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Part 1-Personal Assessment
· Professional goals and motivation 
	Professionally I want to build my efficiency as a leader and human resource manager at my workplace. I want to emerge as a manager whom every staff wants to work for.  I want to be a talent attractor. I want to achieve this through leveraging of opportunities to coach, grow and develop my employees. 
· Strengths to use more 
	I want to ensure that my administration expertise in the company is edge cutting and much comprehensive knowledge is generally sound following my level of education and training. I have earned confidence by confirming that I can withstand the managerial responsibilities and pressure. The assessment done to me proved that I was composed at the time of practical work and gave a clear roadmap of attaining the company goals. Having a chance to lead staff over an extended period of time, I showed that I have the capacity to give distinct direction and manage staff to accomplish specific duties whilst under severe pressure. 
As a leader and a manager, I see my strength as:
· Open and fair-minded.
· Comfortable taking charge.
· Exemplary leadership.
· Experienced and knowledgeable.
· Comfortable taking charge.
· Development opportunities   
I want to strengthen my leadership potentiality through:
· Establishing my coaching expertise to attain the best from my staff.
· Compel me to delegate as much task as I can instead of being the “key problem solver” for my staff.
· To complete my MBA degree so that I can acquaint myself with the necessary knowledge needed for prosperity in my career.
· The degree will be sufficient for me to demonstrate to the boss that I have acquired both leadership training and structural management education and experience required to lead towards achieving set goals. Additionally, an MBA degree will be sufficing to highlight that I have significant exposure to a more structured leadership design to evaluate managerial issues which will allow me to deliver discrete solutions that will be valued according to the quality of work needed by my company.
Part 2-Development Objectives
Development goals I have for the next 1-2 years and the next 3-5 years are:
· Seek out and take part in training opportunity focused on becoming a more effective leader by the end of one year. Track and gauge my behavior and actions with employees throughout the 2nd and 3rd years. I also intend to identify a peer trainer to provide me with the necessary support to enable me to stay on track towards adopting a prudent coaching style more regularly. I also plan to organize meeting sessions with each member of the staff to get a wholesome understanding of what my staff expects from me as their leader. Significantly, I need to understand the right approach I can take to empower them to handle their duties responsibly much better than before. I also plan to know the kind of duties I can delegate to my staff to grow their potential. I will then schedule a check in the middle of the year to get feedback from the staff. 
· I want to enrich my communication skills to become a spokesperson for the entire company. 
· Am preparing to attain skills and proper personality that will enable me to adjust from behind the scenes to entering into a more front facing responsibility role over the 2-3 years. 
· Promote good research skills and potentially written skills of communication. Such skills will put me in a position to organize and implement key objectives for my program area. Additionally, the skills will help to keep various projects moving concurrently and pin down details rightfully. 
Over the course of the 3-5 years:
· I want to enroll with Toastmasters to enrich my skills in public speaking. A leader is determined by his or her potential to control his or her juniors by word of mouth, so I want to obtain a comfortable speaking experience for future security in my career. 
· I also intend to go to key events scheduled by other proficient managers with a view of learning through the art of observation and noting the approaches and methods used by other managers in achieving organizational goals. During these key events, I will arrange for small meetings to learn and discuss how these managers develop and prepare their staff to improve their morale. I will use a quantitative approach method which includes interviewing to grasp special techniques they apply to ensure efficiency in their area of service. 
· Additionally, since I want to advance my communication skills, I also plan to get in touch with professional public speaking persons to learn how they organize and present materials when delivering speeches. 
· I also plan to get on the agenda of my company’s internal meeting at least once a year during the period of 3-5 years. During this juncture, I will demonstrate my project work to my employer and later to my staff. I will schedule a personal meeting with my manager to give space for critique to my progress. 
Part 3-How Skills Will Be Acquired
The acquisition of skills is scheduled to take place between the 4th to 5th year. The skills will be imparted through:
Identification of the expertise and knowledge required for the task. This is inarguably the most crucial step to ensure my training programs give proactive backup to the career progression of my staff members. This technique entails;
· Ability to coach, motivate and obtain the best outcomes from the staffs.
· Determining what the employees need in order to perform effectively.
· Excellent communication skills.
· Proper time management.
· Acumen to recognize top performing talents and nurturing them.
· Another important way to impart skills will be through the evaluation of existing expertise and identify the current gaps in terms of skills. Conducting an assessment of the current knowledge contained in the company is vital in noticing the capabilities of employees. 
I also plan to prepare a quantitative training plan as another method of imparting skills and knowledge to my employees. This will be accomplished by examining:
· The objectives of the training program.
· Focusing on the primary topics as part of the training.
· Developing a preliminary outline for each topic of concern. 
Part 4-A Timeline for Acquisition
	The most appropriate time frame set aside for acquisition of all the necessary skills is scheduled to be between 4th to 5th year. During the first quarter, I will be tasked with conducting orientation sessions with my staff members. Orientation will encompass discussions pertaining to the skills to be imparted, the methods that will be used and listening to the ache points of employees. During this quarter identification of missing skills will take place and recommendations of employees who should attend training in each sector to attain the missing skills will also happen during this time. The second quarter will involve tracking and installing measures which will guide the employees throughout the training. In the third quarter, the employees will start being placed in their areas of service delivery. And lastly, the 4th quarter towards the 5th year is when the training will take place and determination of adjustments needed may apply for extra classes especially for employees who would not have understood their mandates in the new sections of the company. 
Part 5-Standards and Measures for Accessing Improvement (3-5 years)
Forced ranking of staff
	This method involves ranking the achievements of a staff member against the ones achieved by their peer colleagues, rather than comparing the current staff evaluation time against the staff’s own past performance. The approach is necessary for building a competitive environment. 
Employee performance standards 
	Since employee performance measurement is key in analyzing employees’ opportunities for advancement, compensation and employment status performance measuring programs should comprise approaches that allow fair and accurate assessments of an employee. The performance standard is essential as it defines what it is required of an employee to respond or go beyond the expectations of a company. 
Graphics rating scales 
	Graphics rating scales are crucial production-based sections of my company. A rating scale will consist of a series of execution standards and job assignments. A graphic scale usually runs from 1-5 when rating employee performance. 




