organisation needs to focus on hiring effective and efficient employees and improving their efficiencies by allowing them in development session, training and development programs. It includes both personal and professional development as per the taste and preference of the employees and requirement of the job position. Unilever, a British-Dutch transnational consumer goods company co-headquartered in London, is going to initiate a new project, according to which it will outsource food and consumer products of some other renowned organisation by using their name. I am working in this project as an employee of Unilever. In this assignment, critical assessment of potential benefits to the organisation - of developing individuals in the workplace, managing an individual’s expectations in respect of personal development, development vehicles available to an organisation appropriate to the development needs of the individual and a detailed plan to meet the identified development needs of an individual in the workplace and the management of performance. 
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In order to get success in the current project and ensure prosperity, an organisation like Unilever generally focuses on establishing both long term and short term goals to develop the personal and professional etiquette, efficiency and efficacy of the employees. Apart from preparing employees for any kind of projects, organisations might pursue to developing individuals in the workplace to ensure their (employees) own expectation and benefits (Armstrong, 2009). Here is a brief discussion on the critical assessment of the potential benefits to Unilever and the individual of personally developing individuals in the workplace:
Potential benefits to the organisation of developing individuals: 
Benefits to the organisation like Unilever of developing its individual employees and teams by enabling them participating in sessions, training and development programs can be illustrated from different extent. Here are some of these: 
Gain a competitive edge:
As Unilever is going to produce and outsource food and consumer products for some other global giants, it need to ensure that the project will be continued for long time, otherwise the fixed cost and other maintenance cost will not be recovered. So, here comes the necessity of ensuring efficiency and competitive in every extent to the particular project of Unilever. So, by enabling employees to participate in continuing education and professional courses, playing role in different positions and participating in different skill based training, it is possible to keep the employees to date with recent trends, keeping tap on the competitors, keep them to know about organisational standard and expectations (Armstrong, 2012). All of these will provide a competitive edge to Unilever over its competitors.  
Increase Productivity and Satisfaction:
Continuously developing the employees working for the organisation like Unilever will help them to understand that they are valuable asset to the organisation and their effort matters to the profitability and existence of the organisation. As employees feel supported by participating in different training and development programs, their productivity and contentment toward the organisation naturally goes higher. Besides, such increased satisfaction of employees might lead some of them in gaining some key leadership traits like self-awareness, process management and a desire to keep learning. Moreover, employees’ satisfaction with their position within the organisation is increased.

