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[bookmark: _Toc532760867]Introduction: Human Resource Management of any kinds of firm is a mandatory task in order to ensure best output from the work and operation.  The skill and knowledge management of the employee are mostly depending on the Human Resource Management. It will create better relationship among the employee, employ and organization. The efficiency and effectiveness of the operation or the production is mostly depend on the proper Human Resource Management Here the author is going to discuss about the benefit of the employee development in the T. M. Lewin in order to make a better relationship with the employee and firm. The potential benefit of that development to the individual will be analysis by the author here. The development instrument or vehicles will be evaluated by the author in this work through the analysis of various model and theory which is relevant to the human resource development. The author will also discuss about the framework of the T. M. Lewin which will meet their expectation through the development of the employee. The author wilbl discuss about the appropriate plan which will able to meet the target of the T. M. Lewin from the work of the employee development within a project work. 



[bookmark: _Toc532760868]1. Critical assessment of the potential benefit of T. M. Lewin and individual of personally developing individuals in the workplace 
The concern authority of the T. M. Lewin is trying to make the employee more potential toward the increasing their shirt production and quality ensuring of those employee. According to the case of that firm, the concern authority of the T. M. Lewin need to create a integrate team to develop the skill of the employee through various measure (Albright, 2011). They will follow the below model in order to develop their employee. 
[image: http://www.ppldev.com/images/employee_development_model.jpg]
Figure: Buttle, 2018
T. M. Lewin will integrate the employee who is not doing well or who has a problem in the production of the shirt. By setting goal, T. M. Lewin will conduct SMART goal setting in order to attain it. And they will take the feedback in order to make further steps. 
 Potential benefit of T. M. Lewin and individual of personally developing individuals in the workplace
Increase productivity:  The productivity of the T. M. Lewin will be increase through the development of the skill of the employee of the T. M. Lewin. The problem of the employee will be finding out before taking steps regarding the development of the knowledge and experience (Coyle-Shapiro, 2015). When the employee will able to address their problem properly, they will able to give their best through their quality improvement. 
Less supervision: When the employee is able to gather proper knowledge toward the production of the shirt and coat of the T. M. Lewin, they will try to give their best in order to help the firm.  Then they will need for less motivation and control. It helps the concern authority of the T. M. Lewin to focus less on the supervision of the employee. And ensure their empowerment toward the exploring their potentiality. 
Reduction of error and accidents: The error of the production of the shirt and other means cloths will be happen if the employee of the firm is not qualified. When the employee gets the chance to address their problem, they will ensure the better work at that sector (Gilley, et al, 2011). That will reduce the accident in the production and it will help to provide refurbish free product. 
Provide a clear path: The goal along with the mission and vision of the T. M. Lewin will be clear to the employee. The concern authority if the T. M. Lewin will disclose to the employee during the development plan. That clear path of the T. M. Lewin helps to work toward the objective oriented to the employee. 
Talent pool: The development and improvement plan of the employee will be set after the consideration of the problem and loophole. The skill employee will be finding out by the authority of the T. M. Lewin authority during the observation of those employees. The innovation and invention of the T. M. Lewin are done through the development of the talented employee (Hunt and Weintraub, 2009). 
Addressee conflict and problem: The T. M. Lewin firm was established 120 years ago. But they are able to retain and steer the market after the 1985. After that development and change of the ownership, the conflict among the employee were emerged. T. M. Lewin’s authority then took necessary step toward the relationship development of the employee throng the consultation. That reduces the conflict and other problem of the employee of the T. M. Lewin during their production and the workplace. 
Address employee weakness: When the T. M. Lewin recruited the employee unskilled and skill employee. They need to ensure the skill of the unskilled employee through the various staff development. They will follow the various relevant models in order to address the employee weakness (Sloan, et al, 2017). By those models, the authority of the T. M. Lewin is able to make sure that each and every employee. 

