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Executive summary
Development needs is one of the prime requirements for an individual to ensure professional engagement. In terms of organisational practices, certain aspects of development work as vehicles for the institution to meet development needs of its employees. Such development vehicles are also beneficial for ASDA for improvement of the workforce result in favour of the company. This study has considered HRM, along with training and development and performance management to trigger individual needs of development. In this context, it has highlighted the list of benefits considering, improvement of workforce efficiency, development of work culture of the company and improvement of organisational performance. It also focuses on the development plan that needed to incorporate for fulfil development needs. There are various strategies of Training and development that have been analysed and important to follow that helps in an effective practice in the concerned company. Here also strategies of HRM and performance management have been discussed that are essential to incorporate in an organization. 
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[bookmark: _Toc14707897]Introduction
Positive workplace relation holding is the vital aspect for career success. Building of positive relation as well as negative relation between the workforce affect the social aspect of an organization depending on various attributes of the company itself. In view of getting achievement positive vibes among the various attributes of internal force plays a crucial role as it brings sustainability to the organization. This report elaborates about the various vehicles that are present in the firm itself and are liable to bring development inside the organization itself. It also states the beneficial factors that can provide benefits to the organization as well as benefits to the individuals of that company. 
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[bookmark: _Toc14707899]Task 1: Three different development vehicles that are available in an organization for its workforce development
Organizational development is perforated through a systematic forum that enabled the developer of that particular forum to endorse. As stated by Albrecht et al. (2015, p.28), development vehicles are the prime source of developing individuals of any firms that can bring ultimate development to the organization itself. Based on this view development in an organization can be established by easy perusal of various vehicles inside the organization forum (Awasthi and Kumar, 2016, p.70). In these perspective three most prime vehicles such as HRM managers and Performance management as well as Training and Development are discussed below to bring out the importance and its beneficial aspects that it provides in a firm.  
HRM managers
Human resource management is said to be the mason of internal workforce in any organization that bring cohesive work culture and maintenance of them to bring the sustainability of the organization (Shipton et al. 2017, p.250). HRM is the most potential role player in well-established firm such as ASDA where they regulates and monitors the significant matter of the business operations. HRM related to this firm are more prejudice that relies on some specific beliefs as well as assumptions in accordance to any type of thrust that specifies about managing people. The managers of the respective department have established wide network due to their potential brand name ASDA as well as loyalty. In addition to that, they have also built a proper framework which is based on their operational activities and strategic management. In this perspective HRM are the core technical rationalists that perforate the organization to bring a sustainable growth. ASDA workforce is facing huge distress due to low wages factor and less adequate manpower as well as low potential workforce. In this particular condition the organization is full of blocked position which requires ultimate solution to save this from such distress. In such situation HRM need to follow the proper contextual method to recruit potential labour as well as other members that can bring a well-established environment in ASDA. As stated by Hanaysha et al. (2016, p.300), HRM practices many activities within the company other than maintaining human capital such as corporate social responsibility as well as making standardization in human resource relations. HR managers maintains certain goals that it needs to follow such as providing support backup at any situation of the company and ensuring of potential human resource recruitment as well as creation of positive employment and ethical approach among the internal workforce.  HR managers of the concerned company will be accommodating these potential strategies for them p purpose of meeting the goals and objectives of the company. Moreover, potential strategies can also facilitate them to remain in the pinnacle position in the competitive market.

Figure 1: Goals of HRM
(Source: Hanaysha et al. 2016, p.300)
Performance Management
Performance management is the recurring form of identifying and measuring as well as development related to performance of the teams along with their team leaders. As suggested by Clegg and Bradley (2006, p.64), performance management is the sole aspect that measures the total outcome of any firm it considers. Performance management is dependent on certain aspects such as agreement and measurement and feedback as well as positive reinforcement as well as dialogue. Performance management is necessary in order to work in a proper and controlled manner as well as interact with all the employees present in the organization (Awasthi and Kumar, 2016, p.68). Performance management contributes in bringing proper workforce environment in establishment by delivering various messages among the various members of the organization to ensure sustainability. In the following context, ASDA is a well-established organization where performance of employees plays a key role in meeting the goals and objectives of the company. Employees of the concerned company place their problems in particular cell and steps were also taken to solve the prevailed issues (asda.com, 2019). Performance managers always cater to certain subjective aims such as to provide factors as well as improving factors that can instigate the positive performance vendor to enhance the corporate goal of the company. Performance management is performing in such a way that organization communicates to form a suitable section of prejudice manner of work in ASDA. Next is the collaboration among the various members of the different strata to ensure a sustainable performance for the better future of ASDA. Based on the views of (Albrecht et al. (2015, p.28), performance managers are liable to certain objectives that can bring profound work culture among the various systematic work force such as improving performance of every individual and personal development of the workers and contribution to performance pay decision. In this total aspect it is clear that performance managers are liable to enhance the potentiality of the internal workforce for a sustainable future. 

