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Tom Jones is one of my close friends working in Tesco Plc as a Junior HR Manager. He mentions that Tesco is very friendly to its employees and cares about the individuals in the field of personal learning and development. Tesco gives scope and facilities to its employees to develop personally for various benefits to both individuals and organisations. 
Personal development (PD) enhances the skills and abilities of individuals working in Tesco in different ways. For example, the company applies different training programs including on-the-job and off-the-job training, offline and online conferences, and workshops that facilitate building and developing skills such as appropriate communication skills, business administration skills, HR strategy development skills, planning and controlling skills, motivation skills, leadership skills, effective training and coaching skills (Amar Rughani, 2011). Personal development enhances the knowledge level of individuals namely the junior HR manager such as knowledge of HR strategy, HR functions such as recruitment, selection, training and orientation, performance management and compensation, and employee relationship management. PD by developing skills, knowledge and abilities of individuals improves the organisational growth of the company, enhances efficiency in HR strategy, functions and decision-making, reduces the cost of HR development, and enhances and sustains competitive advantages (John Eric Adair and Allen, 1999). 
PD promotes the level of employee engagement and makes the individual such as the junior HR manager more committed to the organisational functions, roles and responsibilities, mission and vision, policies and procedures. A higher degree of employee commitment increases the employee retention rate of the company which enhances growth prospects, goodwill, productivity level and innovations (Amar Rughani, 2011). PD through enhancing employee engagement enhances the satisfaction level that inspires the individual to be motivated, accept more challenging HR roles, and innovate excellent HR strategies and policies to create and capture value from human resources. A high level of individual commitment to the organisation increases sales performance, growth and internationalization in terms of innovations, creative ideas and product or service solutions (John Eric Adair and Allen, 1999). 
Personal development facilitates individuals to promote change management and adaptability skills within dynamic and challenging business environments. The company namely Tesco arranges various learning opportunities such as orientation, seminars, conferences and training programs to train individuals about types of organisation changes, issues associated with change management, ways or strategies to solve problems, and skills required to respond to positive organisational changes (du Plessis, 2007). PD through change management and adaptability skills promotes business performance in terms of reducing HR costs and enhancing HR operations efficiency. For example, it allows the junior HR manager to identify and analyse the current HR trends in the labour market such as changes in labour prices, facilities and compensation packages offered by competitive organisations, updates in HR technologies and the HR decision-making process. PD also raises organisational growth through enhancing innovative HR strategies and problem-solving capacities, selecting and hiring the appropriate candidates for Tesco Stores, Tesco Bank, Tesco Mobile etc., planning appropriate talent management and acquisition strategies, and promoting ways to replace human resources with technologies such as AI, robotics, machine learning etc. (du Plessis, 2007). 
PD helps individuals such as the junior HR manager to retain skilled and dedicated employees in terms of identifying developing and learning needs, allowing promoting knowledge in the desired fields such as HR policies, employment regulations and ethical principles. It promotes the ability to develop effective succession planning and talent retention strategies (Blog, 2022). Retention of highly skilled and dedicated talents through PD enhances organisational performance and productivity levels. For example, it allows employees to assess their issues, change working conditions, accept risks and challenges, cultivate knowledge in operations and solving problems, build and sustain friendly relationships, frequent interaction and professional collaborative practices to accomplish mission, vision, goals and objectives (Blog, 2022). 
PD helps individuals promote innovation and creativity in various operational areas. For example, it assists Tesco to arrange continuous organisation learning opportunities, training and orientation programs on HR-related technologies such as expert decision-making, smart talent management acquisition and retention, individual needs assessment, decision-support system, and performance management system through artificial intelligence (AI), augmented reality, machine learning, natural language processing in HR software development such as Smart Payroll System (Rank, Pace and Frese, 2004a). All of these initiatives enhance advanced HR-based technological skills that facilitate the growth of the organisation, reduce the cost of operations and human forces by replacing with AI and robotics, and enhance operational efficiency in terms of fastest HR decision-making, problem-solving and suggestions made by the HR expert system. Innovation and creativity help the company to promote a culture of innovation, facilitate creative thinking in all areas of business functions, change management and innovative decision-making (Rank, Pace and Frese, 2004a). 
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Different development vehicles available to Tesco Plc for meeting the development needs of individuals such as the junior HR manager are training, coaching and mentoring, job rotations, e-learning and online course, feedback management, and professional associations. 
Training is effective in meeting individual development needs in various ways. For example, it allows the organisation to arrange seminars, networking events, and conferences that create an easier way to learn and communicate skills and abilities. It enhances specific skills such as problem-solving skills, leadership skills, collaboration and communication skills, strategic thinking skills, and effective networking skills (OECD, 2022). It helps to meet the needs of technological and technical skills development such as AI, machine learning, decision-making process, smart talent acquisition, and knowledge of digital communication tools and performance management technologies. But this development vehicle is very much expensive because a lot of spending is required in hiring external trainers, arranging training rooms and sourcing facilities such as desks and sitting chairs, projector and presentation software, computer, smart devices, books, and academic journals (OECD, 2022). 
