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Preface:
 G4S is a British company providing multinational security services. The headquarter is located in London. The company started its setup in 2004. A range of services offered by the company include security personnel supply, provides the equipment used in monitoring, and the secure transportation of prisoners. It works globally to deliver its security services and it is the world’s largest company delivering security services in more than 90 countries. 0ver 533,000 employees work in the company globally. It comes on the third number in the private employers of the world. This company's goal is to support its employees in the development of their capabilities and confidence. The company encourages the employees to develop their skills at every stage of their career by investing a lot in career development and leadership programs. The report elaborates the development vehicles running in the company for the growth of employees’ skill and also to which extent these satisfy the needs of individuals.(Ahmed , Shumon, Falatoonitoosi  and  Quader, 2016) Further plan of meeting these all individual needs is also given with the expectations of individuals. 
The purpose of Career Planning: For an individual, the reason for career plan is to be able to set up the career goals, be it in the short or long term and to find ways of achieving them. Career plan can guide you through the right decisions about your internships so that you can be a strong candidate for jobs in the future. With career plan you can be able to devise the right strategy to know your skills and set up your goals accordingly.
a) 
                                                      Development Vehicles Available:
G4s encourages individuals who take responsibility for their skills development. This supports the individuals to share and increase their knowledge while working in G4s so that the other individuals are also inspired by them and wish to join G4s. The security business of G4s requires a lot of training and technical skills, therefore, this company gives great attention to the training and development of the individuals so that they will be able to meet all the challenges required by their role. The development and learning programs of the G4s are based on two the following two designs.
Training on Health and Safety values:
All the new individuals complete their training on the health and safety values during the start of their career with G4s. This training is specially designed for the individuals to develop the skills, knowledge, confidence, and understanding in them so that they can meet the customers’ requirements during any type of contract. Organisational behaviour theory of human resource management explains the need for training for the better growth of skills of the individuals.  Gs4 gives very importance to the point that the individuals who are just starting their career with Gs4 or the individuals who are new in the security services can be trained and developed properly by professionals. Health and safety values are completely taught in the training. The training enables the individuals to deal carefully and better with each type of contract. The main purpose behind the training remains to build confidence among the individuals. Health values ensure that individuals can understand the importance of fitness and good health in their field. Safety values ensure that individuals can develop themselves to keep themselves safe and secure while doing their tasks. (Cars and  West, 2015)
Self-Managed Learning Programmes: 
G4s offers a vast range of self-managed learning programs for individuals besides the training process. These tools cover almost all types of topics and contracts that an individual can face during its service. Formats containing the learning programs for the best development of individuals are available in a form that can be easily digested and accessible during reading. G4s learning programs contain cloud-based platforms that are responsible to host and record completed training of all the values. This feature of their self-managed learning programs facilitates the individuals that they can easily manage their learning at the time of their interest and the place of their choice.
Leadership Programmes:
If it is talked about the achievements and developments of learning of individuals that remained noticeable then it includes the continued success of the leadership programs of G4s that graduated about 106 individuals and trained them for their routine practice in G4s. After the success of this program in 2019, G4s took a step in 2020 again about the leadership programs and they were reviewed carefully, New things and needs were added in the programs to refresh them, and then they were relaunched in 2020.   According to the Institution theory of human resource management, the leadership programs of the institution directly affect the organisation. G4s also conducted a leadership program for about 16 weeks in 2018 that became a great source of new knowledge for the individuals.  This course was a structured online course that the employees can easily manage according to their time of availability. This course is also refreshed and relaunched in 2021 for its successful arrangements.G4s also started the promotion of learning at the workplace in 2020.  This promotion encouraged the individuals to enhance their learnings and skills through the tools and programs offered by the company. This step not only increased the engagement of individuals in the learning and leadership programs but also helped them a lot to develop their leadership skills at the company.(Cajkler, Norton and  Pedder, 2015)
Apprenticeships:
G4s started its Apprenticeships programs which were US-based in 2109. This program is flourishing rapidly. In 2019 about 66 employees completed their Apprenticeships program in the company and appreciated the company for arranging the program for boosting their skills. In 2021 about 13 employees have completed their Apprenticeships from the company so far. G4s are scheduled to complete about 450 Apprenticeships in 2021. The company presents a complete choice for the individuals attending the Apprenticeships so that they can gain their skills and abilities with the company focusing on the bright career of the individuals. According to the Resource-based, theory of human resource management resources remains heterogeneous in the firm. theory of human resource management, Different Apprenticeships providers want to support G4s for their programs but this company gives priority to the specialists of learning and development already working in the company because these specialists have a piece of great technical knowledge and expertise in the field and services offered by G4s. Apprenticeships programs also give a chance to the specialists to get benefits of new career opportunities. These increase the volume of Apprenticeships offered by G4s. (Aizikovitsh and  Cheng,  2015)