Discover strengths and Weaknesses:
For the new project, Unilever requires employees with capabilities like work under pressure and dateline, result-oriented mentality, strong leadership and communication skill etc. When the management of the organisation hire someone, it’s not always possible to know about all their talents and weaknesses (Bee and Bee, 2004). By allowing employees to participate in specific training and development program like on-job training, analytical test, dateline based job etc. it is possible to know about their upper hand in specific areas and shortcomings. It allows the top management of Unilever to choose employees for its new project and make arrangement of further training and development program as per the necessity of the position and organisational standard. 
Ensure retention and longevity:
By participating in individual development program arranged by the organisation, employees can enhance their learning, improve skills and prepare themselves for more significant job role. If organisation like Unilever has an employee development program in place (either short or long term), associated staff members will consider it as a fantastic benefit to develop their skill set and career. Besides, individual employee development programs are not offered by all organisations. So, both existing employees and job seekers will be attracted toward the organisation. Continuously enabling employees to development their skills and efficiency is more than likely inspire them to stay with the organisation and a large majority of employees consider themselves supported. As a consequence, employees are less tend to leave the organisation and seek for new job opportunity in another organisation. 
Managing career development of people: 
Though it is considered as a goal of an organisation, sometimes organisations like Unilever conduct and continue individual personal and team development program for smoothing the path of career development of individual employees. It serves Unilever in two ways. At first, it ensures that there is availability of effective and efficient employees in the market. The top management just need to find them. And the second benefit is that these employees are ready to go. It requires less time, effort and spending to make them prepared for a specific project and job role. Employees who are devoted in career development tend to be confident, determined and flexible. 
Potential benefits to employees: 
At present, in this competitive business and corporate environment, employees expect something more for working for an organisation like Unilever, other than getting salary. Some employees focuses on personal and professional development and smoothing the career path while working in an organisation (Bee and Bee, 1994). Here is a brief discussion on individuals’ expectations in respect of personal development: 
Improvement of collaboration: 
Position of the employees within the organisation and acceptance of the employees is a combination of the efforts of the employee and a strong relationship between the management of the organisation and employee. By regularly participating in individual development arrangements prepared by the organisation, an individual employee can create a strong collaboration with the upper management of the organisation. it is quite helpful in showing enthusiasm and efficacy in a particular stake and enhance the possibility of joining in more significant training and development program, be appointed in new job roles and smoothing the position within the organisation. 
Improve skills and efficacy: 
In this competitive business and corporate environment, acquiring the optimum benefit from the job and build an expected career mostly depends on the acquisition of work related knowledge and skill and proper application of such skills (Hargreaves, 2004). By participating in the organisation related individual development program, an employee can grab the opportunity of knowing ins and outs about his position, standard and expectation of the organisation, recent trans in the industry and market etc. in addition, it allows an employee to carefully scrutinize his strengths and weakness by comparing with other employees and organisational standard and can focus on improving strengths and reducing limitation.
Relationship with others:  
Another major benefit or participating in personal development program arranged by the organisation is that it allows an individual employees to be familiar and collaborate with his coworkers, group members and leaders, line and divisional managers, top management etc. Such kind of relationship building is quite helpful in getting help and advice in both within and outside environment of the organisation. In addition, coordination with people from different walks can often offer better opportunity within the existing organisation or in other orgaisations (Harrison, 2009).  
Build the expected career:
Active participation in individual personal development is quite helpful to employees to build their career. By knowing about individual development program of organisations like Unilever, it is possible to get idea about what is required to be a member of challenging environment of a renowned organisation or participate in a specialized project. In addition, by participating in different training and development program, it is possible to develop required knowledge and skills and use it in the practical working environment.      
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Generally developing employees is a long time process which involves lots of efforts and money. So, the top management of an organisation tries to make sure that the most suitable employees are selected for the individual development process. Though there are lots of development vehicles are available to use in ensuring individual development in both within and outside of the organisation, all of these don’t provide equal result and cannot be used in all circumstances. Before selecting development vehicles and applying, the top management of Unilever needs to focus on preliminary things. Here are some of these: 
Examining the expectations and requirements: 

