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Analysis of Individual’s Development Plans

Student’s Name

Institutional Affiliation 

Introduction

Primarily, this program has been so instrumental in helping me achieve some of the key goals in my academic endeavors. According to my case, it has been on my social, educational, embracing diversity in the learning institutions. I have been prompted by the IDP to identify my learning experience. Also, triggering my skills in terms of defining who I am, regarding the relationship with others in communication. It has, however, prepared me for future leadership skills as I have developed to take up career objective, knowledge, skills, and abilities. This study will give an insight into the need for having a robust team that is self-driven and features into the need for having coherence,. It will also come up with a conclusion out of the detailed discussion of the highlighted needs for having a good communication, diversity, self-awareness, inno0vation, and dynamism. 
Analysis of Individual’s Development Plans

 As I build my career, I realized it has an impact in the on the society, workplaces and personal development. It implies that it is a win-win strategy because they benefit both the organization and me. The skills acquired from its study is vital as it addresses aspects of diversity in the workplace. I have helped I have an improved capability implementation, workload planning, building a good resume. Through the program, I have acquired competence in my performance, plus other bonuses such as morale and personal job satisfaction.   
Views of my Strengths   
In my educational path, this program has been useful as I have gained an insight into planning meaningful steps on the way to long-term goals. As a student, I had broad, nonspecific long-term goals that are exploratory. I was determined to do specific things to ensure I have achieved my crucial goal. Nonetheless, each goal was solid, but the only approach to meet them was to take direct steps to each target. A diverse environment is an excellent place to work for because it comprises of all sorts of skills required for an organization to run smoothly. Equally, it is the most delicate to put the different culture into one practice because of different variations of origin. I have been able to gain an excellent understanding of how to achieve this objective as a learner. Primarily, it’s to ensure the future work environment is fair for other members and me. It is one of the areas I have found better approaches to address, given that it is a good point when well-managed. One of the most vital ingredients for this goal is to ensure there is trust among the team. The work atmosphere where there are trust and cooperation, provides high supplements of continues improvement, encouraging innovation, total sustainable quality, and achieving customer delight. 

I have high strength in my career and individual development. According to systematic leadership theory, this is one of the areas that favours me as I can manage a good relationship with other people in the workplace. I developed an excellent interpersonal and intrapersonal relationship. It is the centre of discussion as it addresses the need for having effective leadership and the need to have a team that is united and bonded to the organization (Velsor & Leslie 1996). The theory defines my role as a team player given that I have learned to be live in the system and to be part of it. My strength plays a functional role in the organization as it is instrumental in sustaining progress based on the relationship of the members and their network. According to the scholars’ views, stipulated that a close relationship between the team members is an excellent source of sustainability (Center for Creative Leadership. 2013). Having a team that has a unique bond is one of the greatest achievements that will enhance productivity. It means that when a team doesn't work to embrace the interpersonal relationship, it indicates a blind spot on leadership inability to appreciate the contribution made by the rest of the team members — derailing the effective performance and involvement within the organization. There are some of the worrying challenges caused by derailed leadership. It includes: arrogance, insensitivity, overly, and practising cruel ways of leadership traits. 
Weaknesses

However, all these excellent attributes destructed by fear. In my case as a student and going through this education systems, I learned a lot of good ideas that will impart this skills to the working environment especially in areas of diversity (Torregiante, 2005). Nonetheless, I fear coming out to exercise these skills to a new job where it is culturally diverse. Sometimes putting the team together to achieve a goal that calls for extra effort, it may be challenging to involve the rest of the team who have their stand with time in respect to a stipulated job description. So, this fear factor motivates me towards avoiding the perceived danger of hurting other people’s feelings for the sacrifice to meet organizational set goals. It is a cynical act that derails the operating performance in the organization to achieve its potential efforts or goals. Another big worry experienced in the workplaces is the one for bosses. An individual will want to be neat and good looking at any cost to please the boss (Gentry & Chappelow 2009). These are fixable weaknesses. Some have a fear of not being pointed for failures and reprisal by their bosses, and this makes it hard for a group to strive along its innovative ideas to meet the set goals through other possible avenues. Some worker is afraid of failure, which contributes to the lack of effective delivery of duties assigned to them, resulting in them to become sceptical and defensive. At a personal perspective, I have heard the fear for success in a more prominent organization, and this is because some of the team members will view me as an enemy, damaging peer relationship, envy, and promoting jealousy. 
The case where I had to inject new ideas in the workplace is becoming a challenge given that other team member may give it a resistance to change. It’s a worrying situation in me as the team I have ever worked with is culturally diverse. The other will want to work for a few hours, I don't know if it is by the nature of human being not like to work, or it is their nature. So it is complicated to introduce a new idea. As such, most people fear changes made in the organization because they are used to particular responsibilities and job roles. Some don’t want their positions taken by a new skill (Shipper, Dillard, & Jr. 2000). I usually view this aspect of introducing new skills to the team, but the fear comes in at a point where I consider the top leaders taking the role though not effective. They may resist my opinions purposely to protect their positions. Thus, it becomes too difficult for me to speak up, as the management have that tendency of killing the messenger. Significantly, I have to take time as provided in the CCL’s research that, on average, it takes 16 to 18 months to learn from an assignment (Center for Creative Leadership. 2013). It is same time I sometimes tend to wait for such time. Therefore, if the current working team makes mistakes, and they are not realized as a learning opportunity if top managements promoted out of the original context. Thus, when the time of change is due is when I will think of introducing my input to the needed change. At times, this may be late calling for the better opportunities and skills. This moves them beyond the experience they don’t have the chance to think about it in new and different ways, and they certainly don’t pass along (Shipper, Dillard, & Jr. 2000).  
The solution to the Challenge 

Here are some of the ways to minimize fear, to manage fright of those leading them in the organization; they need to set an atmosphere where all staffs and stakeholder freely interact through communicating. The information needs to circulate in the project without anyone fearing the future repercussion that may arise. This way, the team will explore their potential by using their innovative skills at work to deliver exceptional results. The top management needs to make their communication system more sophisticated to swiftly relay information from down the organization and also making quick responses to any required urgency. The ideas I have to steer innovation, cooperation, and stewardship are real contributions to the progress of the organization. They need to embrace the work or the organization to effectively resolve the Challenge of individual performance. Significantly, having a team that trusts one another regardless of their different culture is a critical aspect of the organization (Hirsh, 2014). Hirsh (2014) argues that they need to have a strong vision statement to guide strategic decision making. It will enable the team to acquire the right skills in the organization who will derive the main agendas of the organization as per the set strategic goals. The organizations and individuals need to have a reflected approach to handling the team (Magnusson, 2015). 
Conclusion 
As revealed in the study, the lacking of positive traits as a source of motivation to the team performance can be a significant impact on its progress. It highlighted the need for social abilities to solve problems such as cohesion cultural developments. The study has indicated that there is a lack of self-drive to the many workers. Especially, those who can influence change in the organization. I have faced the Challenge of fear in the working environment to keep my peers relationship. It means that I needed to invest much in confidence to ensure my desires are heard as a member of the team. I have also recognized the need to need to work as a team for sustainability purposes. It is a clear goal that will lead both self-development of career and the organizational meeting its set goals in time. 
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