Communication Programs:
G4s introduced many communication programs for individuals to increase their engagement in the company values which the company introduced in March 2016. The main focus of introducing the communication programs was to raise awareness and understanding about the values of G4s. These programs were introduced for the new employers to make them aware of the company’s values. As well as these were introduced before the managers so that they can implement them in the company effectively.  According to the motivation theory of Human resource management best communication skills develop the motivation of an individual. New training programs were introduced with the basic purpose of introducing values. G4s embedded his values in all the aspects and programs which include sales, performance management, and other operations, and introduced the communication programs to fulfill the development needs of employees. These communication programs improved the safety performances of the businesses taking benefits of G4s services. These programs improve the performances of individuals and managers by giving them specific objectives to work on.
“Speak Out”  Initiatives:
G4s Started Speak out Initiatives for its individuals by encouraging them to give their opinions and ideas on the company’s objectives and functions. Speak out initiatives are supported by behavioural regulations. Individuals can raise their concerns to present their concerns to the managers and supervisors, expectations, and understanding levels can develop a good relationship with their local HR officers by using their rights granted by speak-out initiatives.  G4s understands that even very low cases of poor conductance can become very damaging for the company therefore they use to speak out initiatives to promote good conduct by increasing and developing the skills of the individuals. (Hopkins, 2015)
Broadening Investments in Training Programmes:
Investment in the training and developing programs supports the talent foundations of the organisation. G4s focuses on the aspects and it is broadening the investment plans to make the individuals best in their skills and abilities platforms. In 2017 G4s invested a lot in launching a 14-week development program that contains relevant materials for example assessments, articles, e-books, and research papers on the development methods of the individuals. Theory of Motivation of hiring Resource management explains that motivation is required by the employees to become successful in their fields of intention. And this can be given to the individuals by planning successful training scenarios for the development. Therefore G4s focuses that all individuals gain benefits from training programs and it invests a lot in this type of program for the welfare of the employees and the organisation as well.

b) 
        Plan to meet the identified Development Needs and Expectations of an Individuals.
Most organisations  like G4s understand the need for proper training and development for the employees, The employees are the backbone of any industry. Therefore the proper training of employees is very important for the successful future of the organisation. But many organisations do not take an interest in these values that their employees should have proper training and knowledge to meet their requirements. This thing proves to be fatal for the future of any organisation. However,  a clear model of development and training needs of individuals and expectations of individuals is needed to be made so that one needs development of skills, what are the methods you can use to avoid unnecessary waste of money and resources for unuseful development, what are the expectations of the individuals from the training programs.( Szeto, 2016). 
Understanding Individual Needs for the Development:
 The training and development of the individuals do not follow the rules same for all. Instead, the organisation should understand the development and training needs of every individual then plan a training process keeping in view. Every individual has his expectations and understanding levels. .This method saves time and resources and offers good performance results to the organisation. (Shernoff, Sinha, Bressler and  Ginsburg, 2017).
Plan to meet the identified development needs:

The steps which are given below are used by an American Society to analyze the strategies for the training and development needs of individuals working for an organisation. These steps will help understand the development needs and expectations of individuals.

