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Introduction:
People are the focus of human resources. In order to gain long-term competitive advantage or improved public services, human resource management (H.R.M.), a strategic approach to managing employee relations, emphasizes the significance of leveraging people's skills and dedication (Bratton, J. and Gold, J. 2017). Additionally, HR or people strategy explains what the organization plans to accomplish with people management in general or specific areas to help it satisfy its obligations to stakeholders, notably its employees, and help it achieve its commercial goals. It details the relationship between the business plan and its people management rules and practices. (Armstrong, M. 2020)
Plan training
In order to support the strategic goals of the company, performance management is a communication process between a supervisor and an employee. The communication process includes setting clear expectations, formulating goals, selecting targets, giving feedback, and evaluating outcomes. The four hierarchical stages of group development, according to Tuckman's theory, are forming, storming, norming, and performing. Later, a fifth stage called adjourning was added to allow for group dissolution once the project was finished. (Tuckman & Jensen, 1977). Tuckman proposed that as members advance through these phases, they are concerned with interpersonal relationships and task activities. The model depicts these two sorts of activities as group members progress through the four stages. Group members take part in the initial evaluations of interpersonal interactions and group norms starting with the formation stage. Task activities involve making an effort to define the nature, boundaries, and information needed for the task. During storming, antagonism and conflicts for autonomy arise as a result of leadership conflicts. People who emotionally react to the task as an imposition on the group or themselves may exhibit task resistance. The group then moves into a stage of norming, where interpersonal interactions concentrate on fostering cohesion and defining member behaviour. The openness and sharing of knowledge in task labour reaches a new phase. Finally, during the performance stage, a subculture develops in which people work together without showing much emotion. The group's members try to finish work and find solutions to issues. The adjourning stage takes place as organizations break up. At this stage, the focus is on finishing up activities. Group members may feel happy because of their accomplishments or sad because of losing friendships. The adjourning stage is seen as a less essential stage of group development and solely applies to disbanding groups (Miller, D.L. 2003). In Wagamama's case, there is a period-denominated training, usually processed in 2/3 weeks, where the new employee is prepared for the new job. Every two days, the new employees learn a new task, and every week, the employee has a management process reviewed. The case study "The Peabody Trust" stated that having a business plan for any development is crucial. The strategy will define which terms will affect the company and the potential employees. Some adjustments must be made to understand how to communicate with the team and motivate the workforce to make changes. The management team must be clear on the vision for the people, what the corporate envision them doing, what the company believes they need to learn, and what habits they must modify to achieve the desired goal. It is essential here that all directors must contribute. The most critical factor is business awareness and ownership of H.R.'s strategy. A successful H.R. strategy helps employees feel valued. It informs them about the organization and helps them understand where they stand as a group, a team, or an individual. It must demonstrate that what they do, collectively or individually, fits into the strategy. It is critical to specify how employees will be recognized for their contributions and how they will be developed and progress within the firm (Armstrong, M. 2020). All that has been stated can also be implemented by the company Wagamama. All kitchen porters, team members, and line chefs are welcome because Wagamama will teach the ins and outs of every dish with the interactive learning methods and getting started toolbox. In this company, it is possible to hone management skills. The unique getting started workbook and the structured weeks of training help the new employee get going quickly.
Furthermore, the potential is required, and from day one, the company will help settle into the role. "Getting started" is a toolbox prepared for success in the simplest, most convenient way to understand the place in Wagamama. The finest start at Wagamama, no matter what the role is, and with the aid of practical training, is it possible to develop the abilities to make it happen (Wagamama.uk 2023)


Performance Management cycle 
Regarding professional development, we should plan goals with the SMART matrix. The goals create a sense of urgency. Monitoring and tracking progress in mitigating any possible obstacles, reviewing and evaluating the process and final achievements. The cycle finishes with the reward, giving recognition for excellent performance.  
What does the abbreviation S.M.A.R.T. mean? Specific: clear, unmistakable, and well-defined, Measurable: Using predetermined criteria to monitor the advancement of the objective Achievable, practical, realistic, and relevant to one's life's purpose. Achievable but not insurmountable. Time-bounded: having a start date and end date as well as a distinct timeframe. S.M.A.R.T. technique goal-setting is always spectacular when it comes to career development or any change. Start by thinking about the phases in this framework whether someone wants to enhance their career, locate a mentor, or pursue certifications (Burnham, C. 2019). In order to achieve the objectives set forth at the planning stage, monitoring is essential. However, monitoring will be successful if done once or twice a year. It is advised that management do regular check-ins with staff members on a monthly or quarterly basis to assess progress, offer assistance when required, assist in addressing any issues that may have arisen, and update objectives as necessary. Setting annual goals can be challenging for a variety of reasons, including preparation and lack of drive. A vast, distant goal can be frightening or appear so far that the employee fails to take the necessary, concrete measures. Breaking down the goal into monthly subgoals can help to smooth the process and provide the employee with a more doable assignment. Management can better control this process by meeting with employees weekly or quarterly. Company goals vary over the year, and more regular meetings allow for introducing new goals that better correspond with organizational objectives. As written previously, for instance, a new team member in the first two weeks should learn how to move around the bar, run the food, take orders, and host as the last chapter since had to be able to be a good communicator. Before working, every new member must pass through the staff selection filtered on the organization people process for criteria development. If the application and resume review aligns with the job, there is an interview. During the job interview, the recruiter must understand if the candidates listen to replies or listen to understand and also if the candidate can work under pressure. Furthermore, it is appropriate to use the S.O.L.E.R. method to identify the right employee. 
Sit squarely
Open posture
Lean forward
Eye contact
Relaxed
Moreover, apply the 7C for the writing on test administration. Clarity, Complete, Correct, Concise, Coherent, Concrete, Continuous
(Nishi M Ramsurrun, 2022)
They must be assessed on the importance of consistency, respect, inclusion, and honesty. As the final step, there is the job offer. The training is a short perspective for development. Another team member shadows every new employee to create a bond between colleagues and ensure standards follow at every step. How do we monitor them?
S.O.S.T.A.C. is the answer
Situation: Are we now?
Objectives: Where are we going?
Strategic: How do we get there?
Tactics: What are the resources we need to get there?
Actions: Are we going to do things, right? 
Control: Are we there?



