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The aim of this assignment is to build an Individual Employee Career Plan for me at my place of employment. As a result, this assignment will include the creation of a plan to fulfil my Admiral's defined personal development needs and expectations. My employer is one of the largest gambling companies in the United Kingdom, with 235 locations across the country. Admiral's common and cherished Family Gaming Entertainment arcades provide gambling entertainment to both adults and children.

Admiral trains and develops workers to achieve optimum performance standards for both individual employees and organisation goals by providing each with the opportunity to advance from a lower-level role as a CSA (customer service assistance) to a higher-level position as a Regional Manager. 

My professional growth needs and goals are to advance from my current role as a relief supervisor position to a permanent supervisor position.

My organization's development vehicles include a supervisor's online training programme and face-to-face training provided by my manager. The degree to which I believe these two development vehicles are sufficient in meeting my development needs includes the ability to fulfil my need for advancement and the need to do something more important that will help me grow as an individual while also assisting the organisation in achieving their goal sooner.

The purpose of career planning is the progression of persons inside a company in accord through valuations of administrative requirements, demarcated employee accomplishment contours and the achievement, capacity, and partialities of the company's members (Amstrong, 2009)

Chartered Institute of Personnel and Development (CIPD) states in 2018 that globe finances, expertise, and fluctuating public manners are repetitively persuading in the way we supply our associations. The requirement for specific individuals, with specific skills, in particular bits, at exact times, and at specific prices, resonates more accurately today than ever before (CIPD, 2018).

Hackett, Lent, and Greenhaus, (1991) classifies the most existing theoretical paradigms of career interventions as follows: a) Person-environment interaction or similar techniques, which illustrate workplace behaviour through the lens of personality traits and personal pattern similarity with work environment; b) professional development interventions, which emphasise the career's developmental nature and identify the vocational behaviour that is unique to each stage of a person's development; c) socio-cognitive approaches, which concentrate on behavioural - cognitive variables that modulate career growth d) sociological approaches. 

Donalt Super belong to the second paradigm type, described by Hackett, Lent, and Greenhaus and creates in 1957 "The theory of development cycles and the living environment". A career, according to Super (1990), is a person's attempt to resolve several developmental tasks in order to become the sort of person he values. Because of the changes that occur on both at personal and at situational level, this matching process is never completed (Super, 1990).

In addition to Super`s statement, Malcom Peel, (1992), claims that career growth touches people's personal lives as well as their professional lives by affecting encouragement, performance, and goals.

Because of this, individual career planning (Zlate, 2004) can be described as all self-assessment, exploration of opportunities, goal-setting, and other activities aimed at assisting an individual in making informed career decisions and changes. It's a difficult task that necessitates methodical and meticulous planning when setting short- and long-term goals (Zlate, 2004).

There are three parts of an individual's career perspective:

1. Past perspective, which includes talents, expertise, and skills. 2. Current perspective that include current job and goals 3. Future perspective, which includes career and lifetime objectives.

The most important part of the career perspective it is the second one, the current perspective. This includes the current knowledge, skills, and competencies of each employee.

Furthermore, the individual's choice of occupation and work represents his or her self-image, which is constantly being constructed and reconstructed (Super, 1967). As a result, in these areas of life, the creation of educational and vocational identities are critical components of forming a response to the question "Who am I?" (Super, 1967).

Therefore, the pre-assessment, of the current knowledge, skills, and competencies of each employee will be completed with the help of “Self-Directed Search (SDS)” instrument. SDS is an assessment method that derives directly from Holland's theory and it is created by Holland, Fritzsche, and Powell, in 1994. In addition, I will use the Career Wise Interest Assessment as well created by Minnesota State in 2019 and the “Supervisor Training Workbook of Admiral”. These instruments will help myself to pre-asses knowledge, skills, and competencies that I currently possess. Therefore, the pre-assessment results indicated that my current knowledge befall opening and closing a store, basic office management, Sentinel basic management, Tito basic management, Gotive basic management, the basics of a Change machine, the basics of an ATM, the basics of a TRS, the basics gaming machine faults, the basics of Tito faults, the basics of product faults, good customer service. Good handling of a mystery shopper, a test purchase, the authority visits, cash desk, promotions, competitors, the green folder, the basics of employees relations, and handling the utilities.

Taking into account that knowing yourself is the former step in professional career growth, it's imperative to start with self-exploration and spend time thinking about your goals and objectives (Quintanilla and Wahl, 2017). It's critical to understand what you excel at, what you love doing the most, what motivates you, and what pay scale you'll need to live the life you want (Quintanilla and Wahl, 2017). As a result of the pre-assessment, my abilities and competencies are as follows: information technology skills are satisfactory, communication skills are decent, and problem-solving skills are good. Emotional intelligence is good, team building is good, dispute resolution is satisfactory, managing success is good, and supervising orders is good.

A training schedule as well as a training evaluation will be developed using the ADDIE model (Amstrong, 2009; 2020). The five phases of the ADDIE model are research, design, production, implementation, and evaluation (Amstrong, 2009; 2020). 

1.Analysis phase. In this phase, the learning aims, and goals are defined, as well as the educational environment and the apprentice`s current knowledge and skills, during the analysis phase. Therefore, my knowledge and my skills analysed in this phase are exposed above.

2.Design phase. Includes the topic material study, curriculum description, and custom of knowledge assistances and evaluation tools are all part of the design process. Therefore, my objective is to become a permanent supervisor. The program of the training will include 13 weeks with 13 topics. Every week will have a different topic. The topics are: 

a) advance office management 

b) Sentinel advance management

c) Tito advance management

d)  Food safety folder 

e) the advance procedures of a change machine

f) the advance procedures of an ATM

g) the advance procedures of a TRS

h) the advance procedures gaming machine faults 

i)  the advance procedures of Tito faults

j)  the advance procedures of product faults

k)  advance employees’ relations

l)  payroll 

m) security manual

3. Development phase

In this phase the detailed programme is constructed as conceived in the design phase. 

