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Introduction
This report provides a critical evaluation of vehicle available to the company, and it also explains the extent it is appropriate to meet the individual's development needs. The report Developed a theoretical plan to guide the human resource officer to meet the identified development needs and expectations of an individual. Furthermore, a tabular plan is developed from the theoretical analysis to show a clearer picture of how the plan looks.  Human resource management is a comprehensive and coherent approach to the employment and deployment of people (Armstrong, 2014). Human resource is regarded as one of the most important departments of an organisation in the modern-day human resource era due to its numerous functions. This report aims to present training and development needs for employee individually according to their condition. Human resource cannot be ignored when discussing organisational performance and development. Therefore, it is recommended that human resource officer should provide development training for each of the employees as it suits their needs. Development training is a process of developing work-related knowledge and skills in employees to improve performance systematically. For example, coaching, mentorship, workshop/seminar, job-shadowing, and supervision could be classified as internal mechanisms to improve individuals in a workplace. The training will contribute directly to the development of the organisation. Training must start with recognising training needs through job analysis, performance assessment, SWOT analysis and organisational analysis. Once an employee/personnel's training needs have been identified, the next step is to organise training programs. The report established some principles to justify What, Why, How, When, Who, and Where. The purpose of the organisation development plan is discussed.   






Human resource management
Human resource management is the organisational function that manages all the issues related to the people in an organisation (Heatfield, 2021). The human resource management functions are not limited to recruitment and hiring, compensation, and organisation development. However, it also includes performance management, such as measuring individual performance and organising appropriate training. The dominant models within human resource management theory and research focus mainly on improving performance. Employee performance is one of the determinant factors for the competitiveness of an organisation in the industry. Human resource is saddled with checking employee performance and a deficiency in line with the dominant human resource model. The human resource department must organise training, preferably through the development vehicle available in the workplace.
Development vehicles are internal processes that organisations use to train employees to improve their performance for career development in the organisation's effective general performance. Human resource recommends development vehicle in the organisation because it is cheap to organise and, in some cases, it goes with the daily activity which makes it easier for the employees. At the same time, some of these pieces of training are separated from work due to their nature. An internal mechanism to train workers to improve their performance is adopted by most organisations to train new employees instead of organising external training that could cost more. For example, Poundland, Tesco, ASDA, and Lidl train most of their workers through this process because it does not require high professional skill to operate in their system effectively.

TRAINING AND DEVELOPMENT
Training is defined as "a planned process to modify attitude, knowledge, skill or 
behaviour through learning experience to achieve effective performance in an activity or 
range of activities.
Training is a planned process to modify attitude, knowledge, and skill through learning experience to accomplish effective performance in an activity or range of activities. In a work situation, it is a purpose to develop individuals' ability and satisfy the organisation's current and future needs. 
Employee training is a program designed to improve technical and soft skills and knowledge to do a specific duty in a more efficient, successful, or safer manner.
Employee development is the overall process that employer use to provides employees help to improve skills gradually, gain more knowledge, and progress in their careers.
 EVALUATION
Human resource management is a strategic department that plays an essential role in an organisation to ensure employees' high-performance levels. Employee's performance is a crucial factor to determine the success of the organisation in the competitive market. Ensuring employees' excellent performance in the organisation is not negotiable because it is the organisation's bedrock. They consider the present situations (COVID 19) in terms of people's perception of safety on employees' side and the financial cost attached to it on employers' side. Second, most trainers do not want to expose themselves to crowds or groups of people to avoid contact and consider that most of the training is practical been an engineering company. Considering the present situation, available development vehicles such as coaching, mentorship, shadowing, on-job training, and seminar recommend internal mechanisms. Development vehicles are an Internal mechanism that organisations use to train both new and old employees to improve their performance. This training will be in a group of six according to COVID 19 regulation, and each type of training will be conducted according to employees need. For example, the employee that needs instruction and monitoring will be trained by supervision methods.
It is appropriate to meet the development need of individual employment because, over the last year, the pandemic has kept workers at home without any form of practice. To ensure a high level of performance, there is a need to organise training to provide the employee knowledge, skill and ability to carry out their responsibilities. Towards achieving the organisation goals, training and development plan must be incorporated into the organisation practice periodically. 


Development vehicle
Development vehicles are the internal mechanism for an organisation to help the employee develop their career. For example, coaching, mentorship, workshop/seminar, shadowing, job rotation, and succession planning meet individual employee needs. Most organisations prefer it because it is cheaper to organise and easier to cope with by the workers. Construction company appreciate it during this pandemic because it will allow them to have their training with people they already know in a familiar environment.  

Guidelines for training and development plan
Goals
To develop a plan for training and development. 
· To make the employees and employer have a simple and straightforward director.
· To skillfully equip the employees to perform optimally.
· To reduce wastage and profit-oriented in their operations 
· To focus on the client's needs and aspiration.
· To build a co-ownership mentality in the employee.


Evaluation of strengths and weaknesses of each employee relative to their department goals.

The strengths and weaknesses of each employee need to be evaluated by SWOT analysis or performance review, what the organisation can leverage, and the challenges that need to be addressed. After addressing all these, training can now be recommended for each employee base on the identified gaps. Their interpersonal skills level is considered because as work evolves, interpersonal skills such as collaboration and teamwork will be needed to interact with each other to build a strong relationship.



