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[bookmark: _Toc46169785]Introduction 
Employee development is referred to as the process of working with employees to enhance, improve and refine the existing skills and knowledge of the employees (Sing and Vadivelu 2018). It is a process in itself where the employees undergo a number of training and development programmes to enhance the skill and knowledge base. Almost, all the organisations are using developmental methods to develop the individual needs of the employees (Noe and Kodwani 2018). Considering the significance of employee development, the present report discuss the development vehicles available to the organisation and explains the significance of employee development. The extent to which development needs of the individuals are met are also discussed in this report. The report also places focus on the development of a plan to meet the developmental needs as well as the expectations of the individuals. The report is divided into two tasks. Task 1 is critical evaluation of development vehicles and the appropriateness of development vehicles in meeting the developing needs of individuals. Task 2 is the development plan to meet the development needs of individuals. The report takes into consideration the German investment bank named Deutsche Bank and uses the case of Mr X who has certain developmental needs.
[bookmark: _Toc46169786]Task 1 Critical evaluation of development vehicles and the appropriateness of development vehicles in meeting the developing needs of individuals 
The business environment faced by modern organisations is characterised by many changes and challenges (Fallatah and Syed 2018). It has been identified that the employees are the guarantors of success. This is the main reason why modern organisations are currently providing specific training and development opportunities (Dachner et al. 2019). Such organisations want their employees to better in professional and private lives. Thus, much efforts and time are involved in providing latest knowledge and skills involved which is needed in order to maintain career growth. 
Deutsche Bank (DB) is a renowned investment bank which stresses on employee development and growth. It conducts a global survey on an annual basis to identify the concerns of the employees in order to carry out its employee development vehicles (Park et al. 2018). The survey helps the bank in setting out the priorities in employee development (Remington and Pellicano 2019). Since DB is a large organisation, there are a number of employee development vehicles or methods available to the employees which help in enhancing the overall development of the employees. This includes job rotations, training, coaching, committees, on-the-job development and many more. 
The main development vehicles used by Deutsche Bank are training, job rotations and committees. These are majorly used by Deutsche Bank wherein employees are highly prioritised and are  provided with employee development activities. 
[bookmark: _Toc46169787]Training 
The most common employee development method is training wherein the training needs of the individuals are taken into consideration (Alshmemri et al. 2017). As per the framework of Dawn Lennon, the employee skills and knowledge are developed by a combination of hands on exercises, handouts, lectures, classes as well as group and individual assignments (Hale et al. 2019). It generally includes both formal as well as informal methods to skill and knowledge development. With regard to Deutsche Bank, it has been observed that the bank places extreme attention to the training of its employees. For a fresher, the Induction programme is conducted to impart knowledge about investment banking, Deutsche Bank, investment banking operations and the clients of the banks. After the induction training is completed, the employees are trained about their specific processes. For instance, some employees are in Custody Operations, some are in Anti-Money Laundering and some are in Cash Operations. The bank provides different trainings as per different programmes which help in enhancing the knowledge and skill base of the employees (Sing and Vadivelu 2018). In addition to this, the bank provides a number of other trainings on communication, leadership as well as German language in order to help the employees in developing themselves. For instance, Deutsche Bank involved its employees in A1 level and A2 level German course wherein the employees learnt German language which will not be helpful only at the job in the bank but also in various other working spheres where German plays a significant role. Adding to this, Deutsche Bank ensures that employees regularly take 3 online trainings every quarter which are process and department specific (Jakubiak and Sitko-Lutek 2018). This provides regular updates on the process which enhances the knowledge base of the employees. Also, the employees are indulged in much informal training in the form of YouTube tutorials and reviewing educational blogs for skill and knowledge development. 
According to Hale et al. (2019) training is a product of motivation which employers tend to instil among employees. Training act as the motivation and as per Herzberg’s twp factor theory, it is seen that training is one of the motivating factors which give positive satisfaction to the employees. It leads to personal growth and thus, it is a motivating factor. With regard to Maslow’s hierarchy needs theory, it has been identified that higher level needs of self esteem can be fulfilled only when lower needs are fulfilled (Hale et al. 2019). When appropriate training is provided to the employees, self-actualisation needs of the employees are fulfilled. Employees by undergoing training, increase their knowledge and skills which in turn which help in enhancing their worth in the organisation and thus, self-actualisation needs are fulfilled. Thus, this particular employee development vehicle of Deutsche Bank has helped in meeting the developmental needs of the organisation. Every employee wants to get trained so that he possesses all the required skills and knowledge to perform the job (Jakubiak and Sitko-Lutek 2018). Deutsche Bank provides excellent training opportunities to the employees and thus, the developmental needs of the individual are also maintained. The particular individual has his own training and developmental needs such as learning the basics of the process knowledge, business communication and foreign language trainings. There is no denying the fact that Deutsche Bank’s training are effective and help in meeting the individual learning and development needs.
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Another very popular employee development method is job rotation wherein the employees volunteer to rotate roles with their shift team colleagues in order to learn something new (Fallatah and Syed 2018). In this method, employers learn about the employees who wish to rotate job. Employers encourage job sharing as a method for employees who wish to indicate the desire to get more knowledge, skill and experience in order to develop additional skills. The main intent is to rotate the roles and tasks in order to learn something new. 
This is widely used in Deutsche Bank by way of stretch assignments wherein the management work with employees in order to provide them the way to improve. This is then followed by finding assignments for employees to develop the skills. These assignments are able to push the boundaries of the existing role and responsibility of the employees. Stretch assignments of Deutsche Bank provide the employees to expand the scope and focus on additional skills needing development. They are both horizontal as well as vertical. Vertical include the extension of the scope of the role of the employee to make use of additional skills to include down-stream and up-stream responsibilities whereas horizontal assignments include the tasking of the employee in order to do more work similar to the existing role (Dachner et al. 2019). Deutsche Bank has majorly used this employee development vehicle as the best way to train adaptability and flexibility. Deutsche Bank is a high believer of business continuity management and thus, it emphasizes on the job rotations. In addition to this, it is seen that this method plays an important role in meeting the development needs of the individual. It is identified that the individual has needs of newness and change. Doing the same work makes the individual mechanic and monotonous and thus, every individual has the need of doing and learning something new. This job rotation method is quite appropriate in meeting the developmental needs of the individual. The individual has the learning needs and wants to experience new learning and skill set which will help them in future. However, this method has certain limitations as well pertaining to less say of employees with regard to the role that they want. Many times, the managers only decide the role where the employee is to be rotated (Alshmemri et al. 2017). This does come in the way of meeting the developmental needs of the individual because what employees want and what role they are offered are quite different. In such cases, job rotation employee development method is not appropriate in meeting the developmental needs of the organisation. Maslow’s hierarchy of needs theory indicates that the self-esteem needs of the individuals are attained by job rotation method wherein after job rotation, the employees feel confident and they see their achievements as valuable. 
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This is yet another important employee development method which plays an important role in motivating and engaging the employees. It is seen that promotion is a motivator factor as per Herzberg’s two factor theory. As per this theory, it is seen that recognition and achievement have a great role to play in motivation (Chopra 2017). Promotions are highly motivating and at the same time ensure fulfilment of development needs of the organisation as promotion provides new learning and growth opportunities. Considering Maslow’s hierarchy of needs, it is observed that this particular employee development method leads to attainment of esteem and self-actualisation needs wherein the status of the employee increases (Jehanzeb and Mohanty 2018). Such needs involve the desire to feel good about themselves. It involves those aspects which are valued by others. 
In Deutsche Bank, promotion is provided to the employees as per their tenure. It is seen that the employees are promoted as per tenure of the employees. This approach is criticised by many having said that Deutsche Bank does not pay attention to the hard work or the number of projects done by the employees and instead focus entirely on tenure (MacLennan 2017). This is at times ineffective and unjust as the employees who merely serve the tenure are preferred. With regard to the developmental needs of the individual, it is seen that the promotion did not actually meet the developmental needs of Mr X who wanted more of participation and engagement not only in the work but also in different activities of the organisation. Promotion was not required and instead more engagement was required by him. Moreover, promotion in Deutsche Bank is carried out by considering tenure which is not at all the need of Mr X. Every individual is different and thus, what may be the development need for some may not be the same for anyone else. 
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The developmental needs are different for different individuals. Considering the case of Mr X, it has been identified that he has certain learning, self-esteem and self-actualisation needs which have been somewhat fulfilled by job rotation and training. It is further observed that there are other developmental needs as well of MR X. Firstly, Mr X is concerned about his soft skills such as presentation, networking, communications and teamwork. All these skills are needed by Mr X in order to enhance own skill set as the soft skills are useful in every array of work and life. In addition to this, he has feedback and performance management and appraisal needs. There is no denying the fact that Deutsche Bank pays attention to performance feedback and appraisal. However, the overall feedback is not provided to the employees and this is what Mr X needs. Adding to this, there are other needs such as coaching needs and on-the-job development. Below is the plan for meeting the identified development needs of individuals. 
	S. No.
	Developmental Need
	Employee Developmental method
	Activities 
	Timeline

