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In this paper, the author evaluates the tools and techniques used by Into in its organisational career management. Create an individual’s career planning containing an assessment, the plan, and an annual review. The author knows how the organisation function because was an employee for four years. The techniques were as commented in the report after the analysis is a note on some valuable techniques and others that need improvement. Finally, the conclusion is that planning is an essential tool for employees and organisations because it will help them have a direction in uncertain times.
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Organisations are seen as a group of different departments that give people specific skills and knowledge. In this context, an organisation is a place(group) of people having roles and responsibilities that work to accomplish goals in line with others to produce a common goal (Mwangeka, 2020). There are different kinds of organisations, and with different goals, most of them help their personnel build their knowledge through their human resources (HR) department. Besides the other functions of the HR department, career planning is one where they use a set of techniques and tools to help achieve benefits for the employee and the organisation (Pynes, 2004, p. 64). In other words, career planning is a series of steps where the company and the employee work together to identify his needs, motivations, and abilities to enhance his job (Antoniu, 2010).
This report aims to evaluate the techniques and tools in career planning and development at INTO London. They have a diversity of employees, and their human resources use different techniques according to the department. The theories will be Super’s Developmental Self-Concept theory (SDSCT) and Bandura’s Social Cognitive Theory. The SDSCT theory focuses on recognising the self of the individual and his motivation throughout his life (Kosine and Lewis, 2008). Bandura’s theory aims to see individuals as a sum of personal experiences and what they experiment with from their environment (Bandura, 2001).
The first part will be about the company background and its features in the layout of the report. Secondly will be career planning and its function in the organisation. After that, an individual career plan with review and performance plan. Finally, a conclusion of the use of career planning techniques at INTO and some recommendations.
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Into London is an educational institution, employing more than 1800 people at universities located at the world’s branches. The educational centre has been around for over 15 years. The institution occupies an international market for students. In latest years, the national market has increased due to their objective of being a bridge between the students and further education. It is a company that has partners in 190 countries to improve education and integrate international students with the system where they go (INTO, 2021).
  
Employees work as Lectures, administrators, manager, IT engineers, HR, and other personnel labour. There are direct services to the students and others; HR focuses on the employees and everybody’s well-being in the building. Due to the number of personnel and students, the organisation uses an HR information system to record personnel, make reports, plan a career, evaluate policies, administrative tasks, health and safety procedures, communications, vacations, and training. The information system helps the institution to decide according to the information on its database. 
 
Into London has a series of policies that help women train for a senior role, mentoring program to help talented people be promoted, a network to support women where they share their ideas, concerns, and aspirations in their life (Into, 2019). According to these policies, they help with the retention and satisfaction of employees, and their ROI will keep increase (Into, 2019). Into London not only focus on their student but also the well-being of its employees. To illustrate, Into personnel go out every week to social people and give them a time of integration with other departments. This meeting could be in the centre or going out to the surrounded shops. It is known to the author of this report because she works in the institution.

. 
.
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Career development is an essential aspect in any organisation because it will increase employees’ satisfaction, create a sense of belonging, create a culture, and increase the commitment towards the organisation. Sharif et al. (2014) stated that Organisations create a career path for individuals according to their reviews (organisational career management) but expect that employees manage their career development (individual career management) along with their organisational goals. However, Stumpf et al. (2010) in Indian companies suggest that not all career development is prosperous and varies from company to company. Also, the research shows that integration with the culture of employees is essential to plan career development. The fundamental point is that organisational career development is effective if individuals career needs are considered, and support is available to all the employees.

Hirsh et al. (1996) researched career development in organisations in the UK show models that can be applied to follow and have better success in their outcomes. The study identifies some critical process processes in career development, such as assessing skills, job options, a career development plan, skills development, and connection to other jobs or works experiences.
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The core Functions of career development. Source: https://www.employment-studies.co.uk/system/files/resources/files/305.pdf 

As can see in the picture, every process has its tools and techniques to obtain the desired results.
This model can be applied to analysis Into London as follow.:
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This step is indispensable to start identifying the needs of the individuals and establishing the knowledge and skills that need to be considered relevant for the person in that position. Organisations use different tools to analyse the needs of their employees and how to reinforce the existences one and how to acquire new (NCVO). For example, there is general training (organisational training) that has a compulsory side as voluntary. These ranges go the training for all employees such as health and safety training, fire safety training, First Aid, fire extinguisher training, Display Screen Equipment, Noise Awareness, UK General Data Protection Regulation (GDPR) awareness. All the training is delivered on the job site through drills, workshops, and online training.