Figure 2: Depending aspects of performance management
(Source: Awasthi and Kumar, 2016, p.68)
Training and Development 
Training along with development of any organization defines its policy to enhance the efficiency of potential workers that can be levied with utmost crucial section of work. As stated by Shipton et al. (2017, p.250), training as well as development provides the innovative policies to the internal workforce that fulfils the goal of the organization that caters to the objective of the firm given. Training is the instigator of enhancing the learning process among the workers to bring an enthusiastic outcome in the whole process (Hanaysha et al. 2016, p.300).In this total venture training play the crucial role of bringing a sophisticated learning that meets the demands of the organization to establish a manipulated outcome (Clegg and Bradley 2006, p.64).In addition to that, the training departments of the respective company conveys a specialized training in order to remain updated with the technology that facilitates them to remain in the pinnacle position. 
Training programs for development can be standardized based on their field essentiality such as training based on recent IT technologies for digital business market and leadership based training for the executive as well as supervisors and many more. Moreover, this organization being also focuses on training schedule as it meets the current proficiencies of the organization to forecast a subjective work schedule (Albrecht et al. 2015, p.28). Management group of ASDA will also pivot on the different process of training in order to get a fruitful outcome from the employees. This will also facilitate them to meet their goals and objectives (asda.com, 2019). Training on the other hand may be subjective as well as behavioural growth oriented where the workforce are enhanced to bring a suitable way of understanding proper manipulation for a sustainable period. Moreover, conventional training model has incorporated tendency to ensure emphasis on specific subjective knowledge in addition to building of core learning criteria. 
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Training and development is a development vehicle that is often ignored in an organization. Companies usually have tendencies not to provide priority to this section for lack of persistence in employees. However, this development vehicle has crucial values as it develops employees and through providing training to employees it helps in acquiring skills. According to White et al. (2016, p. 291), this helps them and every individual for better performance and leading to enhance productivity in business operations. The hierarchy of ASDA can implement Reinforcement theory in order to control or regulate the behavior of employees. Positive reinforcement will enable the hierarchy of the company to show positive behavior toward employees which can enhance the engagement of employees. As suggested by Core (2016, p.62), negative reinforcement illustrates about rewarding employees by eliminating from negative consequences. This can facilitate them in encouraging employees as well as motivate them in performing better.  Implementation of this particular theory can enable the hierarchy of ASDA in rewarding employees as well as motivating or communicating with them properly. In addition to that, this will also enhance the engagement process of employees. 
Success of an employee determines the success of an organization and that is depended on the performance of individual in an organization. For this reason training and development is considered as one of the most important development vehicles to fulfil the development needs of employees. As per the views of Awasthi and Kumar (2016, p. 71), it is the responsibility of Human Resource Management to provide proper training method that can make them able to gather all important skills. Apart from that, potential training sessions will also facilitate them to remain in the leading position in the competitive market. 

