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Introduction
Human capital is one of the most critical assets in any organization since employee expertise, skills, and commitment to a firm's objectives are critical success factors in the day to day operations of enterprises. Finding great talent is a relatively challenging endeavor, and keeping them engaged and motivated is equally tasking. Therefore, to avert wasting a lot of productive time that would have otherwise been useful in advancing the core objective of an organization in employee management, an elaborate and coordinated framework of employees on an individual level is necessary to assist them in achieving their full potential. It is worth noting that employee development is a stress-inducing and time-consuming activity that begins with hiring the right talents and subsequently training the individuals to enhance their familiarity to the organization culture as well as motivate them to develop the right attitude that will enable them to achieve personal and organizational objectives (Noe et al., 2014). Most small and medium-sized enterprises plan on hiring new personnel each year due to their expansion or high attrition rates. Shuck et al. (2014) indicate that high attrition rates usually hurt the motivation levels of members of staff. Thus it is imperative for organizations to avert this situation through hiring or developing inspiring managers who have a personal drive to achieve organizational goals and excellent people skills required to keep other members of staff engaged through being assertive, building strong workplace relationships, promoting accountability and engaging in fast decision making (Njoroge & Yazdanifard, 2014). This paper will discuss three development vehicles available to organizations that are essential in nurturing the individual needs of employees. The paper will also highlight some of the benefits that organizations can accrue through the implementation of the above development vehicles. Lastly, this paper will develop a plan that can be used by enterprises to identify the development needs of individuals.

Task 1: Critical Evaluation of three development vehicles available to an organization appropriate to the development needs of an individual. 
1. Provision of performance management. This involves setting a specific quantitative measure, aimed at aiding the employees in understanding the activities they are supposed to engage in and what they can achieve in reality. Whenever an individual meets the performance measures, the set measurement is raised. As a result, the employee feels a continued sense of accomplishment. In organizations, managers often work hand in hand with the employees to make decisions on the employees’ status in relation to the achievement of the fundamental performance objectives meant to eventually lead to achieving predefined performance measures (Jaksic 2014). As a result, individuals can keep track of their performance as the evidence of their targets are progressively availed to them. As a result, individual personal development enhanced as every employee is aware of his or her objectives.
2. Training. Training individuals on both company and individual’s needs is a platform for both skills acquisition and personal development. Training is essentially an educational process involving skills improvement, attitude changing venture, or extra knowledge acquisition aimed at improving the performance of those involved in the program (Riggio, 2017). In organizations, training mainly conducted throughout the process of development needs identifications with four main agendas:
i. The training aimed at bringing employees’ abilities/skills and knowledge to an acceptable level capable of attaining proficiency in their given organizational roles.
ii. Training with an agenda based on new organizational roles and responsibilities or technology that requires an individual to assume new roles is crucial. Duties and responsibilities were different from their current positions.
iii. Training conducted with an objective of proving opportunities for the employees to improve their ability to work at higher competence levels with a broader comprehension or keeping up to the recent development in their professions.
iv. The training aimed at meeting the training requirements that are set aside by the law, policy, or regulation.
Training thus aids in improving the various forms of development needs, which often reflect on the mission requirement s of an organization, job performance requirements, and personal career. This because training activities aimed at improving an aspect of performance efficiency. Training also provides an opportunity for individuals to engage in discussions in which the employees define their development plans. Upon completion, these development plans, the basis of skill/ knowledge adjustment, performance elements are greatly improved.
3. Opportunity provision for outside job functions. Because contemporary firms are made up of compartments, employees tend to believe they can only engage in tasks that only involve their department. This has an effect of limiting the personal development skills because some activities an individual within the organization can participate in are limited. As a response to these undesirable characteristics, organizations have often developed systems that provide opportunities for the employees to learn and create more significant roles in the company to understand all the aspects of the organization. One essential vehicle used by organizations in achieving this objective by creating various opportunities for the employees to be assigned roles in other organizations.
This is often done in the form of cross-training. This process is aimed at increasing awareness and knowledge, which in turn improves awareness of both job requirements and personal development.

