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[bookmark: _Toc46580049]Introduction
Personal development creates benefits for the organization. Every organization has well-established training facilities to help individuals in meeting their development needs. Such facilities are provided based on the individual’s development needs. If an organization becomes successful in improving the skills of its employees, it will enjoy the best output from employees. Employees feel the responsibility and the attachment to the company. They feel gratitude about the available development vehicles provided by the company and their intention to do work grows spontaneously (Frost and Durrant, 2019). A large organization like GlaxoSmithKline has huge opportunities available for their employees so that they can help the organization.
I am now working in GlaxoSmithKline as a graduate trainee Human Resource officer. My role as a human resource officer is really interesting and full of responsibility. My company has huge self-development facilities available for us. This report will discuss those development vehicles and also the extent of their benefit for us. It will also explain the importance of developing a plan for individuals.
[bookmark: _Toc46580050]About the organization
GlaxoSmithKline is a multinational pharmaceuticals company. It is a science-led global health care organization formed with a view to helping people feel better and live longer. The company has basically three major businesses around the world. The company was formed in 2000. It is the world’s sixth arrest pharmaceutical company. Their three main focuses are innovation, trust, and performances (GSK, 2020). They do research activities. They also develop and manufacture pharmaceuticals’ medicines and other consumer healthcare products. The company is doing good in its research. The human resource department of the company is well organized and very much focused on providing the best working and training facilities for its employees and the best services to their consumers. 
[bookmark: _Toc46580051]Task 1: Analysing the development vehicles available in my organization and demonstrating the appropriateness of them in meeting the need of the individual’s development
Development vehicles refer to the ways that a company follows to enhance the knowledge level, and learnings of every employee. Depending on the target, strategies of management and size of the company, selection of the ways varies. In GlaxoSmithKline, the HR officers are very much concerned to improve the calibre of the employees. Managers assess the organization’s current and probable future prospects and based on their assessment, they determine the gap which needs to be filled up (Terpstra, 2013). The HR people then select some specific development vehicles to fill up the gap in the organization in order to reach the target of the company. A brief discussion on all these development vehicles taken by the organization is given below:
The Workforce Plan
Initially, the HR team takes a workforce plan in GSK. The management theories emphasize the essentials of planning for the organization as planning helps determine the role of every person in the organization. Human Resource Management considers planning as the key to the reduction of human resource risk (Edwards and Palmer, 2019). So, the workforce planning comes with a lot of benefits for the company as it focuses on the self-evaluation procedure of the workforce considering the current states and future needs of the employees. The purpose of the plan is to achieve the objectives of the team and organization. Though this planning comes with some drawbacks for not focusing on the individual’s need for development to some extent, it identifies the gap and focuses on geographical skills, overall needs, and objectives of the organization. The HR teams of GSK consider the demand for its products in each store and based on their HRM policies, expenses versus income, and the number of employees available, they identify the required human resources in each work to ensure the customer’s benefit. Then they take the necessary steps to develop their workforce to eradicate the gap. 
The Talent Plan
The purpose of talent plans is to ensure the presence of diversified talented and specialized people from different cultures, ethnic groups, and different interests within the workforce. An effective recruitment process is organized to recruit the best possible employees for the organization. The HR team organizes a competitive recruiting process for candidates where all of the skills of candidates are being examined. The first step starts with an online written interview where a few questions are asked to candidates (Richman and Wiggenhorn, 2016). Then, an oral introductory video presentation is received online from the candidates. Then the selected candidates have to perform the FGD round where their analytical ability, quick problem-solving ability, and verbal presentation is being examined. Then, the selected candidates have to go through a face to a face interview session with the candidates. The final selected candidates are welcomed in the organization. Then, they go through some required training facilities to get introduces to the company’s cultures and norms. GSK has a well-established extranet network. The HR teams also focus on ensuring talent management within the existing people. This online forum of the company and brainstorming sessions are very much helpful for employees. The learning theory focuses on the intellectual development of employees. And so, HR teams of GSK put much emphasize on the Focus Group discussion in recruitment procedures. They believe, FGD is very important in bringing up talented people through the recruitment process.
The Appraisal Plan
GSK has well-established appraisal plans. Employees’ performances must be recognized to inspire them for further good performances. GSK has a periodic and monthly appraisal plan for employees. The performances of the employees are kept recorded periodically. Then the employee of the month is announced in every department. The winner is given financial and non-financial incentives. Moreover, the company recognized its research and development employees for its invention in the pharmaceuticals departments. Models and theories on Human Resource Development have marked the appraisal plan and an important mechanism for improving the employees’ performances. The appraisal plan includes increases in salary, periodic bonus, other financial incentives, the ticket for vacation, the family trip, well recognition for good performances (Nielsen, 2016). So, the HR team of GSK has introduced such an appraisal plan that inspires both active and inactive members of the effective performances.
Training and Development 
