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Executive summary 
The results found in this report have been withdrawn from scholarly sources and academic literature on development techniques. Sainsburys was used as my case study as this is my occupation and currently on an employee development course with the company.   
The importance of developing a plan is crucial and that the process runs smoothly, as this will give the individual or group an efficient spectrum of objectives and perspectives of how to apply the skills being shared. However, in a scenario of interference or interruption between the transition of knowledge sharing, I have evaluated solutions to minimise the effects. Continues analysation will more likely detect drops in performance and can initially allow the employee and line manger to initiate a one-to-one process and give opportunity to discuss the reasons why.
5 steps for development plans have been integrated into the report to the show necessity each step contributes to the process of development. The benefits development vehicles bring to an organisation have been analysed and provided to further understand the reasons behind them. The procedures to match correct development vehicles to individuals have been highlighted and the integration period also. In addition, a swot analysis on development vehicles have been examined to verify specification on weaknesses if not implemented accordingly. Finally, a critical development plan for employees at Sainsburys   


    

















Introduction 
In this report I will be critically evaluating and analysing development vehicles. Development vehicles are ways in which an individual can improve and develop new skills in a workplace environment, using different techniques and training measures to share and gain knowledge and improve an individual’s understanding. (development vehicles, 2017) Sainsburys have chosen to use various development vehicles which you will see throughout this report, to develop individuals within the company. I will also be providing my overall view on their methods and theories. In addition, in this report I’ll be conducting my own development plan. Organizational development plans have always been action plans and working documents that both the employee and the immediate supervisor actively use. They ensure that every employee is personally developing, that they are evolving their capacity to accomplish further in the working environment, and that the organization's objectives are met. Often personal development plans tend to be focused on an individual’s life objective and may have additional backing from the organisation if acquired. However organisational plans are more specific to corporate progression and targets (Employee development plan - everything you need to know, 2021) There are 5 steps to follow when making an employee development plan these include:
1.  Establish personal and career development goals - This step aims to encourage employees to actively think and use incitive to create a better understanding of EDP and encourages them to use different sectors.

2. Establish work development needs - This step involves getting an employee to think and focuses on getting the employee thinking about their future within the company and how it could evolve in the future, this could be getting a promotion or raise or gaining skills within a different department or even a managerial role. 

3. Develop an action plan - The rule is 70% of knowledge and learning comes from experience whilst working and gaining sufficient knowledge of the role, 20% comes from other people around you and 10% is gained from training and coaching. Once you establish the first two steps you then need to start planning how you can achieve your goals.


4. Make changes on the path to development - Once you have created your plan the employee must continue with changes, through help and support from the managerial team, as the managers role is to support and overcome problems/obstacles. 

5. Reflect on efficacy and update the plan as required - This helps the employee and managers to establish what they could work on and change overtime to have the best system for all employees and managers and overall organisation to have a successful working environment.
I believe through extensive research and understanding of the professional concepts and theories provided by scholar’s will be effective and widen the thought process of development opportunities at Sainsburys.
[bookmark: _Hlk71626035]Sainsburys (Corporate Responsibility, 2021) is International, UK company that contributes to British society, through many years of service to the public. Through time the company has expanded into many different sectors of business and has multiple departments. These include headquarters, warehouses, and multiple branches throughout the country and all these sections follow a hierarchy model with subdivisions (Burton and Obel, 2018). A hierarchical organisation model is a format which consists of one element of an enterprise to be decision makers and control other elements by receiving and providing information the structure is formed from Strategic, Tactical, Operational, and finally Transaction processing (Hierarchical organisational structure, 2021). The design of an organisation has a major effect on the company's productivity (Doty et al. 1993). To operate at this high level of effectiveness and efficiency, Human resources are essential to the organisation to maintain control whilst upkeeping a continues process of development. (What is Human Resource, 2021) The sector I have chosen to evaluate is the warehouse operations as I’m currently in employment at this department and have been led through the process by supervisors and management.  These following are development vehicles are in place at the company, One to one coaching, Job shadowing, Temporary transfers, secondment into other areas. Formal training/ product knowledge, Technical training / operating machinery. Performance development, surveys and constant reviews/analysation, Team representee positions. Sainsburys benefit from using these development vehicles as they evolve the way an employee thinks and carries out tasks. 
Why are development vehicles beneficial to an organisation? 
This is beneficial for the organisation as the employee is more likely to carry out tasks efficiently, have a good work ethic and think about the organisational goals as well as their personal growth within the company when making decisions, changes, and improvements. For example, Sainsburys uses briefings before every shift which initially involve group meetings with key players in different areas to assist employees to understand their roles, responsibility’s and inter-departmental relationships including department swaps to aide staff when low in productivity and understaffed also including when developing an employee for multiple responsibility’s applying him with the ability to multi-skill overall benefiting the organisation and managerial structure. (Importance of employee transfers - Transfer Policy, 2021.Performance development reviews are also conducted by supervisors at Sainsburys to identify employees not reaching productivity requirements. While encouraging them and critically evaluate on reasons why as this could vary under personal, training, or health issues.