In Wagamama, the same models have been placed in slightly different ways.
What went wrong?
What was brilliant?
What can we do better?

Rewarding is another aspect we should consider. Performance evaluation is always in place concerning the competency standards established by the company. Recognize and be thankful to the employee for their accomplishments and contributions. It is an opportunity to encourage and motivate the worker and, in some cases, to develop them in stepping up their career. Most firms use performance evaluation systems and employee feedback programs to build and enhance their organizational performance. Since the feedback system was first introduced, it has significantly improved its quality and dimensions, adding to its richness and efficacy (Najjari, R. and Nazr, M.M. 2010). 
As good a place to work as it is to eat, Wagamama strives to be. It provides various benefits to all the teams, such as bonuses and rewards for the monthly employee. They assist in taking charge of the professional development at Wagamama. These opportunities and experiences will help the employee develop and succeed. Anything is achievable if they have the desire and ambition, whether they start at the back of the house, advance to the front, or go to Head Quarters. The act of deliberately examining, rating, and improving one's performance is known as self-evaluation. Both on an individual and an organisational or departmental level, self-evaluation takes place. This tactic comprises formally evaluating and examining one's contributions as a professional at work. The 360-degree feedback system, also known as multi-rate feedback, is most likely strategic and aims to achieve one or more of the following objectives. It results in long-lasting modifications to the behaviours an organisation values (i.e., those aligned with values, competencies, or strategies). It modifies the actions of crucial leaders whose decisions and setting of an example for others have a big impact. It provides crucial support for important business strategy or talent management choices (such as salary, promotions, development, training, and staffing) within the firm (pursue growth, focus on operational efficiencies, and consolidate operations). Moreover, it supports crucial subpopulations' decisions (such as selection, development, retention, and assignments) (e.g., high potentials and succession plans). Furthermore encourages the development and upkeep of a feedback culture that fosters awareness and responsibility for change (Church, A.H., 2019). Management by objectives (M.B.O.) is a strategic management strategy that tries to improve an organization's performance by clearly identifying objectives that management and employees agree on. According to the notion, having a say in goal planning and action plans increases employee participation and commitment while unifying objectives across the organization. 

Continuous professional development 
C.P.D. is a continuing learning activity that helps them engage professionally with improving their skills. Learning becomes intentional and proactive rather than unconscious and reactive. Classes, workshops, conferences, events, online and e-learning programs, best practice techniques, and idea sharing are all part of Continuing Professional Development. C.P.D. stresses personal development as well as practical professional development. In Wagamama, the leading resource for learning is noodleversity. At Wagamama, education is experiential. When someone listens, someone learns. In fact, after gaining knowledge from others, noodleversity comes next. It is an online learning toolkit that helps acquire the employee's knowledge and abilities to advance; furthermore, it is focused on the new team member. New content is continuously being added to noodleversity. That means many more educational options and videos to watch whenever and wherever. Also, this online learning toolkit is designed for people where is possible with an exciting way to learn about ingredients and dishes.




Recommendation 
It is recommended for employee performance to use the approach with 540-degree feedback. The individual receives feedback from everyone with whom they have interacted while carrying out their job duties with numerous appraisers. In addition to superiors, peers, subordinates, and oneself, 540-degree feedback includes suppliers and vendors. The individual receives feedback from everyone with whom they have interacted while carrying out their job duties. If an employee, such as a sales representative or delivery executive, interacts with consumers or clients, managers should use 540-degree feedback. The quality of the staff is raised thanks to this feedback. The 540-degree feedback system is used to identify the targeted person's weaknesses and strengths and can be applied as a motivational approach to inspiring the targeted person. Other essential parties are involved, such as the targeted person's consumers or clients. External appraisers are another name for these customers and clients. In addition to 360-degree, feedback is 540-degree feedback. The following are some benefits of 540-degree feedback:
1. Issues that typical feedback techniques cannot identify are identified
2. In a competitive market, 540-degree feedback provides the customer's point of view, which is essential.
3. Employees have tight relationships with suppliers and vendors, so their input improves business ties.
A step up from 360-degree feedback is 540-degree feedback. Adding external appraisers in the shape of stakeholders like consumers or clients includes all the components of a 360-degree feedback system. It aids in discovering issues that 360-degree feedback or other conventional feedback systems were unable to (Mbaskool.com, 2023)






Conclusion
Business-related environmental circumstances typically spark organizational change. As a result, crucial success criteria for efficiently using resources and talents are businesses' readiness and proactiveness across all functional divisions. The H.R. function is vital since it plays a crucial position in the transformation process of change. Change for the company and change for new employees. Lockwood listed five areas as being crucial for H.R. to prove its worth in change management. Communicating plans and objectives for change activities; Choosing and training capable leaders; Creating and implementing clear reward structures; Providing individuals with the chance to participate in the procedures; and creating pleasant interactions with internal clients at every turn. It is crucial to apply them for a good result (Macky, K. and Boxall, P., 2007)
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