	1
	Coaching needs
	Coaching method
	In order to implement the coaching method of employee development, the senior staffers will take one-on-one conversations with Mr X as well as other less experienced individuals. Such individuals are provided with the variety of topics (Noe and Kodwani 2018). Coaching helps in supporting such employees.
	Quarter 3

	2
	Feedback and performance appraisal 
	360 degree performance appraisal method
	In the wake of fulfilment of the need of overall review and feedback, it is seen that 360 degree appraisal method is useful. It will involve feedback about the individual from a large number of people such as supervisors, clients, line manager and other peers. Every quarter, this appraisal will be done in order to identify any loopholes or disconnect. It is also likely to enhance the tactfulness and conflict resolution in the workplace (Serrat 2017). 
	Quarter 3

	3. 
	Learning needs
	On-the-job development
	In order to fulfil the learning needs, it is seen that the skills are further enhanced by on-the-job development method. Learning by doing activities will be conducted  to develop employees. Whole process information is guided by this method and a lt of time and efforts are saved from training every employee. 
Advanced knowledge is gained by this method which helps in the addressal of the learning needs. 
Work specific skills development is provided is considered in this method.
Also, time management, prioritisation and multi tasking will enhance.
	Quarter 4

	4.
	Teamwork and networking and soft skills
	Committee method 
	Committee method will be used. 
Workshops will be conducted using this method in DB. This will provide a broad range of inputs and knowledge pertaining to networking and soft skills (Sing and Vadivelu 2018). 
Participation in group activities will be considered so as to improve the soft skills. 
	Quarter 4



[bookmark: _Toc46169791]Conclusion 
It is concluded that the significance of employee development is increasing because of the fact that employees are considered to be asset and hence, they are required to be given professional back up. In addition to this, it is also concluded that Mr. X’s development needs are not fulfilled by Deutsche bank. Therefore a development plan is made for fulfilling his needs wherein different employee development methods are used. These methods are 360 degree appraisal method, coaching and committee method are used. Overall it is concluded that employee development helps in the enhancing the professional personality of an individual and therefore it is necessary.
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