The top management of Unilever expect that the employees who will be selected for the project must have sound knowledge in production outsourcing, strong communication and networking, capability of working under pressure, meeting dateline and produce result on time (Maund, 2001). These selected employees will go through series of training and development programs and will be rotated in different positions and projects of the organisation. Their leadership and management knowledge and skill will be developed through series of development sessions, so that these employees could be used as team leaders or even as line managers.   
Methods of ensuring fair and objective assessment:
How employees are doing during the individual development session and in the project need to be evaluated regularly. The top management of Unilever mainly uses five methods to evaluate the selected employees. These are Self-evaluation, Management by Objectives, Behavioral Checklist, 360-degree evaluation and rating scale. Among these five, Self-evaluation method and 360-degree evaluation can be used in this project of Unilever. According to the self-evaluation method, an individual employee is allowed to judge his or her own performance during the development session and project work against predetermined criteria and organisational standard (Hutchinson, 2013). On the other hand, according to the 360-degree assessment method, the top management of the organisation take a comprehensive look at an employee’s performance by pulling feedback from outside sources.
Methods to monitor evaluate and record individual feedback:  
It is significant to know what employees are thinking about the continuous development program and ways to integrate their thoughts. The top management of Unilever mainly uses three methods to effectively collect, monitor, evaluate and record individual employees’ feedback. These three are Regular employee performance reviews, Suggestion box and Team meeting. The first one is involved with talking personally to each employee’s participating in the individual development program to collect their feedback on engagement and satisfaction. Though this feedback management process is considered as useful, it is not free from drawbacks. If too much or too few reviews are collected, employees might feel like their input isn’t valued by the management of the organisation (Maund, 2001). Second one is involved in establishing a suggestion box in where participated employees and others can input their valuable opinion and feedback about the process, procedure, outcome and ways of improvement of the individual development program. This helps the top management of Unilever to collect such feedbacks which are hard to collect using other methods. And the third one, Team meeting is involved in arranging meeting with participated employees and team leaders in fortnightly or monthly basis to evaluate their improvement and collect opinions and feedbacks.  
Managing performance and succession planning:  
In order manage the performance of the employees in the particular project who have already participated in the individual development program, an integrated succession planning need to be established. Succession planning is involved with identifying the job vacancies that can be expected to occur through retirement or attrition and the strategic consideration of where and how the top management is going to find suitable candidate within the organisation for these vacancies the  to fill the gap (Megginson and Whitaker, 2007).  Job requirement of the position, participation of the employees in the individual development program, their performance and enthusiasm to take more responsibility, availability of new targeted training and development program etc. are considered while designing an integrated succession planning.   
Dawn Lennon Individual development model (Dawn Lennon Hit): 
According to dawn Lennon Individual development in an organisation is done as comprise of two major efforts. At first, HR managers of the need to lead a culture of growth within the atmosphere of the organisation by develop employee capabilities, successfully positioning employees for advancement, continuously developing a bench for vacancies and prioritizing internal recruiting, attracting and retaining employees for long term etc. (Megginson and Whitaker, 2007).  On the other hand, individuals working for an organisation are required to stay well, focused and current on their present jobs, staying connected and taking lead of line managers, and implementing ideas within his/her working atmosphere to reinforcement personal development. 
Different individual development vehicles: 
Here is a brief discussion on development vehicles available to an organisation like Unilever in ensuring individual development: 
Professional Training: 
The first and foremost personal development vehicle available to Unilever is conducting professional training. Arranging professional training and associating suitable employees with such training is mostly depends on the roles and responsibility of the employees within the project and organisational standard and expectation. Main two types of training are conducted by the top management of Unilever for this particular project; knowledge based training and skill based training (Sisson, 1994). In the knowledge based training, critical information and expected practices are integrated in the training lesson. And in the skill based training, hand-to-hand technical skills and efficiencies are learned by the participated employees. Generally, in Unilever, knowledge based training is continued for a short time horizon and the full concentration is provided on skill based training. After the completion of both training, performance of the participated employees appraised as per the organisational standard.  
Coaching and Mentoring: 