Task 2: Critical Assessment of potential benefits development vehicles to both an organization and an individual. 
Training:
Individual benefits
Improving job competencies
Through training, employees learn both the technical and soft skills relevant to their jobs. According to Noe (2016), professionals in the technology in the technology industry have since found that to remain relevant to the dynamic industry, continuous training is crucial. Besides, fresh graduates also find training as an adaptive feature in the continuously changing environment, which helps in surviving the future. By training, individuals can appraise their professional capabilities to sustain future changes. Companies, for example, I-Cube, an information technology firm Massachusetts, has a program that trains their employees on adjusting to their job requirement. This has given the firm’s employees a comparative advantage in job competency (Noe 2016).
Employee satisfaction
By offering training opportunities, employees develop a sense of being care for by the company. Organizations ready to spend on their employees’ training promote a sense of satisfaction. According to Hanaysha (2016), this has an effect of lowering employee turnover while increasing employee’s reliability. Besides, the sense of satisfaction yields loyalty in organizations. Loyalty is often intrinsic to an employee’s feeling of being cared or being ignored by the firm. Even salary and benefits play an essential role in employee retention, and selection more often, employees observe opportunities to acquire new skills to be capable of handling varied duties. They also look for personal and professional development. Nourishing these vital requirements are vital in improving confidence, self-esteem, and job gratification, as well as enhancing employee performance.
Training and their impacts on employee behaviour and working skills enhance employees’ performance and directly affect constructive changes. Bohlander & Snell (2010) analyzed 1152 sample of employees and discovered that employees who are not exposed to training comparatively had poor performance on job-related performance. Training provides an opportunity for learning about new technologies which are crucial in improving work performance. In a qualitative study, Bohlander & Snell (2010) confirmed that training job superiors develop novelty and implicit skills. This is also a key determinant of job skills. In reference to the invention, training has dramatically improved Jeep’s educated mechanics, make various discoveries, for instance, create better models using cheaply available resources.
Organizational benefits of training
Training hastens market growth. 
Training programs are crucial in helping an organization staying solvent and competitive. Although it is costly for an organization to run these training programs, this investment is positive so long as the organization’s hold a substantial place in the market. According to the American Society for Training and Development, identification of the training worth and organizational marketability are constituted two motives that an organization’s management must follow to thoroughly understand the market environment. According to Jaksic (2014), firms must develop and maintain a learning environment for their workers to expand both their knowledge and competitive features. A study conducted by (Rachmaliya & Efendy 2017) noted that financing training programs and revenue from the stock market are strongly correlated. American Society of Training and Development indicated that organizations which apply $1575 on each employee realized 24% growth in their gross profit and 218% increment in revenue each employee compared to the firms which spent less on training programs.
Besides, training programs not only increase an organization’s profits but also provide difference within the organization’s native market. Training also helps in giving an opportunity to support employees and help the company learn about employees’ perception. By assisting the employees in recognizing their characters and establishing a good relationship with superiors, employees are capable of improving organizational performance.
Employee retention 
Employee retention has been noted as one of the most challenging activities in an organization. Most literature has pointed out that there is no particular method of retaining employees. Training as a development vehicle of organizational development offers employees opportunities to improve their learning. According to Singh (2018), there is a strong relationship between learning opportunities and employee retention. Singh (2018) recommends that companies should realize that employees are crucial assets and firms which do not retain their employees often suffer. Hegarty (2010) noted that in departments where managers are always willing to assist the employees in personal development via training, the turnover is always about 40-50% compared to those in which training opportunities are not availed by the management. Besides organizations that offer employee training programs are more likely to be more successful in retaining their employment as the study by (Tladi 2015) shows, According to (Kwon & Yoo 2011), involving many employees in training program is not a guarantee of higher employee retention outcome.
An expertly designed training program increases employee retention. Employee retention is always a volunteer move by companies to create an environment which engages the employees for long-term contracts. For a more effective training program, Riggio (2017) recommends a training program that classifies volunteer requirement, expectations, and requirement. Hanson (2017) pointed out that to retain employees, organizations must invest in their training and development. Despite that fact that various companies are engaged in employee training, not all of them assures their organizations of remaining to work for the companies.
Organizational benefits of measurement
The measurement system as a development vehicle clearly outlines what is expected of every employee. It plays the roles discussed below in an organization
Improving both internal and external public relations. According to (Hegarty 2010), in order to stay competitive, companies should manage with their employees, processes and the planning of activities. This development vehicle thus has an effect of bettering internal relations between the employees and the employers. This is attributed to the fact that very employees are aware of his/her roles within the organization. Besides, the measurement system also covers the organization’s expectations on issues such as environmental impact assessment. It also covers the measures on the organization’s relationship with the general public. This development vehicle is thus an effective mean of measuring performance in terms of public relationships, therefore a key method of improving it.
The measurement system as a vehicle for development provides an opportunity to measure performance. Because of its continuity nature as the individual strives to achieve the set target, the nature of measurement forms a basis of improving organizations performances which is an integral part of a good management system (Hanson 2017). Without a good measurement system, the organization will not be able to make adjustments on their weaknesses and better their strengths. Performance measures provide an avenue of measuring various performance indicators which, when ignored, organizations performance would jeopardize.
Aid in the decision-making process. By improving performance measurement, a proper measurement system provides both qualitative and quantitative expressions used in expressing the chances of both success and failure. Selection of relevant tools is crucial in measurement and the organization’s performance appraisal. Of all the information that can be obtained, it is worthwhile to choose some critical quantities that can best represent the entire business (Hanaysha 2016).
Sources of focus for an organization or department employee. The performance measures reveal deficiencies and strengths within an organization. A good performance measurement provides information on the weaknesses and weaknesses of the organization. This forms a source of focus to the organization.
A key strategy and direction driver within an organization. By providing a source of focus for the organization’s managers, and a key indicator of organizational performance, the measures are a key indicator of identifying the organization’s strategies.
Importance to individuals
Performance measures as an organizational development vehicle plays the following roles to an employee.
Performance measures have a developing and guiding function for individual activities. This is attributed to the fact that an effectively developed performance measures present employees with a base of formulating and implementing an organization’s strategy.
It motivates. Performance measures provide for a target that is to be met by individuals within an organization. These indicators induce a feeling of yearning to accomplish the set goals. As a result, they feel motivated. All the stakeholders also tend to feel the desire to realize these goals. This leads to personal development as the employees develop a sense of fulfilment upon meeting the preset objectives. Besides, performance measures make employees feel their contribution to the management team. This is also an indicator of motivation and contentment.