Performance management is another development vehicle that helps to meet the development needs of employees. A strong procedure of performance management is essential for employees and individuals that help in developing performances of people. Method of identification and measuring parallel with developing the performances of every employee is referred to as management of performance.. The management of performance includes various important elements like agreement, measurement, dialogue and feedback and positive reinforcement. According to Buckingham and Goodall (2015, p. 46), incorporation of feedback process and measurement, in order to manage competencies and skills of its employees with their needs is necessary. In addition to that, performance management strategy will also facilitate the management group of the organization to recognize the performance of their employees as well as convey them proper guidance in order to enhance their performance. This development vehicle also focuses on creating link of strategic targets to the performances of the company. It also helps in constructing high level of performances by delivering the concepts of the importance of high performance. 
By feedback procedure, proving scopes to achieve with guidance are given by performance management practices. Practice of performance management in working team, along with every individual in an organization helps in achieving high performance. As per the views of Buckingham and Goodall (2015, 43), it assesses the process of measurement in performance and also highlights the part that are necessary to regulate outcomes respecting to expectations. In order to gain efficiency in workers and also to develop effective performance, ASDA by adopting performance management can able to form good level of engagement. This can be achieved by enhancement of competencies and skills, personal development planning, encouragement and coaching of people. There are certain principles of performance management that can be incorporated by ASDA to meet the development needs of employees. 
The principles of performance management are as follows
· It helps in translating goals of company into team, individual and department.
· It assists in clarifying the goals.
· It is an evolutionary and continual procedure that helps in the improvement of performance through time. 
· It has a role in encouraging self-management of performance in individual.
· It can measure and evaluate performances of group projects.
· Feedback process helps to make able experience and knowledge that are gained to make modifications incorporating objectives.
· It generally relies on cooperation and agreement of employees and management not only by regulation or control. 
There are theories of Performance management system that helps in proper application of performance management. With the aid of Goal setting theory the management group of ASDA can enhance their performance as well as convey proper guide to their employees. This theory generally focuses on the goals that are established by the employees has an important role to motivate them for greater performance. According to Gerrish (2016, 56), by establishing goals helps them to focus on their performance to achieve goals and if not achieved then it compelled them to make modification on their performance in order to achieve them. Improving performance of an individual can automatically make improvement in performance management system of the company. 
Performance management system of an individual is a crucial function for reward system and also for performance. In addition to planning for personal development, performance management lies on the objectives and improvement of performance. It also focuses on values and inputs of employees. Buckingham and Goodall (2015, 43) stated that the inputs of employees are generally skills, competencies of behaviour and knowledge that can make able to generate effective work outcomes. By defining the requirements, development needs can be recognized. Performance management also helps in identifying the level of expected performance. 
Human Resource Management is another and very important development vehicle that needed in an organization to fulfil the development needs of employees. In an organization, human resource management has various functions of recruiting, managing and also of providing guidelines for the employees. According to Albrecht et al. (2015, p. 26), it has a role to deal with the factors that are essential for the workers of a company like hiring, performance, wellness, safety, training and motivation as well. Efficiency in human resource management makes workforces of ASDA able make effective contribution in their performance that lead them towards achievement of objectives and goals of the company. 
Functions of human resource management are of three types like operative, advisory and managerial. Operative functions of HRM includes recruitment, that is the most important and tough job of HRM. ASDA by having effective Human Resource Management can able to make skilled and efficient employees in their company. As opined by Shipton et al. (2017, p. 254), in its operative function, training and development, development in professional skills, compliances in legal, are also important functions. Proper planning, monitoring, regulation, providing direction as well as controlling are some important functions that are included in the managerial functions of Human Resource Management. Human Resource Management of ASDA by its effective managerial function is able to plan and design the structure of the company. It helps the company to direct their employees in order to perform in a right direction. It also helps in delegation of job to the right employee. The management group of ASDA can implement theory of performance in order to enhance the performance of human resource management. As stated by Teece (2014, p.329), this particular theory enables to take action in terms of integration of skills and knowledge for better results. In the context, the management group of the respective company can implement this theory in order to increase the performance of human resource department. This can also facilitate in developing proper planning, regulating as well as controlling business activities that are necessary for this department. In addition to that, this can also enhance the business process. 
Another important function of HRM is to provide advice to the top management in order to formulate procedures and policies of the company. Human resource management can improve their performances by utilizing certain theories. One of the most important theories is Maslow’s Hierarchy of need theory that focuses on the basic needs of an individual. As per the views of Shiptonet al. (2017, p. 255), fulfilment of basic needs that are psychological needs, safety needs, needs of love, self-esteem needs and self-actualization helps to motivate employees to perform work. Management of ASDA by following the theory of Maslow is able to satisfy the needs of their employees that in turn lead to effective productivity of their business. 
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Task 3: Plan for meeting development needs as well as expectation
Formulating plan and its execution is essential for sustainability of the company. It is necessary to draft plan for effective working that can accomplish the goals of an organization. An established plan gives the opportunities with straight and clear vision of the process that can enhance skills and knowledge of employees. It is important to connect the development plan with needs and expectations. 
Training and development plan
Training and development is generally a program that is provided by the management and higher authorities in order to gain important outcomes from work. Training and development beside improvement of skills, also improve performance and individual performance. As per the views of Sloman (2017, p. 97), development strategies are necessary to make benefits in training and development. Certain strategies are incorporated by ASDA in order to provide effective training and development. The strategies are firstly to have special assignments for the employees that are existing to observe their performances. 
Another strategy is to mentoring and coaching for new recruited employees. Third strategy is to work directly with expert of the subject that helps in better credibility of the procedure of working. According to Kroll and Moynihan (2015, p. 416), fourth strategy is to incorporate assessment tools that assist them in identifying strengths and weakness areas of employees. It helps to provide opportunities to improve and develop the weak areas of an individual. Another important strategy is customization of team creation and development solutions that can give strength the team and can make an improvement in productivity. 
These strategies are necessary for enhancement of development and procedure of appraisal of the employees parallel with specification of objectives and important contribution. As opined by Hanaysha (2016, p. 304), it is important to follow some steps to develop a plan on training and development needs. First step is to survey the requirements or needs of individual. Secondly according to the guidelines of the organization, it is important to administer the employees. Third step is to recognize the opportunities of learning style that are convenient in the organization. Next to this is to provide strategies of career development by methods that ensure appraisal of objectives through performances and also by monitoring fair evaluation of training and development. 
Performance management
Performance management is a system of work that forms an environment of work. It makes people able to perform their job in their best ability. According to Awasthi and Kumar (2016, p. 72), effective performance management helps in the development of a clear description of job and also provide effective orientation for new employees. For the purpose of implementing potential performance management system ASDA has developed proper actions. 
The necessary actions are firstly to formulate a clear description of job by utilizing plan of recruitment that can identify a selection team and conduction of interviews to narrowing the candidate’s pool. Secondly is to conduct multiple meetings that are needed additionally. These additional meetings help in recognizing strengths and weaknesses and also the abilities of employees. 
Third strategy is to have an effective orientation of employees and also to assign leader and integrating new employees into the culture of the organization. As per the views of Jain, P (2011, p. 12), another strategy is to incorporate feedback system that helps in interacting with employees and can make better performance. It is also important to provide opportunities in order to develop career and promotion that can be possible by transfers, lateral moves and job shadowing. Lastly it is important to conduct regular meetings that can help in discussing results and outcomes.
Human Resource Management
In an organization, the function of Human Resource management is to deal with all the concerning factors that are related to the employees of a company. According t o Bratton and Gold (2017, p. 85), the factors can be hiring, performance, safety or compensation or training. There are certain principles of HRM that are essential to follow in order to have an effective management in an organization. ASDA can adopt certain principles that can help it to perform effectively. 
Firstly it is important to offer equal opportunities for every employee of the company in order to realize their potential. Second principle is to conduct system of free flow of interaction and communication that can encourage and stimulate healthy communication among workers. Another principle of HRM is to make equal participation of employees at every phase of decision making. 
Principle of equitable and fair remuneration and incentives is also an important role that is needed to incorporate. By following this principle the concerned company can improve the participation of employees and also helps them to motivate them for working. One More important principle is to have team spirit by promoting cooperation among employees. According to Albrecht et al. (2015, p. 22), most important principle is competence that support the growth and development of the company. Orientation and providing training are important to make improvement in skills of employees and also their knowledge and competency. Crucial principle of Human Resource Management in an organization is to formation of policies and regulations. It is a very important function of organization that helps in maintaining the operation of the company in a legal way. HR manager is responsible in order to form documents of policy that is applied for all employees. Policies like for electronic devices, non-compete clauses, management of proprietary information. Another important principle that needed to follow in the practice of HRM is to maintain the relation of employees and labour. HR manager is responsible to make resolve of issues regarding employees such as harassment, diversity or inequality or any complaints. 