· Take a look at the job description of the individuals.
· Arrange a meeting with the team members.
· Observe individuals during the work.
· Collect any required additional data.
· Carefully analyze the data.
· Prepare the action steps. (Jackson, 2017)

· Take a look at the job description of the individuals.
G4s  should know that what the staff members are doing and this can be made easy by reading their job descriptions. Managers should read the job descriptions of each employee carefully to know which skills they have and which skills they need to perform their position in the best way. 
Individuals also expect from the organisation that their job descriptions will be read carefully before their development needs are decided.
Useful Suggestion:
There are chances that the job descriptions you are reading may be out of date. This reading will not help you, So before using the job descriptions to decide the training needs take a look at the current job work of the individuals. This will help in arranging the training and development programs according to the recent needs of employees of G4s(Lee and Coughlin, 2015)

·    Arrange a meeting with the team members
Arrange a meeting with the team members.
The next step is to arrange a meeting with the individuals and ask for the development needs they want. The managers should talk freely with the employees about the development needs they need in their work to grow well in their career with G4s. The HR manager cannot decide by himself what employees need instead you have to ask them what they need. Then few questions can be asked in the meetings to make it easy to decide about their needs:
1. What are the challenges you are facing while doing your job?
2. Which thing irritates you the most about your role?
3. Which skills do you want to develop to perform your role more efficiently?
Individuals expect that the managers will use their emotional intelligence, active listening, and good questioning techniques while asking them about their development needs.
Useful suggestions:
Managers can know about the development needs of employees by observing their body language while talking about their skills.
This step can be made easy by arranging a feedback session for the individuals about their expectations and needs. (Dawes , Vidiasova  and  Parkhimovich, 2016)

· Observe individuals during the work.
Managers of G4s should keep an eye on the performance of individuals during their work to decide what further improvements are required in the work. If the individuals are not doing the small tasks rapidly or prolonging them then this shows the lack of skills in their respective field. The managers should try to be straightforward during this action so the team members can act in their normal way.
Individuals expect that their managers to ask open questions while observing their work and can easily explain their actions.
Useful Suggestions:
Do this task positively so the individuals can build their confidence and can tell about their needs and developments more friendly.

· Collect any required additional data.
To collect any additional data about a specific individual’s skills development, managers at G4s can ask about the individuals working with the person. This data can be collected from friends, previous clients or bosses, and even co-workers. Follow these two instructions while collecting the data.
· Make sure to care about the dignity of the individuals from whom the data you are collecting about.
· Ask the people to justify their comments about a statement by giving examples from their previous experience with the individual.
Individuals expect from the managers that all their data should be collected by giving respect to their dignity.
Useful Suggestion:
The data can be collected from previous feedback sessions.

· Carefully analyze the data.
The information collected from the previous feedback sessions and previous steps of collecting data is carefully analyzed by using different techniques. Analyse the data and see the trends in the data that which skills are most needed by the employees of G4s, Are there any gaps between the skills and training needs.  Individuals expect that all the data is collected carefully and more relevant information is mentioned to provide the training and development to the individuals.

· Prepare the action steps.
At this step of planning a huge data is present before the manager about the development needs and the training programs can be offered. Following options are considered for the development and needs of skills of G4s employees:
The easiest and cost-effective training is set up when the individuals are taught by the experienced individuals at their workplace.
Monitoring or coaching can also be helpful for the employees to develop a new skill and to polish their skills.
Encourage the individuals to take more benefits from the training programs and manage their time accordingly. Managers can also take training-based assessments to know the effective role of the training programs on the development of individuals. (Carvalho  and  Globevnik, 2019)
Conclusion: 
The importance of yearly review and performance measurements in G4S cannot be over-empphasised. This will enable the manager to know the strengths and the weaknesses of the employee and then be able to train them appropriately in line with the company objectives. The company will also be able to identify the development needs of such individual and guide them by way of further training, coaching, mentoring and seminars as the case may be.
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