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Introduction
Human resource management can be defined as a systematic approach to manage the personnel within an organization and equipping them with the necessary skills to obtain the goal of the company (Gunderson, 2001). Any organization deals with multiple departments that are disparate interims of nature and operation. The HRM department works with these departments to understand the human requirement of the departments and finds the right fit. Apart from recruitment and selection the HRM department also conducts disparate training sessions so that employees continuously update their knowledge and skills. This report will talk about numerous human development options and how they can be obtained at Hakim Group.
Critical evaluation of the developmental options available appropriate for individual development
Being in the Optician industry, Hakim Group has a number of stores and eyecare institutions in the UK. Therefore, the company requires a huge number of employees to take care of the stores and eye care companies. Besides the company also has to work with Accounting and finance department, marketing department, etc. for the proper utilisation of human and non-human resources. The variety of training depends on the skillsets of the personnel and the size of the manpower (Clarke, 2012). Below are the development vehicles for the aforesaid company.
Personnel Strategy: For proper designing of the workforce plan the company has to identify the current level of knowledge among the employees. Then the company has to detect whether the current level of knowledge is contemporary. If not, then the company has to arrange disparate training sessions (Bee, et al.,2004). At the Hakim group, the company regularly monitors customers’ needs and checks if the employees are aware of the needs. If not, then the company comes to the conclusion that the skills among the employees are not modish and therefore they need proper training for development. The HR department also regularly asks the departmental heads to monitor the productivity of the employees so that departmental heads can prescribe the HR department of the aforesaid group about the skill gaps (b. co.uk, 2018). 
However, the aforesaid developmental option has some drawbacks. As the workforce plan relies on departmental heads’ feedback therefore HR department develops a loop in the system because the departmental head may feel that his/her department has modish knowledge. Besides as the company depends on customer needs to detect skill gaps, therefore the company will get less time to train the employees because customers’ needs are too unpredictable and occur suddenly (Dr. R. Hemanalini, 2011).
Talent design: The motive of the Talent design is to promote diversity because diversity in the workplace ensures that people from disparate backgrounds are recruited in the organisation (Armstrong, et al.,2014). When people from disparate culture and background assemble in the organisation the chance of idea generation increases because the perspective of the people varies significantly because of their disparate upbringing and surroundings (Ozgen, et al., 2015). The HRM department the aforesaid company, therefore, maintains diversity from the recruitment and selection process. The HRM department of the aforesaid company applies constructivism learning theory by allowing employees to share their experiences from previous work experiences because the company believes that allowing employees to share ideas is a part of inclusion. Workplace inclusion is a part of Constructivism learning theory because it is common that employees will apply their learning from the previous job and preventing them from doing so will devalue them (McPhail, 2017).
Hakim group has a different approach to gather innovative ideas. The company has developed an online platform on its website that will allow the current and prospective employees to share their idea. The managers then sit together and scrutinize the idea. Through the platform, the current and potential employees can also share solutions to the problems the company is facing. The purpose of idea generation via the online platform is to save time because the company arranges a meeting for idea generation, they will be vociferous as all the employees will try to bring their idea into the attention of the management. But through the online platform, the managers can avoid the hassle and spend more time on analysing the idea. The best idea is recognised and then the idea provider is publicly recognized in the company (hakimgroup.co.uk, 2019).
The learning theory focuses on how an individual learns from the surrounding. In the learning theory, Cognitive and Emotional intellect plays an important role (Harris, et al., 2008).  To ensure that the employees have a propensity of learning the aforementioned company focuses on the Emotional intelligence of the candidate and also checks cognitive skills via numerous mental ability tests (jobs.opticianonline.net, 2018). 
Performance appraisal: The Human resource development model suggests that performance appraisal is a vital utensil for any company because the appraisal identifies which employees are doing well and which of them are lagging (Maund, 2001). The performance appraisal demands the individual departments’ heads to assess the employee. That could be done by the number of items sold by an employee quarterly or monthly etc. The contribution of the employee can be compared with the total number of items sold by the company in a specific time period. Performance appraisal can also be done by preparing a survey questionnaire on the employee and taking feedback from the colleagues and subordinates. But the HR department has to make sure the survey response is not biased which is difficult to maintain (Clardy, 2008).
As for the Hakim group, the company also has the option to develop Performance appraisal and detect the best and not the best performer. The best performer then can be asked to conduct a training session for junior colleagues. In this way, the company can save money by conducting in-house training. In case of not the best performers they must be interviewed by the HR department and the relevant departmental head so that the management can detect if the employee-facing any problems in the work setting or it is due to the skill gap. Based on the outcome of the interview the company should take the decision. Performance appraisal can also be conducted at the point of purchase by asking the customers to give feedback on the company personnel that they have interacted during the purchase. 
Constructive Criticism: All the aforesaid developmental vehicles are operated either by the management or by the customers. But when it comes to personal development the voice of employees must also be heard. The employees at the aforesaid company can be asked to conduct a SWOT analysis on themselves so that the HR department of the company can know what the employees feel about themselves. They can then be asked what type of training they feel they need. Constructive criticism can also be applied by making small groups where each of the group members will be asked to detect the weakness of the others in the group and provide suggestions to improve the weakness. In this way, the HR of the company can generate a huge amount of qualitative data on the aptitude of the existing employees and solutions for the existing skill gap problem. The HR department then can develop a SMART goal to conduct training. The importance of the SMART goal, in this case, is that if the training and development sessions take too long for completion then it will take a longer time for execution. Consequently, the company will face declivity in the sales or service for a long period of time. If the company wants to save time and cost for training and development sessions, the company can take initiatives such as developing diverse groups where the most productive employees will be teamed with some least productive employees so that they can learn on the job. In the case of new recruits, they must be put in Job rotation so that they get a clear view of the entire operation. They can also be provided off the job training such as LinkedIn learning Courses that will be funded by the company. 
Developing a plan to meet the identified development need and expectation of an individual
To ensure that the employees of the aforesaid company perform best, it allows the employees to develop their personal development plan. It is difficult for the company to design a universal PDP that will be applicable for every employee because the skillsets and cognitive abilities vary from person to person. Therefore, the company asks the employees to design their personal development plan and submit their requirements for any type of financial and non-financial help from the company. A personal development plan aids an employee to detect the areas for improvement and the resources that can be used for improvement (Ellwood, 2011). Working as an HR assistant, I also feel that I need to develop a PDP to that I can better perform in the organisation that will improve my productivity that will lead to an increase in the organisational productivity. But before making a PDP, certain things need proper concentration which is described below:
Identification of the Skill Gaps: The purpose of developing a PDP is to work on the things that need to be better. In order to do so an individual needs to detect the skill gaps. Once the skill gaps are identified only then an effective PDP can be developed (Rimmer, 2018). Working as an HR assistant, I need to have proper communication skills. Apart from the communication skills I also need to have skills for operating the HR software. HR assistant also needs to have analytical skills because the HR assistant may be asked to conduct a forecast on the manpower requirement. To be effective in this role I need to work on my Forecasting skills and Software operating skill as I believe my communication skill is good.
Managing the budget: Before developing the PDP, I will also need to go through the HR policy that this company maintains so that I may not generate any conflict. I will also need to discuss the budget that the company can provide. In the PDP, I will try to include a lot of online classes and seminars depending on the budget. There are many online courses on HRM, Time management, Statistical skill improvement, etc. and the price varies significantly. So, I need to select the courses that are budget-friendly. As the company has to spend money on the different process it is normal that the company will try to be frugal. That is why I need to care about the Budget that does not raise concern for the management. 
Drafting the PDP: PDP should be SMART because it should precisely focus on the development area, the resources necessary, and the time it will require to accomplish. Time boundness is an important factor for the PDP because, without a precise time limit, the practitioner will develop lethargy and fail to obtain the goal (Ireland, et al., 2009). In the Personal development plan, I will try to include the skill gaps and assign them in a timeframe. Once the draft has been prepared, I will show it to my supervisor to get feedback because I may fail to see more convenient resources that may need less time to complete and less budget. 
Implementation: For implementing the PDP, I will at first try to use the resources that do not require funds to execute. The purpose of doing so is not to waste the fund unwisely and check if the plan is actually working. In this way, I will be able to continuously monitor the efficacy of the plan and save the fund from lavish spending. In case of online courses, I will try to check the review of the enrolled students and ask for recommendation from my colleagues who have previously done similar courses. 
Redesign the PDP: Corrective measures need to be taken if the executioner feels that PDP is not giving effective outcome (Ireland, et al., 2009). Therefore, I plan to redesign the PDP, if I feel I am not getting enough benefit. In order to do so, I will expunge the resources that are not effective. As there is fund involved, I have to be very cautious about the resources that will require budget. In case of taking online courses, I will check the demo syllabus and do free classes so that I can apprehend if the course aligns with my purpose. 

