Development of a plan by meeting the identified personal development needs and expectations of individual employees in a chosen organisation



Executive Summary

This report seeks to study the development needs and expectations of an individual employee in an organisation. The organisation chosen for the study of this report is Royal Dutch Shell. This report will also study the development vehicles available in the said organisation for the development of the employee. 
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This report will be on the development plan on the needs and expectations of an individual, organisational employee at Royal Dutch Shell. Royal Dutch Shell is an Anglo-Dutch MNC that deals in oil and gas. Shell is headquartered in The Hague in the Netherlands. However, it is recognised in the UK as a public limited company (Kumar, 2019). This report will not only be formulating a development plan but also be discussing the development vehicles available for employees. Some of the development methods used by Shell for the development of their employees are Training, Coaching, Mentoring, Stretch Assignments, Job rotation (Manresa et al., 2017). Additionally, they also use Workshops, Simulations, Conferences, Self Study, Performance Review, On-the-Job Development, and Career Planning. These development vehicles of Shell will be elaborately discussed below. 
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Fig 1: Royal Dutch Shell Logo
Source (logos-download.com)
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Training 

Shell provides training to all of its employees that need it. This training includes lectures on the organisational work to be done. It involves individual or group assignments, exercises, videos, podcasts, and other simulations to help them understand their job role. 
Training at Shell includes formal and informal training. Formal training consists of classroom-based learning in the presence of a coach and e-learning as well. Informal training involves learning from YouTube videos, educational blogs, peers or colleagues, and self-study (Engetou, 2017). 
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Fig 2: Training Process
Source (s3.amazonaws.com)

The mode chosen for training depends on the needs of Shell and the subject at hand. For instance, for specific detailed tasks, more hands-on training is preferred by Shell. 
Shell employees are expected to undergo training to enhance their skills and upgrade themselves for organisational and individual satisfaction (Okechukwu, 2017). 
Shell uses training to instil hard and soft skills into their employees.

Job rotations 

Job rotation is a development vehicle used by Shell where employees can volunteer or rotate jobs with their colleagues. This ensures that employees learn new skills that they lack. Job sharing is also encouraged at Shell. This, too, allows employees to learn new skills voluntarily and get some experience. 
The goal during this practice is to instil some new skills or to revise the skills that have already been learned. 

Stretch Assignments 

Stretch assignments are development vehicles used at Shell where the management tries to assess the specific development needs of individuals. After these needs are revealed, assignments are allotted to the employees to develop those particular skills. 
These assignments are designed to push the boundaries of employees to reach their potential. It pushes them to include new skills which need development. 
These stretch assignments are designed to be horizontal and vertical. Horizontal scopes require the employee to do more work on the subject, but not the same work. The sheer scope requires the employee to expand his skills to cover new responsibilities. 
Both job rotation and stretch assignments are used as development vehicles at Shell to increase the flexibility of the mindset and the adaptability of employees. 

Coaching 

Coaching is the most preferred development vehicle used at Shell. 
This development vehicle uses experienced senior workers sharing their knowledge with new or inexperienced recruits. This happens on a one-on-one basis. 
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Fig 3: The Importance of Coaching
Source (Pinterest)

Despite being the most preferred vehicle, Shell tends to neglect this development vehicle on certain occasions. This is because this process is time-consuming. It involves the organisation lending the time of their valuable assets, which they could utilise otherwise (Larsen, 2017). Simultaneously, this vehicle results in clone-like knowledge, which is not of use to the organisation. Shell prefers individuals executing their new knowledge, which has a semblance of their personality in it. Only then can original work be guaranteed organisationally. 
Shell likes to use this development vehicle when specific leadership or organisational skills can be learned (Rekalde et al., 2017). It is used for developing technical, analytical skills. Coaching camps at Shell allow employees to pick up interpersonal and conflict resolution skills. 

Mentoring 

Mentoring is a development vehicle used at Shell. Senior employees take junior staff under their wing to help them develop the skills that they lack (Park et al., 2018). 
Mentoring is used by Shell when there are high-level skills involved. Some of these skills are Leadership, Communication, Strategic Management, and Critical Thinking. Coaching as a development vehicle is preferred to Mentoring for lower levels of skills like assistant or supervisor. 