As it is possible that employees and managers selected for working in the particular project can be overburden in time and previously acquired knowledge and skill might not serve well. This is where the top management of Unilever gets the notion of conducting coaching and mentoring as a personal development vehicle inside its environment. During or even after the completion of the designated duties and responsibilities in the project, the management of Unilever conduct coaching and mentoring session as per the difficulties and obstacles faced by the employees and make them efficient to overcome them. Unilever generally initiate its coaching and mentoring session as an individual development vehicle by asking some simple question to its employees: What are the obstacles you are facing, and how can we help? What’s an action need to be taken to improve your overall performance? Etc.
Cross-Departmental Training: 
In order to successfully perform in the project of Unilever, employees need to have knowledge and skill related to other than their core duties and activities. This is where cross-departmental training idea comes in. According to this, selected employees are employed in different departments and divisions to achieve related knowledge and skills. Cross-departmental training ultimately create a harmonious balance within the team of the employees and the organisation by constantly making corrections (Campion and Stevens, 2014). But the fact is that not all employees should be go through cross-departmental training, as sometimes it occurs the deviation of core concentration. So, cross-departmental training takes place after the completion of a specific time period or project.
Development of Soft-skills:
In order to successfully serve in the project of Unilever, employees needs something more than professional efficiency. As a human being, employees are comprised of physical, intellectual and emotional experiences. So, it is significant to assist them to evolve both personally and professionally. In order to make the individual development program holistic, the top management of Unilever focuses on different soft skills of its employees. Such skills include emotional intelligence and balance, intellectual growth, physical and mental health etc. Proper emotional balance and application of intellectual ability during the work helps the employees to concentrate on the duties properly, continue the learning process by their own and pushing the boundary of quality and expectation on regular basis.   
[bookmark: _Toc534492821]Appropriate one in meeting the development needs of the individual:
Though different individual development vehicle, all cannot be used as per the requirement of the project and state of the employees. As per the available data, it can be said that professional training and cross-departmental training are appropriate individual development vehicle available to the top management of Unilever. For this project, employees are selected based on their previous track record, skills and work efficiencies and enthusiasm to work in challenging environment. Professional training will be provided based on timely basis. After completing the project for a specified timeframe, cross-departmental training will be provided to selected employees as per their requirement of specialized knowledge and skills in deferent departments. Apart from selecting and using the most appropriate individual development vehicle, Unilever needs to focus on issues like selecting the appropriate mechanisms to provide appropriate feedback to individuals and using reporting performance appraisal including the importance of confidentiality (Betz and Hackett, 2011). 
Mechanisms to provide appropriate feedback to individuals:
During or after the individual development program, it is significant for the management of Unilever is to provide feedback to employees about their performance and limitations during the individual development program and the project work. Generally, Unilever focuses on things like being problem-focused and specific, focuses on the situation, not the people, be direct but informal, praise for success and achievement, listen what employees says and make timely decision about the feedback. 
Reporting performance appraisal including the importance of confidentiality:  
While appraising the performance of employees participating in the individual development program, appropriate one need to be used. Ranking and 360-degree comparison are mostly used by the management of Unilever. While reporting performance of the employees to departmental or divisional managers or even to employees themselves, proper coordination and confidentiality need to be maintained (Betz and Hackett, 2011).  
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In order to meet the identified development needs and expectations of an individual, an integrated Personal Development Plan. A personal development plan or PDP is considered as the well-structured system of reflecting current learning and performance of an individual which is then developed and altered as per the necessity and standard for future personal, educational and career development within and outside the organisation (Noe, 2006). By undertaking a well-structured and integrated PDP, it is possible to consider the strengths, weaknesses, opportunities and threats of an individual which enables the management to how to ensure best use of strengths of the individual and help him to meet the development meets.  
Here is a brief discussion on developing my own personal development plan to meet the identified development needs and expectations for working in Unilever:
	What are my development 
objectives?
	Priority
	What activities do I need to undertake to achieve my objectives?
	What support do I need to achieve my objectives
	Target date for achieving my objectives
	Actual date of achieving my  objectives