Kirkpatrick's Model of Staff Development
[image: Related image]
Source: Strycharczyk and Elvin, 2014
Kirkpatrick focus on the staff development through the various levels. At the first level, the reaction is the preliminary level of the staff development.  The participant and satisfaction of the employee are considered here in order to address their need. And then the authority will go for the second stage. Here the knowledge and skill of the employee will measure to develop their knowledge. T. M. Lewin’s authority will consider the learning and training in order to develop the quality of the employee in order to make the more effective. The impact of the coaching and training of the T. M. Lewin’s employee will be measure through the various criteria. And then the result of the initiative will measure through the gathering feedback and take further steps to improve the loophole. 
Job satisfaction:  The employee development ensures the satisfaction of the employee through ensuring their limitation. The human resource development of the T. M. Lewin will include the incentive and benefit providing as a part of the motivation of the employee (Tjosvold and Leung, 2014). That will incite them to give the best to the firm during the production of the shirt and coat of the T. M. Lewin. 
Reduction of the turnover and absenteeism: The T. M. Lewin is able to reduction the rate of the turnover and absenteeism of the employee. By ensuing the engagement of the important work of the T. M. Lewin that are ensure by the authority. 
[image: Related image]
Figure: Todd, 2009
The engagement of the employee of the T. M. Lewin is ensure by the Zinger Model. The concern authority tries to connect the employee toward the mainstream of the development of the firm. By providing all kinds of facility, the T. M. Lewin’s authority ensures the recognition of the employee who is not doing well and who is doing really well. After the detection of those employees who is qualified, they engage them in the development. The model will ensure the performance maximization of the employee very easily. 
Ensure longevity of employee: The sustention and retention of the quality employee is very important. When the employee is able to make an efficient and effective employee, it will cost many effort and finance. They need to ensure the longevity of the employee through providing incentive (Lewis, 2016). By developing the foundation of the employee, they will able to get the benefit from the employee very easily. 
Corporate culture: When the T. M. Lewin is able to do better for a long time, that firm will make it institutionalize through the making it as a culture. T. M. Lewin can provide the regular training and coaching through the on the job and off the job training facility. T. M. Lewin wills conduct that at a definite time of the year. And the new employee must have to take the foundation training (McShane and Von Glinow, 2014). That worm of the T. M. Lewin will develop the employee experience and it help to befitted by the employee easily. 
Empower employee: The relationship improvement of the employee by the concern authority of the T. M. Lewin will help to make the employee more confidence. When the T. M. Lewin firm ensures the employee participation in the decision making, they will fell empowered. That will motivate them to do the entitled work for the firm which will help to provide the better quality product to the means easily (Pearson, et al, 2011). That will help the firm to reach any types of organizational goal easily. 
Improve job performance:  Better mentoring, monitoring, controlling, training of the employee will help to improve the capacity of the employee vey easily with the ensuring the addressing the limitation. Regular measurement of the employee performance of the T. M. Lewin will helps to reduce the functional loss and help the firm to reduce the cost of the time and finance very easily. 

[image: Image result for employee organization relationship theory]
Figure: Selk, 2010
The impact of the employee on the organization has both the positive and negative side. When the employee express their conformity creates, they will adversely impact on the performance of the T. M. Lewin. It reduces the quality of the production of the shirt and coat of the means along with the number of production will be reducing rapidly. The rebellion of the employee will appear if the concern authority of the T. M. Lewin will take steps regarding that conformity. But if the firm is able to convince the employee easily, they will ensure their duty and work of the production properly and perfectly. The authority will take the advantage of the convincing of the employee through the making creative individualism through the various programs (Silton, 2016). They will make a session to consulting the employee who are isolated and did not consent about the operation of the T. M. Lewin. That addressing of the employee demand and need along with various problem will helps to benefitted to the T. M. Lewin and the employee who is comparatively less qualified in the T. M. Lewin production and operation. 
[bookmark: _Toc532760869]2. Critically evaluate development vehicles available to your organization and explain the extent to which you think they are appropriate in meeting the development needs of the individual 
Tm Lewin has some vehicles of career development. As per the case some of the employees were performing below standard for different causes. Tm Lewin career development department had taken initiatives to help those employees to perform better and they were successfully able to do that. 
There are different individual development vehicles within the organization such as 
Performance management
Tm Lewin has a comprehensive performance management system and that’s why performance management department is successful in this organization to ensure good performance among the employee. Performance management means helping employees to attain the organizational objectives and personal objectives to ensure welfare for the organization as well as the individual. There are different theories and method of performance management like goals setting, Total quality management, six sigma approach of quality management. Different approaches are used by the manager of the Tm Lewin organization to ensure good performance of the employee (ADENLE, 2017). 
[image: 001a3-Performance-Management1-300x209]
Source: Schwartz, 2009
Performance appraisal department 
In Tm Lewin there is a department name performance management. The work of the department of performance appraisal is to oversee the desired performance of the employees in an organization and the original performance of the employee. The main task of the performance appraisal manager is to find out the gap between the actual and real performance of the employee and if they find any gap, performance appraisal department, knows it to the performance management team of Tm Lewin and performance management team of the organization employee coaches and staffs to overcome the gap between the actual and the real performance of the employee in an organization. 
[image: performance-appraisal]
Source: ADENLE, 2017
Tm Lewin assess to things in an employee 
1. Strengths and 
2. Weakness of the employee 
Performance appraisal team find out the strengths point of the employee in an organization and weak point and try to use the strengths point of the employee to achieve organizational goals and objectives. 
Career planning and management department 
Career planning and management is an important task for an organization and by developing the career of the individual employee in an organization, organization ensures the performance of the organization. if there is no alignment between organizational goals and employees performance, organization cannot achieve its desired objectives (Analoui, 2010). Tm Lewin follows steps and approaches to ensure better career for the employee to ensure better future of the organization. Tm Lewin has a realization that by achieving individual career objectives, organization can achieve its real objectives. 

