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DEVELOPMENT REPORT 



[bookmark: _Toc69956121]Executive Summary 
Employee development is considered crucial for the long-term success and sustainable progression of the business. It does not only assist in succession planning but also helps in the engagement of the employees as they would be establishing new skillsets and experiences. This paper is based on the development planning case study of Tom, who is working in a manufacturing organisation. The company involves in the manufacturing and sales of hand protection equipment. For each of the product line offered by the company, separate business units have been established that have different geographical locations. Recently, focusing on the centralization of the manufacturing activities, the company have decided to consolidate the business units of safety gloves and protective clothing. With this change, the company also intends to invest in the development of potential future leaders. Using this case and available literature on employee development, this paper discusses and presents the development plan for Tom. 
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[bookmark: _Toc69956122]Introduction 
Employees development typically refers to the long-term training and development activities focused on the employees to improve their capabilities, performance and position within the organisation (Dachner et al. 2021). Ideally, development planning is considered crucial for the sustainable performance of the business; however, at the same time, the development plans carry several benefits for the employees as well (Hameed, Abdul 2011). For businesses, development planning is crucial for effective succession, high engagement, and to attract potential talent for the organisation. Besides, this is also considered necessary to respond to the growing challenges of diversity, globalisation and the gig economy (Jangbahadur & Sharma 2018; Le 2020). For an organisation to stay competitive in the organisation, it requires continually improve the competencies of the employees, which is the essential focus of development planning. On the other hand, employees are interested in development planning because it always results in the establishment of new capabilities, skills and experiences (Zakaria et al. 2017; Motilewa et al. 2018). They are not only allowed to advance in their career, but they also extend their experience that would help them advance in their career outside the organisation (Jehanzeb 2020). In a nutshell, for the continued and sustainable performance of both individuals and organisations, development performance is critical. In this paper, the case study of an individual working in a manufacturing company will be presented. Followed by an initial description of the case, a development plan will be presented through the course of this report. In doing so, the organisational needs and individual development goals will be presented while synthesizing relevant human resource development models. Lastly, based on the key points, the paper will be concluded. 
[bookmark: _Toc69956123]Background – Case study information 
Company XYZ operates in the manufacturing sector and involves in the manufacturing and sales of hand protection equipment. The key products of the company include safety gloves, protective clothing, aprons and safety helmets. For each of the product line offered by the company, separate business units have been established that have different geographical locations. Recently, focusing on the centralization of the manufacturing activities, the company have decided to consolidate the business units of safety gloves and protective clothing. The decision for this consolidation has been taken considering the dynamics of both businesses and the similarity of manufacturing activities. For both businesses, the supply chain remains the same and more or less, people with similar skills are required in both businesses. To implement the plan, the company has initiated changes in its human resource structure for both businesses. Previously, both business units have two general managers, who were reporting to the country head. Under each general manager, there were deputy general managers followed by a hierarchy including head of operations and respective managers in each manufacturing area. The previous structure of the company is shown in Figure 1: 

Figure 1: Current human resource structure of the company
The General Manager of the clothing division is about to retire in six months and after that, the company aims to consolidate both divisions under the leadership of a single General Manager. Nevertheless, with this change, the company aims to have strong succession planning in each business to replace the position of general manager in the future. 
The company has several career development vehicles and the description of each is as follows: 
1. Management Ambassadors Program: This specific program focuses on the freshers entering the organisation. Under this program, the company recruits graduates in different sections within the organisation. The trainees have a specific career path that is linked with their performance. For instance, they are provided with initial orientation along with SMART objectives to meet within one year. After one year, their performance is reviewed before their confirmation. After this, they are appointed in specific departments based on available position, potential and interest of the employees. 
2. Talent Review Committee (TRC): For every employee above a certain grade, the employees are graded using a potential vs. performance matrix (Figure 2). 
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Figure 2: Performance vs. potential matrix
Using this matrix, each employee is placed into a particular box based on their performance and potential. For each of the box, a personalized development plan is prepared. For instance, future leaders identified in this exercise are considered for more rigorous training and role changes to develop them for a leadership position within the organisation. 