Potential Benefits Opportunity provision for outside job functions
According to (Rachmaliya & Efendy 2017) cross-training in organizations helps in improving employee efficiency as it helps in gathering a new understating on how to work others because they learn what other employees do in the company. Besides pro meant in workplaces because everybody is aware of what their fellow workers engage in, the vision of cross-training as a relevant vehicle to an organization’s employees’ development also places individuals in new situations, expand their skills thus improving their ability to solve diverse organizational problems. This has an effect of improving employees’ chances of success in the future. This forms an avenue of energy and excitement.

Task 3
It is necessary to develop performance measures in order to identify services that are not being delivered up to a satisfactory level in an organization. The top decision-makers in an organization need to be aware of the performance of every department in the organization if they are to plan adequately for the future of the organization. In order to develop ways of assessing the performance of employees, baseline data or information is required. This data is then analyzed and used as a basis for comparison with data collected at a future date to determine if there is an improvement in performance, a decline in performance or neither of the two. Without the baseline data, it is impossible to assess progress in any form, whether negative or positive. The development of effective and efficient methods of measuring performance is dependent on having a clear communication channel between the management, employees, customers and other organizational stakeholders. Success must be clearly defined, and every member of the organization must understand their role in achieving that success. A good performance measurement system must include insiders and outsiders.
One way to keep employees satisfied is by the use of compensation methods other than the normal salaries. These include indirect financial compensation ways such as the provision of insurance cover, paid leave and medical cover. These incentives can be a source of great motivation to employees which can accelerate the achievement of an organization’s goals and objectives. Attainment of the organization's goals translates to employee satisfaction and output. This then leads to employee development as they share in the success of the organization. It is unlikely that employees would want to be associated with an organization on the verge of failure.
Self-evaluation
One of the most effective of evaluating the performance of an employee is the use of self-evaluation procedures. This will involve the use of forms with multiple choice questions in which the employee can answer questions related to their experience in the workplace and how they feel about the general position of the organization in the achievement of set objectives (Wildavsky 2018). The employee form can then be compared to another evaluation form filled for instance by a supervisor. This can then provide important information for every employee, which can be used to rate them according to their performance. This can then create healthy competition within the organization as each employee aims at achieving a higher rating. A higher employee rating can be the basis of job security, which means that everyone will strive to work hard in order to be retained. The use of checklists is also an efficient and simple method of identifying weaknesses and performance deficiencies in employees. This can help to isolate employees in need of further training to be more productive. Performance evaluation enables employees to be aware of the standards and goals they are expected to achieve. This then enables them to come up with their own solutions to the problems they may face while carrying out their duties, hence they learn to take responsibility, which is personal development.