Workshops, Work Groups, and Committees

Development vehicles such as workshops, workgroups, and committees at Shell allow employees to form interactional bonds within and outside the organisation. This development vehicle allows for access to similar and dissimilar workers among themselves. This allows for gaining new insight, broadening the communication spectrum, and troubleshooting. 
Shell uses this development vehicle for instilling the spirit of teamwork. Additionally, Shell also uses soft skills such as Presentation, Networking, Public speaking, and polish Research and Analytical skills. 

Simulations 

Simulation is a development vehicle used at Shell. This involves creating mock scenarios with the help of role-playing. They have become a trendy development vehicle for most organisations. 
A simple simulation example may involve the employee dealing with a mock irate client. It could also involve mock emergency scenarios. A more complex scenario may involve dealing with mock mafias or kidnapping scenarios (some of the African countries that Shell deals with have unrest at its root, for instance, their establishment in Nigeria) (Manzie, 2018). 
This development vehicle helps execute the textbook knowledge gathered by workers. 
Group simulations are utilised at Shell to teach workers some social skills. 

Conferences 

Much like the above-discussed development vehicle, Conferences are used at Shell. Conferences are used for Networking and giving total exposure to the workforce. Conferences are available on a pick and choose basis to cater to the interest of the employees at Shell. 
Conferences cater to the development of the hard, soft, and communication skills of the employee. 
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Fig 4: Shell Conferences
Source (youtube)

On- the-job development 

This is a development vehicle used at Shell for employees who have already had some basic training. Another name for on-the-job development is learning by doing (Younas et al., 2018). This can be applied in cases of learning new software or financial analysis techniques. Learning by doing is observed after basic training. 
This is a popular development vehicle used at Shell as it saves time and avoids spoon-feeding. Shell uses it for teaching skills that do not require advanced knowledge. 
Apart from work-specific skills, this development vehicle is also used to instil time management, prioritisation, and multi-tasking skills. 

Self-study 

This is a development vehicle that Shell primarily benefits from. It utilises minimum organisational efforts. Self-study involves researching, taking classes, or reading outside of working hours. 
The employee is encouraged to study new subjects that might improve his organisational performance. 
The organisation does not directly compensate for the time invested in a study course. However, if the employee purchases a study course for his organisational betterment, Shell decides that study program. 
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Fig 5: Self Study
Source (www.yoyochinese.com)

The benefit of this development vehicle is that the employee gets to decide and pick a subject of his interest. Additionally, this subject studied benefits the organisation at the same time. Even though this development vehicle used by the organisation is a mutually beneficial technique, it often proves to be an endeavour to convince employees to dedicate time off work towards self-study that might benefit the organisation. 
This development vehicle is used by Shell when there is a subject that is of interest to the employee where the employee needs to work on. 

Performance review 

This is a development vehicle used at Shell. This is a fruitful vehicle of development that works on getting employee's performance review from peers, supervisors, and subordinates (Bibi et al., 2018). After this review is obtained, skills are identified which require development. 
This process is also known as a performance appraisal. 
This development vehicle is used at Shell for employees in close relation with roles such as Conflict Resolution, Tactfulness, Communication, and Interpersonal skills (Rodriguez and Walters, 2017). 



Career Planning 

This development vehicle is popularly considered to be employer-driven. This means that the HR of the organisation conventionally decides what organisational role fits who. However, this need not always be the case. 
Employees at Shell are allowed to suggest to their employers future or alternative career pathways for themselves (Mira et al., 2019). Career planning discussions are then held based on such suggestions. 
Based on workforce assessment and organisational goals review, employees identify the skills that need to be enhanced across the organisation. They may also suggest any new skills that they see fit for the organisation to acquire. 
After discussion with their supervisors, employees should then analyze their strengths and lackings. They are also expected to volunteer to accept some of those job roles. Individual career pathways can be chalked after consultation with the HR, with a target for skill development for each of those roles. The employee may develop these skills from the development vehicles available at Shell. 
Career planning helps develop cross-organisational skills for employees. Career planning also helps develop soft skills required in leadership roles. 
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The development vehicles available at Shell have been discussed above. Through the performance appraisal/performance review method, the strength and failings of employees have been discovered. The development needs of a particular HR trainee have been discovered. 