Coaching and mentoring are other development vehicles that meet individual needs through personalized guidance of experienced officials and pairing individuals, effective knowledge transfer between pairs. It is a friendly approach to learning ensuring proper utilization of time and resources, and introducing new learning styles. It assists individuals to learn specific areas of interest in more personalized ways sharing feelings, experiences, emotions and potential development ways (Connor and Pokora, 2017). But coaching is costlier than other techniques such as job rotation and professional associations. This is a lengthy process for the organisation that enhances the cost of each focus. It requires a lot of time to know the individuals, their skills and the knowledge gap, and find ways to match the issues and potential improvement ways. The company has to spend a lot on leadership styles and hiring skilled and dedicated leaders to act as trainers, educators and supporters (Connor and Pokora, 2017). Coaching and mentoring may create unfavourable results by making irrelevant discussions between individuals and the tutors, trainers or leaders. 
Job rotation is a major vehicle that meets the development needs of individuals by creating scopes and opportunities to work in diverse functional areas. This vehicle helps to develop various skills and abilities and knowledge in multiple areas by changing job roles from one department to another department. It promotes change management skills, adaptability skills, internal collaboration with teams and colleagues, and the capacity to adjust to various situations, and enhances cross-cultural function development (Ortega, 2017). This vehicle is risky and difficult because an individual such as the junior HR manager may find it difficult to fit other positions such as marketing, finance or strategy development from human resources management because of a lack of knowledge, poor interaction with new team members, lack of clarity in roles and responsibilities which may create operational efficiency and lower the productivity and profitability level (Ortega, 2017).  
e-learning is one of the most used individual development vehicles which links individuals to digital learning initiatives. This technique assists individual development needs fulfilment in various ways. For example, it helps to promote good communication skills to find, evaluate and choose the best learning course, get instant feedback and evaluation of learning from assessors. It strengthens knowledge about the digital working environment, and online learning platforms and satisfies the needs in desired areas accessing online resources such as e-library, journals, books, hand notes, and online storage facilities (Strother, 2002). E-learning promotes the level of creativity and curiosity to learn more advanced theories and models of working. it reduces the cost of physical facilities for learning, education and training. But it is costlier because an online training and learning platform is to be built and maintained by hiring IT experts. It increases the cost of communication such as internet connection expense, and software acquisition costs such as video conferencing (Strother, 2002). It requires a deeper understanding of online software and digital tools and technology issues hamper learning though it reduces the physical distance barrier and enhances retention and attendance rate.  
Professional associations (PA) are defined as large professional bodies imparting learning and education for the personal and professional development of individuals working in a particular job role. For example, the Tesco company can use this tool to meet the development needs of individuals such as the Junior HR Manager by providing technical knowledge, introducing professional HR courses, and promoting networking skills with professional bodies such as the Chartered Institute of Personnel and Development (CIPD). PA secures the job position, enhances HR qualifications or certifications, promotes diversity and inclusion, cultural literacy skills, effective cross-cultural communication skills (Davis et al., 2006). 
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My friend, Tome Jones performs various works in the HR department. Based on his current experiences, he desires personal development as a Junior HR Manager. In this stage, the personal development plan (PDP) is going to be developed by this job role. 
Step 01: Assess the current skills need: In the first step, my friend assesses his current skill set through an effective SWOT analysis framework. Major strengths include better communication skills, good speaking skills, and adequate knowledge of HR functions, roles and effectiveness. He is dedicated, motivated and energetic and has a strong desire to learn (Webb, 2019). But he experiences a lack of skills and knowledge such as a lack of innovation skills, and poor knowledge of HR policies and procedures. He takes too much time to take decisions and uses traditional methods and systems of HR roles and practices. He lacks collaboration skills to properly interact with the team members and colleagues. He is quite ineffective in making strategic decisions and generating creative ideas (Webb, 2019). 
Step 02: Identify development needs: The second stage of the PDP is to identify the development needs to inform an action plan. This is the result of the first action. Based on the SWOT analysis, he needs to develop a range of areas. For example, he needs improvement of creative thinking skills to make more strategic decisions regarding HR roles, job descriptions, job rotation, motivation and performance management (Spruce, 2020). He needs to improve his knowledge level of HR jobs, employment regulations, HR policies and principles, problem-solving skills and technological skills. Besides, he needs to work on developing knowledge of digital communication methods to communicate with international human resources, business partners and recruitment agencies (Spruce, 2020). 
Step 03: Create a development action plan: This is the most effective step of developing personally that shows each action to meet the development needs within a specific time. the action plan for the PDP of my friend has been given below- 
	Areas of Improvement
	Actions to be Performed
	Resources to be Utilised
	Ways to Measure Success
	Required time/period