                                              employee performance review

	Job knowledge 

	Poor knowledge
	Fair knowledge
	Sufficient knowledge
	Thorough knowledge
	Excellent knowledge


	Decision making

	Unable to make decisions
	Barely make decisions
	Average decision
	Standard decisions
	Consistently making good decisions


	Quality of work

	Unacceptable quality
	Barely meet standard quality
	Standard quality and acceptable errors
	Standard quality and barely make errors 
	Accurate and quality job



Table 1.1

Discuss development needs
This discussion is key because it includes presenting the employee development plan and carrying the managers along to enable them to know their role in the development plan. 
Meeting with each employee to discuss what they need to learn and what they want to learn will prepare both parties for what to expect (result). It will also provide an avenue to prepare a development plan for them and coach them on preparing themselves for the training and other requirements for them to proceed on their plan.

Plan, organise and deliver
Once an agreement has been reached between the two parties (HR officer and employee) on what it requires, one can now establish the type of training and embark on the plan in a tabular form like a rota, attach it to a specific timeline and provide a resource alongside to carry it out.

Follow up and review
Follow up regularly to evaluate the progress and ensure the project is going according to plan and review the training activities at a suitable interval will help understand where they may be off track. One can realign to make sure that people are learning in a way that will contribute to the success of the organisation or department. 


Competency
To develop a plan for training and development, it is essential to know their competency level, making it easy to identify the training he or she requires. To further evaluate the employee knowledge gap is also a factor to consider knowing where they are against where the organisation wants them to be when it comes to their competency. An interview will also help determine employee's interest because having stayed at how long, they might develop an interest in other areas that could improve the organisation output. For instance, some employees have developed IT skills, and they are thinking of changing career in the same industry; such employee might be considered for training because of the past record. Formal training will be conducted to fully establish the gaps of competency and necessitate the need to assign specific training to each employee. 
  

Employee development plan
	Employee
	Date 

	Department 
	Period :  from                   to        



	Development goals 
	Action 
	Timeframe 
	Progress 
	Review 
	Result 

	To approach clients profesionally
	On job training
	1 months
	
	
	

	to improve IT skills
	Coaching 
	3 weeks
	
	
	

	To operate new equipments
	workshop
	5 day
	
	
	

	To work as a utility worker across department
	Job rotation
	2 weeks
	
	
	

	To improve overall knowledge of the operations
	mentorship
	3 – 6 months
	
	
	



Table 1.2


Training
Training refers to educational activities within a company to enhance employees' knowledge and skills while providing information and instruction on performing specific tasks better. If you want employees to enhance their skills and understand, coaching and mentoring them should be included in the new employee on the job training. The senior and experienced employees should guide them on what is usually done on several occasions they encounter in their line of duty. Most companies refer to training and development as an integral part of the human resource development activity.  An appropriate employee training and development program must be a mixture of knowledge, career development and goal setting. 
ON JOB TRAINING 
There are many things employees can learn from the day to day task in the company. Ensure you have a performance development plan geared towards equipping the employees with the necessary skills to carry out the daily duty. There are different ways how companies operate, from the simplest things to the standard protocol. However, internal training and its needs to instil in the new employees.

COACHING
It is a method of equipping employees with skills, knowledge, tools, and opportunity to fully enhance themselves to be effective in their performances to the company. 
 
INTERNAL TRAINING 
Having internal training is one the time when the company seminar room is fully utilised. Organise several sessions internally to add value to the employees and help them carry out their duty efficiently. It is an excellent practice to occasionally make internal training a refresher and update them to foster a company's culture. The training must be exciting and always explain in advance why they need it. Employees will generally be willing to attend when they are fully informed before the training.

MENTORSHIP
This process is where a more experienced individual will share knowledge with some less experienced mutual understanding. If you want employees to enhance their skills and gain knowledge, coaching and mentoring them should be included for the new employee. The senior and experienced employees should guide them on what is usually done on several occasions they encounter in their line of duty.

JOB ROTATION
Job rotation will create an opportunity for the employee to learn new skills and knowledge within the organisation. This will make the organisation flexible in assigning tasks and increasing their possibilities in meeting the client's needs.
 
WORKSHOP/SEMINAR
In an engineering workplace, a workshop is a kind of training where participants carry out some activities instead of listening throughout the training session. The knowledgeable department in an organisation mostly carries this out.

SUCCESSION PLAN
It is a duty of human resource management that is very vital for the future of an organisation. As the organisation expands, there would be new roles to fill. Some knowledgeable employees may go and leave an empty spot to be filled as time passes by. Succession planning will guarantee that you will have employees ready to fill new roles and empty places to ensure the company's continuity. Succession planning is essential and beneficial for the employer. Proactively, Good planning will ensure each role, especially critical positions in the organisation, will be filled with competent players with enough knowledge and expertise in the corresponding department. With succession planning, you will have the successor understand and used to the company culture and objective. Unlike recruiting new people, the successor from succession planning will quickly adapt to his new role in the company and already have the same vision and mission. In addition, the loyalty level commonly higher if you prepared your staffs from an early stage.

Employee recognition 
Finally, employee recognition is one of your managers' best practices to support their employees' development plans. Recognising employees' work and giving them positive feedback has a tremendous effect on learning and adopting new behaviours. 

Developmental Needs - Our organisation motivate employees to look for ways to improve knowledge, skill and develop career opportunities. To a large extent, considering budget constraints and other training priorities, this type of training should be considered. However, it should be made clear that this type of training should be the lowest priority if it involves cost. Self-development is encouraged and promoted. 
[bookmark: _Hlk70864969]
CONCLUSION
The report discusses human resource functions in terms of training and development in an organisation. The report highlighted the process to organise training of all kinds that could be arranged within the company. The report shows that managing training within the company is preferred because the cost is lesser than outside arrangement. No doubt, training and development plan are instrumental to organisational development. It is a pilot project to obtain or transfer knowledge, skills, and behaviour (KSB) in training to close the knowledge gap.
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