When training individual’s Sainsburys will only have limited positions of six, therefore the operating instructor can have the full concentration of the new trainees and a deeper evaluation on the individuals involved However, this is due to time constraints and targets therefore it allows the process to be easier and a smoother transmission period of communication to take place for the instructor (Doty et al. 1993). When conducting my own personal training I felt encouraged and inspired to achieve as the trainer was highly skilled technically and with soft skills, he was repetitive, and he was very animated allowing trainees to visually grasp the organisational concepts he was addressing which was very helpful. This also helps those participating and understand through different learning methods or repeated explanation sometimes due to language barriers. Sainsbury has taken all this into consideration when evaluating the outcomes and results of new trainees and found this method is the most likely to produce results valuable for the company.
[bookmark: _Hlk71653411]What procedures have been used to integrate developing vehicles 
They have applied a systematic approach to training (Gresham, 1993) and concluded the key concepts as the threshold what they know? what they should know? and what we hope they know? New trainee employees can have their positions terminated at the end of each 8 - hour training course. In the event of not passing the obligated standards for the company which is recorded through the procedure by the instructor and a numeric system from one to ten on how good you were between different tasks also there is a target that the company consider as a valuable employee. Work system designs (Operations Management: An Integrated Approach, 5th Edition, 2021) are integrated throughout the warehouse and constantly mentioned to ensure that all staff are aware of their occupations and responsibilities and to ensure the company’s standards of effectiveness and productivity is embraced and understood by all members of staff. Specific Management departments are based in identified locations of the warehouse to prevent confusion and supervisors are amongst low level staff to aid in any enquires or explaining performance development reviews to individual’s and help essentially given a brief demonstrating how a task must be carried out at company standard. 

Development vehicles appropriate to the development needs of an individual 
When evaluating the potential benefits of developing an individual to assist an organisation towards the company’s standard operation procedure. This implies many underlining concepts which can include the individual’s intelligence qualities that may require citification or an individual’s physical abilities to carryout certain tasks throughout the warehouse and working under difficult environments particularly the freezer department. Although this can be unsettling for department and employee through a controlled period eg. Probation, the right department can be found for the employee and not waste valuable time applying the wrong developing vehicles to the wrong individual. Hence the seriousness of not mismatching developing vehicles as individual and organisation are affected negatively. 
Personnel who implement valuable knowledge and skills, are most likely developed through experience, and the ability to apply these skills to complicated and ambiguous challenges in environments that provide a rich wider range of knowledge and relational resources are referred to as knowledge workers (Swart-2006).When looking at a knowledge workers expectations and individual perspective of an organisation pay is most important this is because jobs are not chiral, or status driven (May-Korczynski&Frenkel-2002).  
The development of cutting-edge skills also affects a knowledge workers perspective of a company, and how training requirements are implemented to excel at the occupation. Co-workers’ relation and the amount of influence in decisions that influence an individual’s work, also have an impact on a knowledge workers perspective in addition, including work organisational and managerial relations. Regarding knowledge workers increasing their knowledge through (DV) this would be more of an optional recruitment unless compulsory from executives   
Managing knowledge work from an organisational perspective, knowledge intensive firms operate in volatile fast-moving environments. Fluid organisation of knowledge work. Managerial challenges through analysis have shown it is difficult for organisations to retain and develop their professionals as this can present three dilemmas that sit between employees and organisation. Retention and employability, organisations specifics and transferal, and lastly value capture and ownership of value. Managing these tensions requires compulsive analysation to retain knowledge management and knowledge workers.   
[bookmark: _Hlk71653478]






 The strengths and weaknesses of development Vehicles? Relating back to Sainsburys
SWOT 
	STRENGHTS

	WEAKNESS

	1. One to one coaching and training increases knowledge and critical understanding (Robb, 2021)
2. Temporary transfers can increase the employee’s relationships and help improve work ethics
3. Formal training/ product knowledge educates the employee and gives them a wider understanding of Sainsburys products, increases skills and knowledge
4. Technical training/ operating machinery ensures health and safety of the employee as well as others (McGarry, 2020)