	Knowledge of HR regulations, employment laws, HR policies
	To study books. journals, case studies on HR laws, solve case studies and real-life examples of HR law-related issues, join HR training courses
	Books, journals, case studies and solutions, proper guidance of laws, a course on HR laws and policies, e-learning platform, e-library, hand notes (Spruce, 2020)
	By the ability to follow and apply employment law and regulation in selection, recruitment, and compensation, other HR roles 
	6 Months 

	Technological skills and knowledge n HR technologies 
	To study the technologies, relate them to HR practices, joint training programs, orientation, seminars and learning events, and start using technologies in HR operations (Amar Rughani, 2011)
	Proper training and orientation, course on technologies, software such as digital platforms, cloud-based systems for documentation, business process automation, an expert system for strategic decision-making (Amar Rughani, 2011)
	By the ability to prepare HR documents such as recruitment letters, payroll management reports, and performance reports properly and efficiently, the ability to communicate via online platforms, share ideas and resources for teamwork  
	7 Months 

	Problem-solving skills 
	To study problems, their types, sources, and consequences, find potential ways, practice case studies, solve questions online, participate in virtual learning and online problem-solving courses 
	Web resources such as e-learning, e-library, blogs, articles, news and reports, case studies, training course, seminars, coaching and mentoring (Blog, 2022)
	By the ability to identify and solve business & HR problems more efficiently, utilise resources to find quick solutions to HR issues regarding decision-making or performance management (Blog, 2022)
	3 Months 

	Strategic decision-making skills
	To make formal and informal decisions, evaluate the choices and alternative options, select the best one, develop strategies, relate technologies to decision-making 
	Software such as decision support system, expert system, effective strategic direction, good leadership, proper support from colleagues and teams  (du Plessis, 2007)
	By the capacity to make decisions, reduce the time to reach the final decision, ability to identify and evaluate alternative ideas efficiently 
	9 Months

	Digital communication skills 
	To join a business communication course, learn AI, machine learning, data science, digital tools such as video & audio conferencing, (du Plessis, 2007)
	Collaboration tools such as Skype, Zoom Meeting, Google Meet & other video conferencing tools, emails, internet call software, AI assistance, voice recognition
	By the ability to connect with people very soon and interact with colleagues to share ideas, resources and accomplish the goals effectively (du Plessis, 2007)
	8 Months 



Step 04: Implement the plan: This is the fourth stage where my friend needs to implement the action plan with the facilities, resources and guidance of the organisation. Here, he has to do all the work according to the plan and complete the action within a specific time (John Eric Adair and Allen, 1999). for example, he needs to join a problem-solving professional course and develop the skill within 3 months. 
Step 05: Continuous Learning and reflection: In this stage, my friend along with the direction and assistance of the organisation should be involved in the continuous learning process and apply the skills and knowledge in desired functional areas. When applying the knowledge and skills, he can easily identify gaps and potential issues, solve them and enhance personal and professional working efficiency (John Eric Adair and Allen, 1999). 
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