Identify individual’s goals 
Without goals, nothing is possible to achieve, goals and objectives is the driven force of performance for an employee in an organization. Tm Lewin helps the employees to find out their goals and objectives. When the organization recruits its employee, it shows some options and explains each of the options to them and Tm Lewin performance management team also show the employee the way to achieve goals and objectives and it gives the employee freedom to choice the career alternatives according to their skills and competencies. 
Assessing personal characteristics 
Tm Lewin assesses the personal characteristics of the employee to find out the strengths and weakness of the employee. It helps the performance appraisal team to take decision in where the individual employee is fit for. 
Determine how and if goals can be reached 
Tm Lewin helps the employee to determine their goals of the career and it also shows how to achieve those goals and objectives. Tm has some career mentors who help the employee on career planning and career objectives on the basis of the skills and competencies of the employee. Periodically reassess goals and progress toward goals. 
Schein’s typology of career anchors 
· Technical/Functional competence 
· Managerial competence 
· Security and stability 
Tm Lewin assess the competencies of the employee using the Schein’s typology of competencies 
Technical competence: according to Schein’s technical or functional competence of an employee are the technical and functional abilities of the employee which can be made used by the organization. 
Managerial competence: Managerial competence of an employee is the type of competence which can be defined by the ability to get things done by other people. Managerial competencies are one of the vital competencies which can be used in different department of the organization. 
Training and development 
Training and development is the most important tools of the organization to manage the performance and by developing the performance of the employee organization, try to ensure the performance of the organization. Different training and development facilities are there in Tm Lewin such as on the job training, off the job training, foundation training. Development of performance of different employee is a long term process. Performance development carried out long term goal setting and achieving. Tm Lewin offers different training and coaching facilities. It has special training facilities for the fresher employees (Belloc, 2017). As per the case the employees who were performing below standard were middle level fresher’s and could not adopt the environment and working conditions and some of them were suffering from mental depression and could be make able themselves to set the career goal then Tm Lewin’s motivation and personal manager spoke with those employees and career development manager told different aspect of their career in this organization. 
Performance monitoring and evaluation
Performances of the individual performance are monitored and evaluate by the monitoring and evaluating team. In Tm Lewin, the aim of monitoring the performance of the employee is to cheek that all the things are going on in accordance with the organizational goals and objectives. 
Human resource development 
Human resource department helps Tm Lewin to recruit competent and skilful employees into the organization and making them valuable resource of the organization to achieve the organizational goals and objectives. 

Motivation and counselling department 
Ensuring motivation among the employee is one of the important tasks of the organization to gain the objectives of the organization. To ensure motivation for each employee Tm Lewin arrange some tour and vacation to boost up energy of work into the employee. 
These are the individual career development vehicles of Tm Lewin organization which is a good brand of clothing. The personal development vehicles mentioned above are universally applied and there are some drawbacks of all the individual vehicles some of them are sometimes realistic goals are not set by the employee and organization impose random goals and objectives to the employees and it create problem for them. Proper working environment is important for the achievement of the achievement of organizational goals and objectives (Lyons, 2014). Vehicles like performance management and performance appraisal has universal applicability. Sometimes organization cannot appraise the performance of the employee properly. Proper implemental of career development plan is useful to manage the performance of the individual and as well as the performance of the organization. After all the individual development tools used by the Tm Lewin is appropriate and that’s why it was able to manage good performance among the entire employee within the organization. 
Coaching and all time observation of the performance and ensuring working environment in the organization is also vital vehicle for individual development. Performance record and short time target and incentives is also boost up the performance of the employee. Motivation theory like hierarchy need theory which covers physiological needs, esteem needs, self actualization needs. Organization should sets career goals and objectives keeping these things in mind. 



