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A Personalized Development Plan for Stephanie
Technology has the ability to initiate change, even on the simplest roles. Technology is convenient but can similarly the source of employment loss due to the organization’s unpreparedness for change reception. Organizations that utilized manpower as the threshold for performance outcomes have long shifted into using technology-aided systems. This paper is an interventional development plan that a hypothetical company employee, Stephanie, will use to remain vital and resourceful in line with her new roles and responsibilities. Her organization has restructured its functionalities due to technological advancement. In order for Stephanie to retain her job, she has to acquire a new set of skills that will dominate and direct her new roles as a data analyst assistant.  This development plan is to help Stephanie to acculturate her statistical and analytical knowledge as required by her new position. This development plan also looks at how the organization will assess Stephanie’s knowledge and what the organization’s human resources must do to help Stephanie attain her goals.
SMART Goals that Stephanie Needs to Achieve
By the end of the two months on the new position, Stephanie should be able to identify relevant data sources that match the problem statement in assigned statistical tasks. This is a SMART goal as it can be measured using in terms of time of achievement. If the methodologies and conclusions of the selected data source align with the statistical problem, then this goal is measurable due to the time provided and can hence be achieved. Stephanie needs to use specific goals she sets for herself about the roles and responsibilities required of her. As discussed by Asri, Mousannif & Al Moatassime (2019), the position of data analyst assistant is made to carry out responsibilities such as collecting data and analyzing their trends, patterns and meanings.
Upon completion of training on the new roles of data analyst assistant, Stephanie should exemplify statistical technical skills in her role execution.  The relevance of this goal is core to the roles Stephanie is expected to complete. This goal marks the onset of Stephanie’s responsibilities before actually advancing to other concepts of analyzing data trends, patterns and meanings. Stephanie needs to measure her progress on the new roles that she has been assigned. A goal such as by the end of the first business quarter, Stephanie should be able to succinctly determine why a company has had progresses, failures, or both is SMART oriented. It is characteristically relevant and time-bound. The analytical approach of the goal is measurable when the goal is attainable.
By the end of the second quarter of the business calendar, Stephanie should be able collect, analyze and present data in either graphical or tabulated manner that is applicable to the contextual concerns of the organization. This goal is both relevant and attainable due to the fact that time span allocated for implementation allows its achievability.  Modern statistical analysts are prepared through training on technological and intellectual skills that allow faster collection, analysis and interpretation of data. Cruts & Van Broeckhoven (2018), posit that technical skills for faster data interpretation are backed by technology-aided tools such as artificial intelligence and agile MIS systems. Together, the tools and the systems should allow Stephanie to achieve her goals efficiently.
Development Activities and Resources Needed to Enhance Stephanie’s Skills
Stephanie needs to be engaged in training or workshop activities, she also needs to be engaged in teamwork and be able to intrinsically motivate herself to complete the roles assigned to her office.  To begin with, training and taking part in mentorship or workshop programs build the practical and intellectual skills required to complete tasks (Cruts & Van Broeckhoven, 2018). Stephanie will then learn a lot on the intrigues of statistical and analytical knowledge. These are concepts pivotal in her new line of work. Training equips the employees with an analytical mindset needed to perform excellently in statistical analysis. In addition, the organization that Stephanie works for should use mentorship programs as one of the employee approaches to recognition and personal appraisals. The organization should cover the necessary costs needed to implement the employee training. Langlois et al. (2017) discuss that when organizations undergo change intervention, they should incorporate employee training to cater for smooth transition and acceptance of the change.
Stephanie needs teamwork because it is beneficial to employees by allowing interpersonal knowledge acquisition. It will be beneficial for Stephanie to take part in group tasks. Graves & Sarkis (2018) emphasize that people learn easily from their peers when they are assigned individual tasks within group settings and expected to contribute to the entire team’s growth. New roles and responsibilities require an elaborate roadmap from informed members of the organization. Equally, organizations that are statistically oriented like where Stephanie works should create retreat sessions that are used by the employees to be relieved from pressure and permit brainstorming on systemic organizational design. This activity is resourceful for teamwork in problem-solving and advanced decision-making, as concluded by Graves & Sarkis (2018).
