INTRODUCTION

In particular, the purpose of this report, related to the management of human resources in the organization, is specifically a food supermarket in which it has been on the market for a long time and the staff numbers more than 1000 employees. Based on a practical analysis of the structure, methods and forms of in-house training in the company. Significant, as in most company management structures, is the problem of training human resources in the financial sector, where competition is mainly reduced to pricing policy, but also to the quality of service. Well-motivated and trained staff is a key prerequisite for competitive advantages of the company in the financial market (Mathis et al., 2017).

Training and development 

Staff training and development is one of the eight main elements of the human resources management and development system (HRMD) - 1) Job analysis, 2) Job design, 3) Human resource planning, 4) Staff selection, 5 ) Staff training and development, 6) Staff appraisal, 7) Remuneration, 8) Ensuring safe and healthy working conditions.
From this point of view, the process of staff training is a key tool for motivating employees from the moment they start working. A skillfully structured and conducted training provides the company with permanently engaged and productive employees.
In this context, my choice of topic for a master's thesis was dictated, on the one hand, by my desire to share and promote a proven good organizational practice, demonstrating the potential of corporate training as a successful tool for HRM. On the other hand, I would like through this study to find methods for improving the training and development policy in the organization in question, in order to increase its effectiveness.

The topic of training and development of human resources is relevant today, because there is no organization without human resources. Each organization uses a variety of resources to achieve its goals - raw materials, machinery, buildings and human resources - managers, employees.

Human resources are the people in the organization with their professional qualifications and personal qualities that make it possible to achieve its business goals. Human resources, unlike raw materials and materials, are repeatedly involved in the production process and their operation is associated with additional costs - for training, qualification and retraining, for health care, for social and health insurance, for creating healthy and safe working conditions. and others.
At the same time, human resources differ significantly from other types of resources by different factors:
• to acquire the ability of each individual to perform a certain activity requires long-term investments for his training;
• unlike the resources that are programmed (machines, devices) to execute specific commands, the activity of individuals depends on their specific skills, interests, moods, personal qualities, etc .;
• Human resources are living beings who have their material, spiritual and social needs and who associate in professional organizations to protect their own interests.

Training should develop the skills and abilities of employees and improve their performance, help employees grow within the organization, reduce the learning time of newcomers, moving or rising in the organization and create confidence that they will become fully competent, as quickly as possible and with the least resources (French, 2007).

According to Michael Armstrong's theory of training, there are 10 basic requirements for a training to be effective:
1) People need to be motivated to learn - they need to be clear that their current level of knowledge, skills and competences, or their current attitudes or behavior, need to be improved if they want to fulfill their responsibilities as their own. satisfaction, as well as for the satisfaction of others from their work;
2) Learning standards should be set for learners - they should have clearly defined goals and standards that they consider acceptable and can use to assess their own progress;
3) The trainees should be guided - they need guidance and feedback regarding their activities;
4) Trainees should be satisfied with what they have learned - and best practices will fail if the trainee considers them useless;
5) Learning is an active, not a passive process - learners must be active in relation to the lecturer, other participants and the subject of the training program (Nowlan, 2014).

Identification of training needs
Training must have a goal and this goal can be defined only if the training needs of the organization and the individuals in it are systematized and analyzed. The analysis involves identifying the discrepancy between what people know and can do and what they should know and be able to do. The need for training is inextricably linked to the identification and satisfaction of learning and development needs - multiplying the skills of employees in order to increase their overall competence and the ability to take on greater responsibilities in the future.
According to Armstrong, the training needs of the organization itself (corporate needs) should be analyzed first, then an analysis of the training needs for different departments / groups (group needs) should be made, and finally an analysis of the training needs of individuals (individual needs).
These three areas of action are interrelated: the analysis of corporate needs leads to the identification of training needs in different departments / groups, and hence defining the training requirements of individuals. The process works in reverse. If we first analyze the needs of individuals, then the general needs that we deal with on a group basis. The combination of group and individual needs helps to determine corporate needs.

Specific training needs may arise at different stages of a person's career, but there are some standard cases where a formal assessment based on the system described above is needed: start-up training, performance appraisal, performance appraisal. change of position, etc.
Individuals also need training in the broad sense of personality development. They need to enrich the experience they have gained. It is the responsibility of managers to identify these needs by closely monitoring the performance of duties and by conducting regular discussions with staff and proposing options for action. People also need more experience in connection with the various activities they perform - in this case, HR managers enter into a role supporting employee development.

Because learning is a learning process, everyone who is somehow involved in learning must also have an understanding of learning (Charmine, Hartel and Fujimoto, 2015).
In the context of training, learning and behavior change need to be taken into account in terms of the knowledge, skills and attitudes needed for effective performance. And because training is focused on the effective performance of duties, it is at this point that learning and behavior change become most important and must be demonstrated (Bennett and Levinthal, 2017) .