 On the Individual plane, they use a Personal development plan to determine the aspirations, skills, and objectives that an employee possesses. Another tool is the performance appraisal, where the individual work is assessed through a plan where goals and competencies are agreed upon and will be revised as well in half-year or a year time. Moreover, the last tool they use is 360feedback, a survey made by other people around the employee to let him know what areas they need to improve.  

As stated above, the tools used by Into are the most frequent, but the 360 feedback has its critics. Tee and Ahmed assert that if the feedback not integrated behaviours, job requirements, and objective is a tool that diminishes the morale of a learner (Tee and Ahmed, 2014). Indeed, negative feedback not considering the job object creates dissatisfaction. Also, the performance appraisal has its negative side. INTO use it as a tool to pay a bonus. So, suppose the employee has an extraordinary qualification at the end of the year. In that case, it creates negativity and conformism, and they do not mind as long as they are paid, forgetting the review. Grint (2007) Assume that appraisal is not objective, and the result needs to be considered before taking it for granted.

In Comparison with a Personal development plan, employees analyse themselves to find out their strengths, weaknesses, and analyses of their job performance. HR analysed the results through a lot the frameworks and theories. With mentorship, find out which theory is best to apply. Moreover, they usually use Bandura’s social cognitive theory to apply for personnel with a cheerful personality and high performance and younger employees. On the contrary, for older, employees use the super’s development self-concept because people, according to their age, present specific characteristic that made them able to know themselves and work towards it.

In conclusion, in this level, the tools used for into help to recognise the need of the employees but to obtain an excellent efficacy is necessary to do it objectively and work in conjunction with the employee.
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At Into, there are opportunities to advance in the career path. They publish in the intranet new vacancies and stay there for two weeks before publishing them into an external portal. It is an excellent way to give employees participation in the job market and trust the company career path.
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After the employee has a concrete idea of the career path he wants to achieve, come to the planning. The plan should have explicit goals with a time frame and the resources needed to help in the achievement. With this plan, HR identifies the employee needs and company and make the plan supporting both in the short and long time (Mufeed and Gulzar, 2015). Schlesinger et al. (2012) differentiate a perfect career plan from a real one. They argue that planning a career is a loss of time because the future is uncertain. Instead, people should analyse its strengths and weaknesses and improve, and if the opportunity arises, that is realistic in a changeable world. Nevertheless, looking at the statement this way, the only conclusion is that not only planning help to have a direction but opportunities that arise during the development process feasible and recommended to take. 
Into has a mentoring program where employees create the plan and identify skills and knowledge. Also, they help with the interviews practice section, tailor the CV, and find the right course to the needs. Depending on the employees’ department, the course is online in the platform that INTO has arranged to support employees learning. 
Furthermore, Into offers the opportunity and shadowing a job if the employee wants to be promoted in the organisation. Apart from that, some courses are delivered by another organisation as City University, which collaborates with them. This evidence shows that INTO has a program to help employees plan a career if they do not object.
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Skills are essential for the individual and the organisation because they show how they can act before a task. To illustrate this, at Into there are administrative staff and teacher staff, so everyone must communicate, work with their colleagues, and decide when the situation asks for it. Into gives workshop for all staff to learn common knowledge about a particular topic referent students or security. Hence, they take a working day to do these activities. Also, the learning emphasises role-plays, teamwork, and communication. Another aspect to highlight is that workshops are networking activities where people from one department get to know another from another department; and new people interact with all the organisations. It looks like Into has got a system that engages and promotes the development of skills necessary to behave in the workplace. It is vital to know the step-by-step activities and resources necessary to reach the goals in this stage.
In addition, basic skills such as technology, writing, time management, and problem-solving are reasons for concern between their workers. Some teachers do not know how to use PowerPoint, and the reason is they always reach for IT to find the solutions. Another example is that new employees do not know how to go to the workshops because they do not look at their bulletins. For organisations and customers, their resources must be managed appropriately and effectively to maximise their quality and productivity. A report by CIPD (Investigating the untapped potential of UK skills) found that over-skilled workers and under-skilled play an essential part in productivity (CIPD, 2020). In other words, INTO should create a culture of learning to enrich the employees and increase their productivity. Planning should include the currents skills and new skills and progressively apply that in their daily activities.
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In this last stage of career development, it is vital to execute after all the work done; in other words, the employee search for ways to act in their career path. The organisation aims to support their employees in the career plan, given them the opportunity to review what is working, what is not working and what can be done to obtain the objective planned. Into monitors, career plan depending on the department they do it every month, or six months with the HR department. In addition, HR and managers in the organisation support the employees in the success of their career plan. However, organisations must have a policy explaining the stages in career development and the support offered to be successful (Bagdadli and Gianecchini, 2018). The finding might suggest that if an organisation does not have a rule, norms, or procedures, career planning success will not occur.
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The following will be the pre-assessment of a junior employee working in a marketing and sales department at `INTO London.
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Know how to write reports, blogs, articles.
How to use Microsoft office
Know the use of tools as Microsoft teams and Zoom.
Understand who is the customer (students) for the university.
Know social media platforms and how to use them.
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Good communication
Time management skills
Positive attitude
Well organised.
Reliable.
Knows when to decide about a social media issue.
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Able to publish in the social media account.
Help with the day-to-day queries of the students
Evaluate information before published
Identify problems with a post.
Ethic with data.
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Name: Patricia Giraldo
Period: May to October
	Needs/ wants to learn
	Actions 
	Resources/support
	Success Criteria
	Date