[bookmark: _Toc532760870]3. Develop a plan to meet the identified development needs and expectations of an individual
Career development plan is an important factor to bring one’s career in a position. By career development plan individual employee and worker ensure better career in future within the existing organization. Before making career development plan, it is necessary to identify the interested sector of an employee. A details plan is being developed to meet the needs and expectations of an individual. 
[image: career-plan1]
Source: Lyons, 2014).


Identifying the skills and interests 
Before making career developing plan an individual employee should indentify the skills and interested field of work. It needs to be identified because if an individual employee don not know the strengths and weakness of him, he or she may not perform to his expectation. Individual employee should also identify his or her weakness and he or she should overcome the lacking by taking training and consultations. Tm Lewin helps the individual employee to identify the workers strengths and weakness (Maree, 2010). 
Skill assessment and continues training 
Skill assessment is an important aspect of career planning. Skill assessment includes assessing the all the skills required for the job. Skills which are preferable by the organization should be nurtured and should be make use of the skills to achieve the organizational goals and objectives. 
Work and family integration 
Work and family integration with career is an important way to improve individual career. Work and family should be tactically handled by the worker.
Growth Vs Stability orientation 
In the time of career planning employee should maintain a stability of growth. Growth should be maintained in such a way which can affect the performance and getting incentives from the organization. 
Independent Vs Sequential career Decisions 
Independent and sequential career decision is an important aspect of career development. Employee should independently choose his or her career path and sequential decision should be taken to bring his or her carer a desired level (O'Donnell and Dierolf, 2010).  Tm Lewin’s employee is assisted by the career development mentor to take important decision in career such as which field of work should be given priority and so on.  

Career information & career pathing systems
All the necessary information related to the career of specific job should be gathered to take decision. Necessary information make the decision making easier and it help to select the path on which an individual employee can proceed. 
Skills assessment and continuous training
Sills and assessment should be taken into consideration. At this stage of career planning, individual worker or organization should assess the planning is implemented according to goals and objectives. 
Overall life goals 
Overall life goals mean setting the goal of life by setting the goal of the career. Individual career should set the overall life goals and objectives on the basis of the overall goal of his life. 
Social background, including family factors 
In career planning social background should be taken into consideration. The individual employee who belongs to a society should make his or her career plan according to achieve that social and family status. Individual should discuss about the current career planning and should take suggestions and information to make a better career planning (Schwartz, 2009). 
Personal interest of the individual 
In career planning personal interest will be given priority as personal interest is the driven force of any work. 
An individual career planning can be made on the basis of this sequence 
[image: images (1)]
Source: Belloc, 2017
Identify Individual goals: First of all individual will find his or her individual goals, it could be life goal. 
Assess personal strengths and weaknesses: After identifying individual goals and objectives, the second step of career development plan is to find out the personal strengths and weakness. 
Determine how and if goals can be reached: After assessing personal strengths and weakness employee will set how the desired goals will be achieved and a time frame will be given to reach that goals and objectives. 
Obtain information about career requirements: Necessary information about career requirement will be find out by the individual employee and on the basis of the information, individual should make him or her ready for the job to attain predefined objectives (Wiseman and Taylor, 2011). 
Compare personal resources and career requirements:  A comparison will be drawn between personal resources and career requirement for example In Tm Lewin, career requirements are given by the organization and individual arrange the required resources to prepare him or herself. 
Take steps toward goal: At this stage employee take one by one step toward achieving the goals and objectives of the organization. 
Periodically reassess goals and progress toward goals: This is the final stage of career developing plan. In this stage employee will reassess the goals and implementation of plans time to time to ensure everything is going according to the plan. 
On the basis of the above discussion, it can be said that career development plan is a long term and gradual process. 


[bookmark: _Toc532760871]Conclusion: Human resource positively impacted the operation and production by increasing the capacity and capability of the employee. The author of this task finds out the benefit of the employee development through following a perfect framework.  The author disclose various model like Kirkpatrick model of  staff development, Zinger’s employee engagement model and other relevant model which will help to ensure and determine the element of the employee development.  The personal benefit of the employee along with the organization benefit express by the author here. The evaluation of the development vehicles and its effectiveness on the T. M. Lewin firm during their work of production disclose properly by the author. The assessment of the individual performance development model and plan along with the framework is determined by the author here. A comprehensive and appropriate plan for the employee development of the T. M. Lewin is showed by the author in this task. 
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