	Developmental needs 
	Strategies for mitigating needs 
	Time frame 
	Impact 

	Training and development 
	· Recognition of the skill gaps among employees
· Prioritizing necessary skills in training program
· Evaluating the needs of the business 
	2 months 
	· Enhance the capability of employees
· Encourage or motivate employees in performing better
· Prioritizing needs will make ASDA strong 

	Performance management 
	· Interacting goals and objectives of the company
· Utilization of performance management software
· Utilizations of peer reviews or feedback
	3 months 
	· Communicating goals can meet the expectations of ASDA 
· Utilizing software can monitor the progress
· Feedbacks or reviews will shed light on the positive aspects of performance 

	Human resource management 
	· Crafting the HR strategy
· Evaluation of resources in terms of monetary and logistic resources 
· Identifying and taking corrective action 
	2 months 
	· Will facilitate ASDA to identify threats and opportunities
· Developing back up plan will ensure effective results
· This will have a positive impact on the business process 


 Table 1: Developmental needs 
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[bookmark: _Toc14707904]Conclusion
It can be concluded by this report that development vehicles are important tools that can help in fulfilling the development needs of employees. Here, three important development vehicles have been identified as Human Resource Management, Performance management and training and development. This study also evaluated the functions of these three development vehicles in an organization. Evaluation of uses of these three development vehicles in order to achieve development needs of individual as well as employees in ASDA have been done. Beneficial aspects of each Training and development, Human Resource Management and Performance management in the concerned company have been assessed in this report. It has also focused on the process of development plan of these three development vehicles in order to mee4t the development needs  of ASDA is also have been formulated. 
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