Employee training and development
This involves establishing a program that is aimed at equipping employees with the skills necessary to carry out their roles in the organization. Employee development spans a wider field and is focused on the growth of employees and their future performance without much focusing on the current employee job role. Training and development are necessary to help an organization retain the people with the right qualifications and increase profit margins. Effective and efficient training and development depend on a carefully laid out plan alignment process. There are several approaches to the training and development of employees. These include internal and external approaches (Tacho & Singh 2018). The internal approach is performed within the organization environment, whereas the external approach is performed by external bodies and is used to supplement the internal approach. Some of the training and development programs carried out within an organization include orientation, job rotation and development by level. Orientation involves the introduction of employees to their specific role in the organization and clarifying what is expected of them.
If an organization has several departments, job rotation becomes a convenient way of employee training. This is where an employee is taken through the various departments one at a time with the objective of making the employee aware of the role of each department and its position within the organization (Takeuchi 2017). The advantage of job rotation is that it gives the trainees the experience of different jobs enabling them to choose the one which best suits them. Job rotation, however, faces several challenges such as the exposure time at each department may be inadequate to prove the effectiveness of the employee. Furthermore, it is expensive to train inexperienced workers.
The other internal training approach involves the training individual as they rise from ran to rank within the organization. This method is dependent on the promotion of employees and is more focused on imparting managerial skills (Takeuchi 2017). This method is cheaper because training is only carried out when necessary and also because there is no wastage of training on individuals who remain on the same level. It is highly motivational since only the immediate development needs of the addressed employee.
The steps laid out below will enable an organization to turn its goals and objectives into a suitable training plan.
i) Identify organization goals
The training program will be developed in light of the organization’s goals and objectives.
ii) Identify skill gaps
This process involves analyzing how employees are contributing to the success of the organization and the achievement of set goals. By identifying the difference between an employees' prevailing skills and the ones idealized by the organization. This can help the management to identify and establish specific training objectives. These training objectives will then be categorized into three groups, and special activities will be included in the training plan targeting these groups.
· Motivation: this includes helping employees to understand why they need to change their behaviour or their working methods in order to improve their output.
· Skills: identity what the employees need to be able to carry out their jobs.
· Critical thinking: establish what the employees must know to carry out their roles. This ensures that the right content is included in the training program.
iii) Layered training
A layered training approach is used to ensure that the right people are trained and at the right time. It ensures that the training program directed at the most essential departments of the organization with the greatest impact on the output. This is then extended slowly to the rest of the organization to ensure that everyone benefits from the program.
iv) Effectiveness evaluation
Evaluation is necessary for any training program. This is the major way of establishing whether the goals set at the beginning of the training program have achieved. This then helps ascertain the success of the program. Since training and development are carried out at the expense of the organization's resources, its progress must be carefully tracked to ensure that it is not carried out at a loss to the organization.
Employee retention and opportunities for external jobs
Employee retention plans are aimed at protecting the most valuable assets of an organization, which is the workforce. Research shows that the cost of replacing an employee is quite high, up to 9 times the monthly salary (Singh 2018). This is because employee replacement involves several procedures, including training, which is expensive. The knowledge and experience of the former employees are lost, and this can be detrimental to the performance of the organization.
The following steps can help to firmly establish the future of employees in their current workplace.
i) Offer competitive salaries and benefits
A recent survey has shown that a reasonably high percentage of the employees (about 40 %) who quit jobs give poor remuneration as their main reason followed closely by lack of advancement opportunities and the organization location ("Study on the Impact of Rewards and Recognition on Employee Motivation," 2015). Research also shows that more than half of employees consider benefits such as health insurance a key motivator in the retention of a job (Singh, 2018). This clearly shows that in addition to money, the employer must strive to offer insurance cover and other benefits. However, just offering these benefits is not enough, their quality must be comparable with those offered by other organizations within the same field of operation. It is important to inquire from employees in order to establish their source of motivation.
ii) Have good leaders
Good leadership is an integral part of any effective employee retention plan. It is necessary to have leaders in an organization rather than having bosses. A good leader shares information about the organization's position in the market, which gives employees a sense of direction towards the future. Unlike a boss, a leader is not just focused on the profit margins of the organization, but also on the well-being of the employees. This raises the confidence of the employees in the management. The working environment has to be designed in such a way that it attracts and favours the retention of employees.
iii) Work-life balance
It is essential to avoid overburdening employees, which can make them lose focus and abandon their projects. Avoiding overworking employees will ensure that they retain the energy and the desire to hang around because they feel comfortable (not in a way that makes them lazy). Studies suggest that less work, which translates to less stress, can boost an organization’s productivity ("Beyond Hiring-Metrics for Employee Development and Retention," 2015). Managers are encouraged to model healthy work-life behaviour, which then motivates their employees to practice the same. The work schedule should be designed in such a way that it is flexible enough to enable employees to have extra time for their activities.
iv) Employee recognition
Employees need to feel valued in the workplace. Awarding employees for their contribution to the continued success of the organization is very crucial in maintaining their presence. Recognition does not have to be in the form of awards. Word of mouth is essential not only from employee supervisors but also from colleagues ("Suggest readings: Employee recognition," 2012). This can create an ideal workplace from which no one wants to escape. A proper recognition scheme is essential for the success of the organization as it creates competition among the employees. However, it must be done in such a way that some members do not feel left out, which can cause tension and lead to employee exit.
v) Investment in employees’ development
This involves providing opportunities for the employees to further their knowledge in their field of interest. This helps to secure the professional growth of the employees both in the present and future. Studies show that as high as 42 % of employees believe that their job satisfaction is dependent on being provided with opportunities professional growth (Rachmaliya & Efendy 2017).
	