3. House of Learning and Development (HoLD): HoLD is a specific department under Human Resource Management within the company that works on the training of the employees. Considering the development needs of the employees, this department prepares and design training programs. After the consolidation of similar development needs and training programs, these are delivered to the employees. The whole responsibility of arranging and delivering the training is on this department. For training, HoLD makes use of both internal as well as external trainers. 
4. Internal mentors and trainers: Specifically, for the development plans involving the role changes or internal movement, the company have identified mentors and trainers within the company. In this, people from senior positions have been considered and they have been developed accordingly to make the best use of senior resources within the company. 
Last year, TRC identified two future leaders; Tom and Mitch. Tom has been associated with the company for eight years. He joined as a Management Ambassador and worked at a different position in the gloves division of the company. On the other hand, Mitch has a diversified experience of eleven years and currently work as a senior manager in the clothing division of the company. Mitch has experience working in both clothings as well as gloves manufacturing companies. He is a graduate in textile engineering with a master’s in business administration. He is technically sound; however, have lesser commercial acumen. On the other hand, Tom is commercially sound and has outclassed leadership capabilities. He currently works as a deputy manager; however, he is leading a team of more than 30 people with a high engagement rate. For succession planning and to meet the aims of site consolidation, the company is planning the career development plans of Tom. 
[bookmark: _Toc69956124]Development planning 
For the case under consideration, the development planning of Tom can be divided into the following stages: 
[bookmark: _Toc69956125]Assessment of organisation’s needs 
For the development planning exercise, the organisation’s needs would always come first. An organisation typically invests in the development of human resources to respond to the varying needs considering the business dynamics. For the case under consideration, the organisation’s needs are as hereunder: 
1. There is a need for succession planning following the consolidation of two business units. With the projected new structure of the company, it will operate with a single general manager looking after two-position and effective succession planning is inevitable for sustainable growth of the company. 
2. With the changing business dynamics, leadership skills and other soft skills are likely to have more value as compared to hard skills (Lee & Bruvold 2003). Nonetheless, considering the specific case under consideration, the company would require a mix of both technical skills and leadership skills. The research indicates that technical skills are relatively easy to teach as compared to soft skills. Considering this, Tom would be a suitable choice for further development to be a potential leader of the company. 
3. With a centralised management system as aspired by the company, an individual with better people management and leadership skills would be a suitable choice. Considering the current skillset of Tom, he can be developed further to get the level of mastery in this specific competency, which will alternatively help the organisation to achieve its business objectives effectively and efficiently. 
[bookmark: _Toc69956126]Assessment of employee’s needs and goals 
To align the development plan of the employee with their personal goals and career aspirations, it is necessary to understand those critically before the creation of the plan (Dachner et al. 2019). For this purpose, various models can be used. For the case under consideration, the following models can be effectively used to understand the career aspirations and specific goals of Tom: 
[bookmark: _Toc69956127]Holland’s model of occupational personality type 
This model divides professionals into six different categories based on their behaviour and preferences that consequently define their distinguished career paths (Ferreira, Rodrigues & da Costa Ferreira 2016). This includes realistic, investigative, artistic, social, enterprising, and conventional. Under each category, different patterns of behaviours can be identified and based on these, different career paths can be decided for the employees (Morgan et al. 2019; Wołońciej 2020). Specifically, in the case of Tom, he can be placed under the social category due to his interest in people management and skills in managing the larger teams. With this preference, he can be effectively developed for a leadership position. 
[bookmark: _Toc69956128]Schein’s Typology of Career Anchors
One of the most effective models for aligning personal preferences with development planning is Schein’s typology of career anchors. According to this model, each individual carries a specific set of career anchors that are aligned with the personal preferences of the individual (Ituma & Simpson 2007). In the specific case under consideration, Tom’s preferences against each of the anchors identified in this model can be rated. For this purpose, a numerical score against each anchor can be given based on personal preferences. On the other hand, the required level for the position of future leader against each of these anchors can also be decided. Subsequently, a gap analysis can be done to identify the areas of development. This will help to align the personal preferences effectively with the requirements of a future role. Based on this gap analysis, the human resource department can initiate specific development actions for Tom. 