	Improve my public speaking skills to deliver information through videos.
	Speak with the manager to give me advice on this. He Suggest searching for a course and in the platform’s learning.
Start recording personal videos for about 1 min to loss my shyness in front of the camera
	Find the course that the manager suggested..

	Be confident in front of camera and able to give a presentation.
	August

	Gain knowledge about funnels and their importance in marketing 
	Ask the manager for suggestions
He suggests working with the sales team.
	Shadowing the sales team member to understand the funnel methods.
	Be able to understand the funnel and prepare a funnel for a small company 
	July

	SEO
	Assist to a course in the Marketing platform of the university
	Online learning. 
The manger agreed to review my writing once a week.
	Be able to write a blog post considering the SEO.
	Ongoing

	How to write a copywrite for a website
	Ask for help from the sales team.
Enrol in the course in the platform of the university

	Onsite practice with the sales team. 

	Be able to write a homepage, and About me page.
	September

	How to launch a campaign
	Learn from the campaign team.
Read the manual and books recommendations the team suggest.
	Be a voluntary in the next campaign to attract students.
	Know the steps to produce a campaign 
	ongoing

	Word press
	Learn the essential functions of the dashboard.
Learn about plugins and how to keep them updated.
	Onsite learning.

	Be able to write a post.
 Be able to know the dashboard and update the plugins necessary for its functionality.
	October
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This report has assessed career development tools and techniques used at Into London. It discussed the way INTO is using them and showed the disadvantages of some tools. It argued that planning is not to secure a future career but to help the employee have a direction and take an opportunity when it arrives even if he thinks he has not reached his goals. Notably, it argued that organisational career planning should have policies that explained the support given and that career planning is a joint work between the organisation and the employee. 
Finally, the author will say that career planning and development are essential for individuals and organisations. It helps with the turnover and suggests that it is now essential due to all the world's changes. Also, the economic environment still uncertain, and employees need to plan with a mindset that the plan is not perfect. Instead, that in the long future, it could not be realistic. It is true that still a lack of skills, now and in the future, so employees should focus on getting the ones that the market is demanding.
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[bookmark: _Toc71243342]Annual Review and Performance Assessment Plan


	Performance 
	Excellent 
	Good 
	Poor
	Comments

	Productivity
	
	x
	
	For the past year, my contributions increased. Now I wrote more blog post and did more task than when I started.

	Technical Skills
	
	x
	
	I recognise I need more knowledge in this area.

	Motivation
	x
	
	
	Every day the task keeps me motivated.

	Cooperation
	
	x
	
	I am grateful for the other teams helping me in my learning path to improve myself. I need to work out my confidence about sharing my ideas.

	Creativity
	x
	
	
	In this job, you need creativity. In every task that I do, I must think out of the box. So, my colleagues help me enhance my ideas and transform them to the next level.

	Job Knowledge
	
	x
	
	My job knowledge has grown a lot. My career plan makes me focus and work in areas that I need to do if I want to continue working in this department.

	Communication skills
	x
	
	
	I am good at writing, but my public speaking skills, especially in front of a camera, were terrible, but I did it. I reached my goal that I now feel impressed with it.



	Achieved Goals comments

	The goals propose in the career plan were obtained. However, there is still an ongoing learning in topics that are changing faster. 

	Areas of Improvement

	Technical skills need to learn more about fundamental hardware problems and automated and created content for the blog

	Additional Feedback

	My manager and my team are pleased with my work and my commitment now. They ask me for ideas and call me to assist them in small projects. 




	Employee Signature
	

	Manager Signature
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