	Objective
	Measure
	Review Date
	Impact

	Improvement 1
	To develop performance measures to identify services that are not being delivered up to a satisfactory level in an organization.
	The top decision-makers in an organization need to be aware of the performance of every department in the organization if they are to plan adequately for the future of the organization. To develop ways of assessing the performance of employees, baseline data, or information is required. This data is then analyzed and used as a basis for comparison with data collected at a future date to determine if there is an improvement in performance, a decline in performance, or neither of the two.
	One to two months.
	Success must be clearly defined, and every member of the organization must understand their role in achieving that success. A sound performance measurement system must include insiders and outsiders.


	Improvement 2
	To keep employees satisfied through the use of compensation methods other than the typical salaries.
	These include indirect financial compensation ways such as the provision of insurance cover, paid leave, and medical cover. These incentives can be a source of great motivation to employees, which can accelerate the achievement of an organization’s goals and objectives.
	Three months.
	Attainment of the organization's goals translates to employee satisfaction and output. This then leads to employee development as they share in the success of the organization.

	Improvement 3
	To evaluate the performance of an employee via the use of self-evaluation procedures.
	This will involve the use of forms with multiple choice questions in which the employee can answer questions related to their experience in the workplace and how they feel about the general position of the organization in the achievement of set objectives (Wildavsky 2018).
	Three to Four Months. 
	This can then provide valuable information for every employee, which can be used to rate them according to their performance. This can then create healthy competition within the organization as each employee aims at achieving a higher rating.




Conclusion
In conclusion, provision of performance measurements is one of the critical development vehicles available to an organization, and it involves setting a specific quantitative measure, aimed at aiding the employees in understanding the activities they are supposed to engage in and what they can achieve in reality. This aspect is critical because it empowers individuals to keep track of their performance as the evidence of their targets are progressively availed to them. Training is another fundamental development vehicle since a formal educative process fosters Training skills improvement, an attitude change, and extra knowledge acquisition aimed at improving the performance of those involved in the program. Training aids in enhancing the various forms of development needs, which often reflect on organizational performance, job, and personal career development. Cross-training through equipping employees with the relevant skill required for efficient performance in a different department within an organization is also a vital development vehicle. Cross-training increases employees’ tacit knowledge and also improves their awareness of their roles within the organization as well as encourage career development. Some of the benefits that an organization can accrue from developing the skills of its employees include enhanced job competencies, higher job satisfaction, and elevated productivity. In corporate settings, an elaborate plan that encompasses self-evaluation, and employee training and development is necessary. Lastly, organizations enhance staff retention through offering their employees competitive salaries as well as other work-related benefits, enduring there is a work-life balance, recognizing the best performers and having good leadership that invest in employee development. 
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