GSK has on the job and off the job training facilities available for its employees. A training session has been held with new employees. Their knowledge and skills gap is identified and then they are divided into different groups based on their training requirements (Hines, Sligo and Chaw, 2015). The HR teams of GSK have always remained careful in developing and bringing up the best skills among employees. The training facilities mainly focus on the development of technical skills within employees. I have problems in working with HR-related software. I am learning it now. Initially, I felt difficult to work in two teams simultaneously. But, my training programs are developing my capabilities to do multitasks at a time. Managements also adopt other ways of training like job rotation, internship training, assignment, and project performances. The purpose of the training programs is to ensure the benefits for both employees and the organization. 
The SMART Goal Setting
SMART goal setting indicates that a company should define a target that is specific, measurable, attainable, relevant, and time-bound. SMART goal setting tools encourage employees to enhance their skills and knowledge to accomplish the goal of the organization (Conzemius and Morganti-Fisher, 2012). The SMART goal setting helps define the target that the company will be able to attain within a specific time period. The measurable indicates the target consequences of the plan. Basically, the HR teams of GSK define some activities and they divide the workforce according to their specialization in each section. The employees work according to the requirements. Thus, HR teams of GSK ensure good coordination among employees to achieve the target of the organization. 
Feedback
The theory of management has emphasized the importance of feedback. Feedback is a useful tool to assess the results compare to the specific benchmark. Such assessment helps employees keep track of the actual and desired results. In GSK, managers provide feedback to employees. Feedback helps them correct themselves and perform the right activities to accomplish the organization’s goal (Garber, 2012). The HR officers are in charge of identifying the weaknesses of employees and help them overcome their weaknesses through various training activities and consultancy. Constructive feedback is very useful. The development program of GSK consists of a few consecutive activities and feedback sessions. The management team helps employees, motivates them, and inspires them by giving constructive feedback in a feedback session. 
[bookmark: _Toc46580052]Task 2: Exhibiting a plan to meet the individual’s development needs and expectations
The development need varies from person to person. As a human being, I can understand what I really need for self-development. But, it is really difficult for a HR officer to get what plan he should take to enhance the capability and performances of employees. The HR Team of GSK faces this complexity in designing a single development plan for all employees. That is why the HR team encourages all employees to develop their own plans through themselves and follow that strictly. The HR team will ensure that the plan of every employee will be taken care of. so, I have planned to develop my plan to enhance my skills for strengthening my position in GSK. Before that, I need to consider some factors that are discussed below.
Human resource policy
Policies are guidelines. Policies show us the right direction and what we should do and what we should avoid. Before preparing my development plan, I have to consult with my senior management to understand the company’s HRM policies. I also need budgetary allocation for my self-development activities such as for training activities (Eaton, 2006). Having good knowledge of HRM policies will help me choose the right strategies for my self-development plan. I need support from my seniors also. My efforts will bring benefit to my organization. So, I must be careful in abiding by the organization’s rules and regulations.
Employees’ needs analysis
The initial requirement is to identify the knowledge gap among employees in case of preparing development plan. I have identified my gap. I need to focus on my communication skills, analytical ability, leadership skills, and computer literacy. I have to determine the intensity of my development need in each section. I must consider what my current activities demand more. As a new employee, I find it difficult to manage many employees. So, I think I should develop my communication and leadership skills very quickly. Then I must learn some important HR-related software. My development plan will put these necessities on my first priority.
Preparing a personal development plan
A personal development plan is a framework start with mentioning the target of the person and the required skills to achieve that target. This plan will be very effective if can be followed properly. This plan should be prepared to understand the intensity of learning and a specific skill. Here, I have to consider the company’s restrictions, policies, budgetary restrictions, and the culture of the company (Davis and Nicklos, 2004). Here, a specific time frame will be considered as well to complete my target of skill development on time. I have to determine the priority level of each skill. My priority will help me complete my learning one by one. Initially, I will work on developing my communication skill and then my knowledge of leadership and human resource management tools to understand the behaviour of people and what behaviours I should have with others also.
Implementation
After deciding the plan, management assesses the feasibility of the plan. Once the feasibility is assessed and found possible to exercise, management goes for implementing the plan. Here, they take care of time management and budgetary constraints as well. I always focus on time management and my learnings (Rimmer, 2018). My time allocation for every learning criterion will keep me on track so that I do not waste my time. I will also keep in my head about budgetary restrictions. I want to make the effective use of the organization’s budgetary allocation for my development plan.
Re-evaluating the personal development plan
After implementing the development plan, managers revaluate the personal development plan if the objective of the plan has been achieved. I also remain careful regarding the successful implication of my development plan. If the plan is successful in achieving my goal, I will stay with the plan, But, if the objectives are not achieved from the plan, managers must re-evaluate the plan. The re-evaluation of the plan will help identify the right plan for the organization (Truneckova and Viney, 2018).
Management of GlaxoSmithKline is very much careful and serious in ensuring the right strategies for the organization. In such cases, managers must be careful in ensuring that the organization’s values and norms are not compromised by any of their deeds and planning. As an employee, I also make sure that my development plan will not only help me but also help my organization. Here, I have to consider all the factors discussed above and prepare a feasible plan for myself.
The following table shows my personal development plan. This table has identified all the skills I need to acquire in order to make myself fit for my job. It has also identified the ways in which I can practice these skills and the time frame within which I will complete my learning.
Table: Personal Development Plan
	My development objective
	My Priority
	Activities required to accomplish my objectives
	Support resources to achieve my objective
	Time Frame