In the first week will be covered the topic “Advanced office management “. 

The performance expectation off this topic is that the apprentice will demonstrate a good understanding of the location of all files, what each is used for, and why the company have them. He will also be able to complete regular and weekly paperwork and will have a working knowledge of devices such as CCTV, music systems, air conditioning, Office, PC, and the Internet.

The topic “Sentinel management’s” will take place in the second week of the training programme and the performance expectation from this topic will be that the apprentice will demonstrate how to use the Sentinel and show its many functions for daily use.

The topic “Advanced data management” will take place in the third week and the performance expectation from this topic will be for the appendices to demonstrate how to use the Tito, Slim change machine and to understand the use and how to operate the” Tito of future logic”. 

The training for the “Advance Gotive management “will take place in the in the fourth week and the performance expectation will be for the apprentice to demonstrate how to use the Gotive and how to cheque transactions. 

The topic “Food safety” f will take place in the 5th week and the performance expectation from this week will be for the apprentice to be confident with food safety. 

The topic “Advanced procedures of ATM” will take place in the 6th week and the performance expectation from this will be that the apprentice will know how to fill the ATM and how to complete the paperwork balance in account for all monies. 

The topic “Advanced procedures of TRS” would they place in the 7th week and the performance expectation will be for the apprentice to demonstrate how to feel and ATR and how to complete the paperwork balance an account for all monies.

That topic “Advanced gaming faults” will take place in the eighth week and the performance expectation will be for the apprentice to demonstrate how to log in and resolve faults on machines, to know the company Policy and Procedure and to have a good understanding of the company games and machine product.

That topic “Advance procedures of Tito faults” will take place in the ninth week. The performance expectation will be for the apprentice to demonstrate how to log in, to resolve Tito faults, to know the company Policy and Procedure and to have a good understanding of the machines. 

That topic “Advance procedures of product faults” will take place in the tenth week. The performance expectation will be for the apprentice to demonstrate how to resolve faults on machines and to have a good understanding the machines product. 

That topic “Advance employee`s relations” will take place in the 11th week. The performance expectation will be for the apprentice to complete all sections of the drop box, to know about the recruitment probation procedures, to have an understanding of staff counselling and investigation meeting. 

The topic payroll will take place in the 12th week and the performance expectation will be for the apprentice to know how to complete all required elements of stuff paperwork and to understand what to do in given payroll scenarios. 

The topic “Security manual” will take place in the 13th week and the performance expectation will be for the apprentice to know how to control cash, how to control keys in a secure manner, how to ensure the building is always secure, to know what to do in an emergency situation, to ensure his team are safe all the times. 

In every topic of every week, the additional resources will involve the help of, managers assistant managers supervisors, district managers, technicians, Sentinel-support team, compliance team, head office, technicians, Tito help Guideline, H.R., security team and Payroll. Additionally, will be available the following, Sentinel training Manual, Operations Manual, Technical ATM Operating Manual, Yellow Food Safety Folder, Security Manual and Sentinel-the essential training grid.

4.Implementation phase. The programme “Individual Employee Career Plan” is applied as scheduled. It will start on 17 May 2021, when the business will be reopening, and it will be finished on 16 August 2021.

5. Evaluation phase. The programme director and the participants will discuss individually every session and because in this way the program's effect on success is evaluated, as well it will be assessing the degree to which it met goals.

The training programme “Individual Employee Career Plan” is in accordance with the companies need needs and with my personal career goal.

The training delivery method will be online because of the covid situation.

The training material will include personal training workbook, videos, manuals and papers materials.

The course's evaluation approach will involve a practise exam in which the apprentice will be exposed to situations that could be encountered in day-to-day workplace activities. This exam will be held on August 16, 2021. The annual examination, which will include an exam, will take place on August 16, 2022. The apprentice will earn a mark for each scenario resolved on both the exam from 16.08.21 and the annual evaluation exam. In order for the apprentice to complete this training programme, he or she (in this case will be myself) must score 90 out of a possible 100 points. The aim of this programme is to train you to become a permanent supervisor. The program's specific goals include acquiring all of the necessary knowledge, skills, and abilities to work as a permanent supervisor.

The learning objectives for each topic included in the 13 weeks are:

The apprentice would learn: 

· all the aspects covered by the office management topic 

· the processes and procedures of the Sentinel management system

· the processes on the procedures of the TITO future logic and Slim change machine

· the procedures of the Gotive and the procedures of every transaction on it

· how to feel the ATM and the TRS 

· what causes faults and how to resolve them 

· an understanding of gaming of games and machine products

· how to be compliant in all aspects of the security manual 

· to understand the importance of store security and cash control

· to understand the importance of key security 

· to understand what to do in emergencies

· to be competent and confident in dealing with all aspects of staff recruitment training, disciplinary, counselling investigation, and note taking procedures

· how to ensure that all paperwork is completed in time for payroll and HR 

· to comprehend how and why we conduct a counselling and investigation inquiry.

What will be learned as a result of this training supports Marcel Rubles' (2012) assertion that, having the opportunity to become a permanent supervisor will help me improve my skills regarding effective communication, teamwork, take initiative, get along with the colleagues and portray professionalism. According to Rubles, these are the most relevant skills for an employee to develop in the workplace in order to fulfil the company's objectives. 

As a result, I recommend that the company establish more permanent supervisor positions, giving more workers the opportunity to advance than they currently have.

Additionally, to Rubles, Peter Morgan (2017) specify that personal growth and development should be an ongoing process that you pursue throughout your life.
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