This particular trainee is a recruit of the organisation and has already gone through three months of training. This recruit has brief previous work experience as an HR employee at an organisation. The employee also claims to have undergone some amount of training there. In his performance review, the employee has been perceived to have an eagerness to learn new skills and grow. He has been performing well under the supervision of his superiors and taking well to instructions. Despite being an HR recruit, he has informally been learning new skills during lunchtime from financial analysts in our organisation. He has been learning financial management skills. It had been revealed during his interview that he was not great at finances. He had expressed eagerness to learn new skills in that area despite minimal relation to his job role. It has been four months since he has been working at Shell as an HR trainee. The HR team of this organisation had noted him sharing his newly acquired financial analysis skills with certain members in an organisational project.

He has been performing exceptionally well in his training to adapt skills that an HR officer needs to possess. He has been among the top three trainees to submit good quality assignments to the organisation, which is meant to test what he's learned so far. He is not only interested in the subjects that concern his job role but also areas that are outside of it. This quality of his could be helpful to the organisation in the future during absence management. He has shown interest in learning new software used in the organisation. He has learned the essential workings of one of the security software meant to protect the organisation's data. This could be used in the future when an employee concerned with securing the data of the organisation and the software is absent due to unforeseen circumstances. The HR team could then utilise this employee as a temporary resource who would help in absence management. 

The employee has been assessed to have good communication skills. However, he is foreign to mediation or conflict management skills, as noted by the HR team of Shell. The employee has been seen to take charge of his team during specific group assignments. Based on this, the HR team has stated that this particular trainee could be guided towards a career path of a potential leader in the organisation. The trainee has been observed to engage in informal methods of self-study (videos, blogs) by his peers. This self-study is mainly related to his subjects of interest that are a part of his job roles and, in certain instances, fall outside them. Due to his outstanding performance at training, the trainee had been asked to accompany his supervisors from the HR team at conferences (Purwanto and Prasetya, 2021). This was done because the HR team sees potential in him and wishes to learn new skills by forming interactional bonds. The HR team had enrolled his participation in the monthly simulation workshops observed at Shell. In his workshop, he was slow in his reactions. However, after a review from his supervisors, he started improving his response time second simulation workshop. 

Based on the progress the trainee has made in four months of working with Shell, the HR team has made a few recommendations. 
The shell should encourage and compensate the trainee for taking up a formal study course to benefit his current job role. This recommendation has been made after observing his everyday use of self-study to benefit himself and the organisation. It has been advised that the trainee is placed into simulation situations in the Shell workshops where his conflict resolution and mediation skills are tested (Yamin, 2019). He has been observed to be good at his interpersonal skills, and the HR team is confident that not a lot of organisational time is required to be endowed upon him to develop further soft skills (Karim et al., 2019). The HR team has already observed the trainee indulge in job rotation, on-the-job development unknowingly. It is advised that the organisation's supervisors encourage this behaviour and that he continues to pick on skills even outside of his job role. It is advised to engage this trainee in stretch assignments to test the patience and consistency of this particular trainee. It is advisable to engage him in horizontal and vertical stretch learning to test his perseverance limits. 
The HR team has additionally advised him to be given chances of mentoring and coaching further new trainees after completion of six months at the organisation. This would test his leadership skills. The HR team views him as a potential asset to the organisation in being a leader shortly. His performance as a coach and mentor would prove how far away in the future that is. 
It has been advised by the HR team at Shell to sit with him for career planning after the completion of six months. The HR team would like to assess the other job roles this particular HR trainee could be moulded into with the help of further training and development. It is advised that the employee be encouraged to freely speak of the job roles he wishes to see himself in this session. This will give an insight to the HR team to where his true interests lie. After this process, his placement in terms of his career could be deliberated.

[bookmark: _Toc70371044]Conclusion 

This report examines the development vehicles available at Shell and the development needs of an individual employee at Royal Dutch Shell. This report navigates the development requirements of the employee. It makes suggestions on behalf of the HR team as to which development vehicles are best suited to meet the said development needs. In doing so, this report also states the importance and the function of a human resource management team in an organisation (Kavanagh and Johnson, 2020). This report realises that an organisation cannot fully function independently in the absence of its valuable HR team (Malik et al., 2020). 
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