	Communication skills
	1
	· Joining seminars on various issues
· Trying public speaking
· Consulting with my seniors
· Joining training programs
	· Support from the seniors
· Maximum of three months
· Weekly time
	3 months

	Analytical skills

	2
	· Reading books on business case solving and business strategies.
· Reading online journals, blogs, and writings on developing analytical skills
· Taking courses and participating
· workshop to learn statistical tools.
	· 3 months
· The regular time for learning
· Training program or budget from a company
	3 months

	Leadership skills
	3
	· Participating seminars on how to develop leadership skills
· Learning from seniors
· Reading books and practicing in real life
	· Support from the seniors.
· 3 months. 
	3 months

	
Information Technology
	4
	· Take courses and training programs on learning special HR Software
· Learning database management, advanced excel from YouTube, or through online courses.
	· 2 months
· Required fund
	2 months

	Review Date: December 2020

	



I will follow this personal development plan strictly for the purpose of my self-development. 


[bookmark: _Toc46580053]Conclusion
Self-development is the best tool to increase the weight of one’s personality and knowledge level. In our everyday life, we get to learn many things from many people and we have to perform many roles at a time. Self-development vehicles help us play every role efficiently. GlaxoSmithKline is a large company. The company wants the best output from its employees. It has various development vehicles for its employees so that employees can choose the right vehicles for them. This report has shown how the HR managers can identify the gap among the employees’ knowledge level and use the company’s development tools to bring the best result from their employees. This report will also show, how one can prepare his own development plan and what factors he should consider also.
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