Strategies and approaches for organizational change
Under the influence of many factors (changes in the business environment, changes in the strategy and structure of the organization, etc.) modern companies are subject to a number of different changes. The development of organizations can be defined as the pursuit of change, which is planned and oriented towards a complete change of the company or a particular subsystem; a process that is in the hands of senior management and is focused on rehabilitating the company, increasing the efficiency of its production and ensuring sustainable development for a long period of time. The environment within which organizational changes take place is subject to the action of various factors, which are: "soft" (communications, views, culture, etc.) and "hard" (organizational rules, structure, etc.).
There are two types of changes within the organization, namely:
 Reactive changes: changes that are implemented in response to the requirements of emerging opportunities, threats or problems;
 Planned changes: Changes that include actions based on in-depth analyzes of the necessary activities and related opportunities, difficulties and threats.
STRATEGIES FOR CHANGE
The effective effect of the changes carried out in the organization largely depends on the strategy chosen for the case. There are three separate types of strategies that are practically rare in their pure form: rational, forceful ("bomb-throwing"), and evolutionary strategies. In most cases, depending on the influence of external and internal factors of the company's environment, two or three types of strategies are applied simultaneously / combined /.
Rational strategies
The problem that has arisen is assigned to solve experts / specialists (advisors, commissions, etc.), who offer different solutions to deal with it. Central to this type of strategy is the understanding that "the organization's associates can be won by logical action." The desire for change moves "from top to bottom".
Power strategies
The main initiator and engine of the changes is the top management of the company, which in most cases keeps secret until their final realization. Consensus is being displaced by power and strength. In order to avoid conflicts, managers from other levels are outside the decision-making process for change. In the majority of cases, these force strategies lead to major changes in the development of the company (Boxal, 2013).
Evolutionary strategies
In them, the persons affected by the changes take a broad part in determining their content and practical application (self-regulation and self-diagnosis). Here, the initiative for change moves "from the bottom up". In some cases, expert assistance is also used. As a result of this strategy, the differential and evolutionary improvements in the organization can be pointed out.
All these strategies for change aim to increase the adaptability and innovation of the organization and thus make it more flexible to the constant changes in the business environment. Their implementation facilitates both the management and the employees who are the initiators of the change.

APPROACHES TO CHANGE
An important condition for the success of all organizations is that they be adaptable and introduce innovative practices in the production and supply of services, as well as in their management structures and work practices. It turns out that the overall organizational activity needs to be rethought.
Social methods can be cited as the basis for many approaches to accept organizational change. Some of them are:
 Empirical-rational approach - emphasis is placed on the rational, individual interest and the provision of appropriate education or training and information to allow individuals to accept change at their own discretion .;
 Normative-re-educational approach - this approach is focused on providing support for change by promoting new values, skills, norms and attitudes for communication between people in the organization / ensuring equal status and collective respect / .;
 Coercive approach - this approach promotes social justice and peacebuilding, through legislative and institutional measures
 Chain reaction - in this approach there is a gradual expansion of the circle of influence, sharing personal experiences or stories. According to the researchers, these stories help to integrate the participants in the group, to improve empathy and to reduce discrimination.
Motivation and staff management
For a change to be successful, it must, first and foremost, engage and change people's behavior and perceptions. Change needs to engage and excite. Lack of full commitment can stop the change from the very beginning.
Change management requires the managers in the business unit: to create a new organization of the work environment; to introduce new work processes; to introduce new technologies to attract employees to innovations in all areas of the organization.
Within each business unit, increasing emphasis is placed on human aspects and values. Great importance is attached to the individual abilities of specialists and managers to increase the competitiveness of the company by ensuring mutual loyalty in the process of work of employees.
The main purpose of personnel management, during a change, is to encourage the successful completion of individual transitions. It lies in the understanding that in order to achieve the desired organizational results, it is necessary for each individual employee affected by the changes to adopt the new way of performing his work activities. The key to successful change is the proper and adequate management of staff, which is the main driving force of the company.
An important point in personnel management is its motivation. It can also be defined as a tool by which management can influence employees. Motivation is a process in the framework of which the encouragement of oneself and others to activity is carried out, which aims to lead to the achievement of personal and organizational goals.
Motivation can be considered in the following 3 senses:
 Motivation determines the reasons and goals on the basis of which employees choose their behavior and determine their actions;
 Motivation is defined as a thought process by which people build their behavior in order to achieve organizational goals;
 It is impossible for motivation to stay inside the person. It always finds realization outside of it.
The right selection of means to motivate staff has the power to create such an internal business environment that awakens the individual initiative of staff and thus he takes a direct part in the process of change in the organization.



Conclusion
All strategies and approaches for organizational change support its development, adoption, implementation, realization and obtaining concrete results. Thanks to them, the process of change passes in a lighter and easier way through all units and employees of the business unit.
Speaking of organizational change, it is very important to mention personnel management, which is an integral part of the processes and results of change in the organization. Each individual employee plays an important role in the adoption and support of all necessary for the implementation of changes, activities.
Motivation training, in turn, is a key tool for stimulating staff in the organization. Thanks to it, a system of various incentives is built, which aim to motivate employees to be more active, to be more innovative and self-initiative.
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