Stephanie needs to set personal goals with the aim of bettering her performance. As indicated by Graves & Sarkis (2018), intrinsic motivation among the employees is the most rewarding form of performance excellence. Stephanie needs to set her own limits aimed at improving intellectual skills. By refining a business problem or opportunity into key questions, Stephanie can advance her roles in producing impeccable reports, examining the information obtainable from the same reports and interpret the report data as discussed by Peral, Maté & Marco (2017). All these development activities can be created in the organization by taking the innovative business approach. Business innovative approaches, for instance, use the organizational office layout systems that allow employees to experiment on innovation trials. Office layout system that encourages innovation requires resource allocation by the management.
Methods of Knowledge Assessment and Evaluation of Success in Stephanie’s New Roles
Organization CDC for which Stephanie works can compare analytical assessments to cumulative assessments in her performance in order to evaluate her knowledge on the new roles of data analyst assistant. Asri, Mousannif & Al Moatassime (2019) illustrate that the comparison of analytical assessment to cumulative assessment indicates the developments attained so far by the employee. If the comparison reports back a case of significant improvement, then it is the symbol of success. Positive feedback in the summative evaluation is the image of Stephanie’s successful integration into the new roles as a data analyst.
Knowledge can equally be assessed through using the management by objectives technique. The assessment, in this case, shall involve setting goals relating to tasks to be performed then evaluating knowledge retention in the employee based on the outcomes of such objectives. Responsibilities such as determining the relationships between data systems so as to make significant predictions on the business strategies can be turned into target objectives. Stephanie then needs to be involved in vigorous exploitation of data facts finding so that at the end of given periods, her knowledge in statistics is heightened. As described by Langlois et al. (2017), confirmed attainment of set goals and objectives is the resultant symbol of success.
The company should create a foundational operational assessment that reviews all employees’ knowledge relevant to the organizational goal achievement. Formative or foundational assessment is a form of employee evaluation that takes place at stipulated intervals with the aim of keeping the employees glued to the exemplary performance (Cruts & Van Broeckhoven, 2018).  This approach involves examining the outcomes of simple individual tasks. It is a composition of building up teams where every member of the organization is commended upon positive contribution and performance. Stephanie is then required to have self-motivational skills to excel. Intrinsic motivation is the power engine behind the attainment of exemplary assignment results. Furthermore, when Stephanie personally intends to assess her knowledge acquisition and retention, she should demonstrate perfect skills in communication, digital and information mastery in statistics. These skills are essential for the responsibilities of a data analyst assistant.
The Role of the Human Resource (HR) Department in Assisting Stephanie in Achieving her Goals
The HR department can assist Stephanie in achieving her goals by offering periodic training to all organizational members. Training not only inspires the employees’ attainment of personal goals but also advance their prowess in the job market. As training impacts additional technical skills to the benefactor, it simultaneously develops their professional portfolio allowing them to advance in their careers (Peral, Maté & Marco (2017). Stephanie’s goal of collecting, analyzing, and presenting data in either graphical or tabulated manner by the end of the second quarter of the business calendar can efficiently be achieved if the company’s human resource department initiates periodic training of their employee on developmental courses.
The human resource department is required to motivate employees through recognition of positive attitudes, performances and incentivized reward systems. Langlois et al. (2017) discuss that employee motivation is a crucial factor in the overall growth of an organization. Whether the motivation is through financial rewards, promotion or commendable commentary, they bring out the positive attitudes of the employees required in the job market. Stephanie’s analytical process, however low, can improve after training and subsequent recognition by the management. She will be able to give out the utmost and top-notch results in assigned tasks.
The human Resource Department can also help Stephanie achieve her goals by providing frequent feedback that is needed for continuous performance. Feedback is an important factor in every work environment. Feedback determines the course of actions that Stephanie needs to take in relation to resources she requires to implement her responsibilities and opinions on how certain activities are viewed by others. Lorincová et al. (2018) discuss that when the human resource department establishes open and clear communication channels, it becomes easier for employees to efficiently correct wrongs and attain their goals.  Human resource managers should create a sociable work culture where the new changes can effortlessly be communicated to the staff. This is a positive culture that will ensure that Stephanie achieves her goals.
Conclusion
Change requires the corporation of all the organizational members. It especially requires proper coordination between the management and the employees. As opposed to communication ambush about change initiative to employees, the organizational management is supposed to create a sociable work culture that allows the employees to take part in change decisions. The human resource department should particularly, motivate employees through recognitions, issuing bonuses for commendable performances and if all fails, then they should offer training to the employees for advancements. On the other hand, when the change has been rolled out, the management needs to assess the employees' level of knowledge competency.  By providing adequate communication channels and prompt feedback to the rest of the employees, employees can then walk closer towards their goal attainment.
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