	Developing communication skill
	High
	Listen others’ carefully, inspect the body language, Be brief and specific, and write down important things.
	Access to independently use organization’s communication devices and communicate with co-workers, superiors and subordinates as per established manner.
	6 months.
	August 30, 2019.

	Developing team building and leadership skill
	High
	Practicing discipline, taking responsibility, keep learning and inspiring others. 
	Participate in professional leadership courses and work under supervision of team leaders and managers of my organisation.
	8 months. 
	October 30, 2019.

	Developing ability to deal with changes
	Low
	Finding real reasons of a particular problem, discussing with team mates and superiors, brainstorming alternatives etc. 
	Enhancing proficiency in STAR approach, inspecting and learning how efficient mangers and successful people react to problems and changes.
	12 months.
	January 30, 2019

	Interpersonal skill.
	High
	Cultivating a positive outlook, controlling emotions, acknowledge others' expertise etc.
	Practicing active listening and relational skill, Become assertive. 
	12 months.
	January 30, 2019

	Developing administrative skill
	Low
	Taking participation in administrative assistance, working in non-profit organisations and teams to enhance managerial skill. 
	Pursuing training and development, working under a mentor,  
	12 months.
	January 30, 2019

	Review date
	



Defining goals: 
At first, I need to understand and define what is important to the particular employee. Both personal and professional requirements and considerations need to be adjusted while defining goals. What the individual like and what skills are required to perform a specific duty within the organisation. Next stage of my career should be considered while planning goals and objectives. Goals should be realistic, attainable and significant to both me and the organisation in where the individual is currently working or going to work. Something that might improve the personal life and state of mental condition might be included in the plan.     
Prioritize: 
Though I might have multiple goals in his personal development plan, not all goals cannot be achieved in same way and at the same time. Some of these goals requires more concentration. So, the individual employee like me needs to prioritize the goals and focus on the most important one at a time. Developing professional knowledge and skills requires more priority than developing soft skills (van Hoof et al, 2013). Because by participating in different training and development program, it is possible to develop different professional skills like negotiation skill or selling skill within short period of time. But developing emotional intelligence or improving networking skills requires a long period of time and continuous effort.     
Setting a Deadline: 
A well-structured personal development plan cannot be continued for forever, every goal in the PDP should have a specific dateline. I should clear idea about when to achieve a specific goal. While setting dateline, realistic, specific and make good assumptions time-wise dateline need to be established. If I am planning to complete a big project, or achieve a specific dateline within a short period of time, it is less likely to be successful. As failure in achieving a specific goal can negatively affect another goal, making dateline-wise effort is significant.  
Understand the Strengths:
As everyone in the organisation is good at something, it’s good to think that the individual employee like me have some skills and strengths in some specific fields. In order to associate the personal development plan with the expectation, at first, it is required to understand my key strengths (Assiter, 2005). Information about my skills and strengths can be derived modified personally test, asking family members or friends, working in different jobs and projects etc. After knowing the key strengths, it is significant to enhance the strengths and know the application of such strengths in related fields. 
Recognizing opportunities and threats:
Information about my current behaviors and habits can either support or oppose to achieve goals the individual want to. In order to know and optimize opportunities and treats, at first it is required to scale all available opportunities and threats to me in the path of achieving the previously defined goals. By giving rating to each opportunities and threats, top three opportunities and threats need to be selected. The top three opportunities need to be optimized and top three threats need to be reduced over the time (Fallows and Steven, 2010). Point to be noted that optimizing the opportunities and reducing threats might differ from the ways of achieving goals previously selected and defined in the personal development plan. So, sometime it requires extra effort and time. 
Developing new skills:
Personal development is the process of getting one place to another, just like pushing the boundary. As I want to get something new, I must have to give something as price. Providing more efforts and time in developing new skills is the price. I can develop new skills in different ways. At first, it is required to know what and why the skill is required. It can be required in the current workplace, start working in new project or just required for self-development. Then, how this skill can be developed. It can be acquired through theoretical knowledge, participating in practical courses or on-job training etc. A specific timeline should be established as significance of the skill and required activities.
Taking action and getting support: 
Developing personal or professional knowledge and skill require different actions. As an example, if I want to develop communication and presentation skill, I might have taken actions like talking to persons who already have those skills directly, getting admitted in academic or practical courses, purchasing and using required materials, practicing a lot etc. While concentrating on a specific goal, it is required to concentrate on at least 3-5 most important actions the individual will need to take within defined timeframe. Getting support from associated parties make it more relaxed and easier to achieve the goal (Bridges, 2013). Support can be received from friends and family members, co-workers and line managers, career advisors and professionals etc. 
Measuring progress: 
How the actions are doing should be measured time to time. This measurement can be done by two ways, comparing the actual results with expected results or standards and participating in actual job field or appear in knowledge and skill test. The goals and actions should be remodeled and rescheduled as per the measurement. A slight deviation from standard can be an acceptable result. But a major deviation should be assessed from all extent. If it is required, timeline should be increased (Drummond and Wiltshire, 2008). Measurement of progress can be done in monthly, three monthly or half-yearly basis. In case of an unexpected result, instead of changing the goal, actions should be altered.    
[bookmark: _Toc534492823]Conclusion: 
Individual personal development is the process of helping employees to develop their skills and knowledge in allowing them participating in different sessions, both on-job and off-job training and development programs. Personal development provide benefits to both employees and organisations. It enables employees to smooth their career and assist organisation to get effective and efficient employees on time. In this assignment, a critical assessment of the potential benefits to Unilever and the individual employees get from personal development in the workplace are illustrated. In addition, different development vehicles available to Unilever are stated along with appropriate ones in meeting the development needs of the individual. 
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