[bookmark: _Toc69956129]Creation of development plan
Once the individual and organisational needs are identified, the next process is to create the development plan (Nelissen, Forrier & Verbruggen 2017; Sitko-Lutek & Jakubiak 2020). The development plan is usually based on the development vehicles available within the organisation. It is necessary to align the development plan with the internal culture of the organisation (Orr, Bush & Vorhies 2011). This is primarily because the introduction of any new development vehicle might require an organisational change and validation (Latif, Jan & Shaheen 2013). Testing out a new development vehicle for development plans of critical positions may carry risks. Thus, in this specific case, the company under consideration should consider the existing development vehicles available within the company. 
As for the development plan of Tom, the company consider him for the future position of general manager. For this purpose, the conclusion of gap analysis conducted under Schein typology of career anchors can be of particular use. Based on this, the gaps in the skillset of Tom can be identified. Using that as an input, development vehicles can be decided for career development. For instance, if broadly analysed, Tom has better soft skills; however, for the technical skills, he might require job rotation to have an idea of clothing manufacturing as well. He already has the expertise of glove manufacturing and with a technical understanding of the clothing business, he would be ready to take on the challenges of a leadership position. Similarly, other gaps in the skillset can be identified using appropriate development vehicles available within the company. 
[bookmark: _Toc69956130]Selection of the right development vehicles 
As demonstrated earlier, the selection of development vehicles is critical to ensure effective outcomes of a development plan (Katić et al. 2020). This is primarily because each development goal requires specific needs of the development vehicles and if that is not responded to correctly, the individual might not be able to acquire the required skillset (Stacho, Stachová & Raišienė 2019). It is also necessary to align the development vehicles with the organisational culture (Kimani, Gesimba & Gichuhi 2020). In the adverse cases, the individuals might not be able to cope up with the changes led by the development activities and outcomes, in that case, might not be as expected. 
For the case under consideration, the company has several development vehicles available. Based on the identified gaps, HoLD can be used for classroom-based training. For instance, to provide Tom with the necessary technical knowledge related to the clothing business, a specific training module can be prepared and classroom-based training can be conducted. To make him familiar with the business norms of clothing, job rotation can be planned under a mentor in the clothing business. Similarly, other development vehicles can be utilised based on the particular gaps to be addressed in the skillset. 
[bookmark: _Toc69956131]Implementation, measurement and optimisation 
After the selection of the appropriate development vehicles for the development goals of the employee, the next step is the implementation of the plan. For this purpose, it must be organised in a way to avoid any problem or disruptions to the business (Khan & Baloch 2017; Plan 2019). For instance, if the development objectives and chosen development vehicles require a job rotation, it must be carried out at correct timings to avoid any disruptions for the business. Moreover, the resources required for the particular development needs must also be reviewed critically and should be available to the employees to get most of the development plan. 
After the finalisation of the implementation plan, the next consideration should be on the measurement of the performance. There must be a consistent measurement of the performance against set objectives to ensure that the actual outcome is following the development needs of the employees. In case of any variations in this, the optimisations can be carried out to ensure a high degree of effectiveness. 
[bookmark: _Toc69956132]Conclusion 
Based on the key arguments within the paper, it can be argued that development planning is crucial for effective succession, high engagement, and attracting potential talent for the organisation. Besides, this is also considered necessary to respond to the growing challenges of diversity, globalisation and the gig economy. For an organisation to stay competitive in the organisation, it requires continually improve the competencies of the employees, which is the essential focus of development planning. On the other hand, employees are interested in development planning because it always results in the establishment of new capabilities, skills and experiences. To align the development plan of the employee with their personal goals and career aspirations, it is necessary to understand those critically before the creation of the plan. For this purpose, various models can be used. Once the individual and organisational needs are identified, the next process is to create the development plan. The development plan is usually based on the development vehicles available within the organisation. It is necessary to align the development plan with the internal culture of the organisation. This is primarily because the introduction of any new development vehicle might require an organisational change and validation. As for the development plan of Tom, the company consider him for the future position of general manager. For this purpose, the conclusion of gap analysis conducted under Schein typology of career anchors can be of particular use. Based on this, the gaps in the skillset of Tom can be identified. Using that as an input, development vehicles can be decided for career development. 
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