	1. One to one coaching can decrease another employee’s time with managerial support
2. Temporary transfers can make employees feel uncomfortable in a new environment
3. Formal training and product knowledge can be an overload of information for a new employee, limited learning as 70% of learning comes from practise and experience (Bailey, 2021)
4. Technical training and operating machinery can also be overwhelming and can overload the employees understanding if done in a short space of time

	OPPORTUNITIES
	THREATS

	1. One to one training increases an individual’s reliability, gives the employee an opportunity to develop further within the business and create future careers, increasing the organisations good standard and s are maintained (McCarthy and Milner, 2013)
2. Temporary transfers can eventually lead to career and position opportunities at different branches, which can benefit both the employee as well as the business to gain a more experienced member of staff
3. Formal training/ product knowledge this improves customer service and satisfaction, resulting in good reviews and consumerism for the business making them a successful organisation (Training Methodology to increase Product Knowledge, 2020). 

4. Technical training/ operating machinery by giving your employee’s the means and information they need for the workforce this can increase their knowledge mood and productivity.
	1. One to one training – managers may need training themselves in keeping up with today’s market so they can pass on the right knowledge to the employees
2. Temporary transfers can be a disruption for other branches, employees needing extra time to find their way around the new environment and getting to know facilities and staff members as this can cause tensions at work (Staff Training: Importance, Benefits, Advantages & Disadvantages - WiseStep, 2021).

3. Formal training/ product knowledge with overloading and overwhelming information this can result in loss of interest in the job can have a negative effect on the standard and efficiency when working which can impact the business
4. Technical training/ operating machinery if this is not done correctly it can increase expectations from the employee which could give them stress and feelings of lack of control and understanding. Could result in them. making mistakes which could be a health and safety hazard.




In your Opinion, which is the best and why, if you were an organisation. Which one would you use?  
Through research it has been found that these techniques can be successful to the organisation however one that stands out the most and could be the most beneficial to the individual and the organisation is one to one training/coaching. One to one training creates a good relationship between the employee and the manger, it gives them the opportunity to ask questions and gain the most knowledge from well experienced members of staff. It creates an idea of how the job should be carried out, gives key points of health and safety training which is important for the safety of the employee as well as customers and other members of staff, it is a more personalised way of training which can have a huge impact of the employee’s personal growth as well as the organisational growth. Mentoring or one to one is defined as a controlled, structured, and regularly reviewed implementation strategy that carries a member relatively close to the pre-established best possible performance level for someone's current activities and performance. (Lumbreras, Palacios, Berbis and Crespo, 2009)

[bookmark: _Hlk71653593]Assessed development plan for Sainsburys employees.
Establish personal and career development goals for Sainsbury’s employees these will include a better structured employee development plan which will set out to inform and encourage employees to actively take part and actively think about their goals within 	Sainsbury’s formal training.
Establish work development needs for the employee and get them thinking about their future within Sainsburys, how far they could progress, what roles within the company they could progress to for example managerial positions and roles.

Develop an action plan: Sainsburys will encourage employees to get 70% of their knowledge from working on the job as that has proven to be successful. Additionally, 10% will come from good coaching and training both practical and technical as well as product knowledge to improve and make a change Sainsburys will also re-coach their coaches and trainers as they should be up to date with the latest products and policies. Lastly 20% will be gained from good role models at Sainsburys as it has shown that employees gain 20% of knowledge from people around them. (Employee development plan - everything you need to know, 2021)

Making changes can be difficult for some employees so Sainsbury’s must ensure that the employee is following these changes and are happy with their current development plan. To ensure this Sainsburys will do weekly reviews and meetings for employees to have their voice, this will also make the employee feel more at ease
Lastly, at the end of the period set out Sainsburys will assess and reflect how the improvements/changes and development plan has benefited the employees and organisation, this will help when analysing whether any changes need to be made.






Conclusion 
The findings in this report have led me to the conclusion that without suitable development vehicles a business cannot maintain sustainability with progression, in productivity and workplace environment, undoubtably interrupting effectiveness. The various development framework’s embody different qualities and may be more beneficial than others on specification. Furthermore, organisations need to evaluate which frameworks suit them and identify the departments for use and particular employees as this can be detrimental to efficiency.
The development plan constructed for Sainsbury is ideal for a low-level operational employee but would need improving for a higher position of occupation. 
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