Below is the Personal Development plan

	What are my development objectives?
	Priority
	What activities do I need to undertake to achieve my objectives?
	What support/resources do I need to achieve my objectives
	Target date for achieving my objectives
	Actual date of achieving my objectives

	
HR Skills improvement
	1
	· Participating in HR Workshops 
· Reading HR principles from different books and online articles.
· Taking online classes on HR
· Seeking guidance from the supervisor.
· Reading case studies on HR
· Learning ILO rules.
	· Mentoring from the supervisor
· Funds for Online offline HR courses
· 4 months 
· LinkedIn access. 
	June 25, 2020
	July 14, 2020

	HR software skills
	2
	· Regular practicing with the software
· Learning Basics from You tube videos
· Guidance from the personnel using the software 
	· Scope for making mistakes
· Continuous mentoring
· 3 months 
	June 10, 2020
	June 30, 2020

	Numeric Skills development

	2
	· Taking Basic statistical courses online.
· Learning basics of statistics from books
	· Funds for taking online course
· Support from a colleague who is good at Statistics
· 5 months 
	 April 15, 2020
	June 01, 2020

	Documentation skills improvement

	3
	· Learning about the necessary documents to include in a file.
File storage system  
	· Support from the colleagues.
· 1 month 
	May 10, 2020
	May 10, 2020

	
Time management
	4
	· Creating To-Do Lists
· Learning from Time management books.
· Using time management both in personal and professional life.
· Identification of lengthy tasks in the office. 

	· 2 months
·  Mentoring from the supervisor to understand the tasks
· Continuous reminder from the supervisor about the deadlines for few months after joining. 
	June 24, 2020
	June 30, 2020

	Review Date: July 15, 2020
	




Conclusion
The report above has illustrated a brief definition of HR and identified the functions of the HR department in the organisation. The report has also identified the options that the company can use for developing the skillsets of the employees. In doing so the report has briefly introduced some relevant theories and models. The report has also depicted a plan for employee betterment that has the ability to meet employee’s expectations. At the endways of the report, a PDP has been used that has utilised the SMART goal. While developing the PDP plan not only the technical skills have been focused but also the people skills have been brought into attention. 
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