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Introduction

For a leader to be highly effective in the current challenging business environment, it is significant to address both the human and strategic needs of the organization (Bolden et al., 2003). A leadership development plan is created to develop major leadership competencies and qualities of the present and future leaders. The leadership development plan helps to map out particular methods to develop leadership skills for a specific timeline while following the major goals to attain greater business outcomes. The main reason for this leadership development plan is to offer a comprehensive analysis and clear appraisal of the leadership competencies and skills using the four X-Factors. Additionally, this analysis enables employees to consider their future leadership development. The plan will help to establish an employee's potential for becoming a small business owner and an effective team leader. This employee leadership development plan comprises the introduction, employee analysis of leadership using X-Factors, objectives for employee development, recommendations to improve leadership skills and behaviors, and conclusion. 
Employee Leadership Analysis (four X-Factors)
I run a medium-sized business that operates in the service sector. I manage a team of two employees who aspires to become effective team leaders. I performed employee analysis to establish their leadership attributes using the four X-Factors to help in establishing employee’s potential for becoming small business owners and effective team leaders. Exceptional leaders are pinpointed out by specific X factors they have. One example of this X factor is that leaders don't get intimidated by complications rather they can simplify them and ensure that they are simple to operate. Whereas their solutions can be easy to follow, they are not detailed in scale. Leaders can set the pace for the whole company or team through sharpening the intrinsic ambition available to all. 
Based on the trait hypothesis of leadership, successful leaders must have several types of intellective, physiological, demographic, and task-related traits (Dugan, 2017). As established by Rickards (2015), effective leaders have abilities, personality traits, and interests that are different from ineffective leaders. In my view, the two employees in my business have certain qualities and skills that can enable them to be great small business owners and effective team leaders. For instance, their communication skills are developed well. They communicate effectively with both groups and individuals to express themselves in a clear and coherent without causing confusion or murkiness. Similarly, I should state the employees did not have experience as leaders which can limit their capability to clearly and effectively plan directions for the business. They at times make dangerous decisions and complete difficult responsibilities. 
Nonetheless, they completely accept responsibilities for such decisions and the potential disappointment to attain the initial objectives. Their conceptuality and analytical skills are also appropriately developed since they can be able to articulate, visualize, and solve difficult problems and work successfully under immense pressure. They completely understand that the current business environment is fast shifting. That is why they try to become flexible in their work. As future leaders, they accept any changes that come on their way and take their leadership decisions based on such changes. The planning practice in the perspective of leadership means selling the company’s vision and realizing such vision through attainable goals. However, employees face difficulties regarding the strategic planning procedure (Dugan, 2017). Their experience in managing and leading others is not substantial which one of the shortcomings is. 
Objectives for Leadership Development
The objectives for leadership development are developed using the SMART criteria that imply that objectives should be specific, measurable, attainable, relevant, and timely. They are developed as follows:

· To improve their qualities and skills in developing directions for subordinates by six months
· To promote the employee's capabilities to set the vision for their business and realize such vision by attainable objectives in the next six months


· To broaden their understanding of leadership by six months

Action Plan

The action plan that comprises the development goals, actions, and schedule goals, is offered through the table below.
	Objective 
	Action 
	Target time

	To improve the qualities and skills of the two employees
	Finish the leadership development plan
	Within 6 months

	To help their abilities to set the vision for the business and establish vision via attainable objectives

	Finish the leadership development plan
	Within 6 months

	To broaden their understanding of leadership 
	Finish the leadership development plan
Learn and observe from other leadership 
	Within 6 months


The plan for the two employees is to attain the development objective through the completion of a leadership development program. This program can support their leadership understanding and help them to develop better plans for the organization’s staff, thus, improve their performance productivity in the workplace. This action will be evaluated through the completion of an appraisal survey and provide its outcomes to senior managers (Pernick, 2001). 
Conclusion
The involvement in leadership development activities is highly anticipated to assist my employees to further increase their leadership qualities and skills in developing directions for future subordinates. It can also help their aptitude to position a vision of the present organization and become future my company and realize the vision via realizable objectives. The plan will enable them to become small business owners and effective team leaders and widen their understanding of effective leadership. Additionally, practical actions are very significant because they help to ensure the efficiency of this program. For this reason, they should organize to have regular meetings with different leaders, aggressively engage in learning when they meet to facilitate teamwork which can help them observe and learn from other leaders that are more experienced. Finishing the leadership program within six months is not a set objective, but quite the beginning of the development of their perception of real leadership.
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