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Executive Summary 
This assignment aims to develop a training program for an interim HR officer for the Local Council of Newnham. The local council of Newham includes the following Boroughs East Ham Borough, West Ham Borough, and part of Woolwich Metropolitan Borough Council (for North Woolwich) West Ham. The Local Council Newham provides tax, housing, and community services (Newham.gov.uk, 2021). The training plan will be tailored according to the organisation and individual's needs. A career plan will be developed for the interim HR officer, including a scheduled annual review and performance assessment plan. The Model of Training Process MTP will guide the training. Upon completion, the interim HR officer will present the report to the company's director for consideration, so to achieve HR and the organisation's objective, training must be tailored according to their targets which must be clear, specific, and measurable. The findings suggest executing an effective career plan that benefits both HR and the organisation; first, assessing the individual and organisation's needs must be done, then create a plan that focuses on the organisation objectives, deliver the training, and evaluate the success of the training. Insight from the report can contribute to the growing body of research interested in HR career planning, training, and development.
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[bookmark: _30j0zll] Introduction

The author will develop a training program for the Local Council of Newham interim HR Officer. The Model of Training Process (MTP) will guide the training and development to meet the individual and organisation's objectives. Training helps individuals understand their role in the organisation and perform their jobs successfully, benefiting the organisation (Salas et al., 2012, pi. 75). Training is essential to any organisation because it influences its competitiveness and provides continuing education for its workforce (Salas et al., 2012, pi. 75). The SAT of training is the different stages of exercise, such as analysing the organisations' needs, setting the aim and objectives, design strategy, implementing training strategies, and validation (Coleman, P.T., and Lim, Y.Y.J., 2001). When training is done effectively, it is designed and implemented properly (Salas et al., 2012). The Model of Training Process (MTOP) will guide the development, implementation, and evaluation of training.
Moreover, the MTOP model is selected to decide the training's aim, learning objectives, and training strategy (Goldstein, I. L., Ford J.K. 2002; Petal, N., personal communication 2021). The author will present the report to the company's director for consideration. The Local Council Newham provides tax, housing, and community services. The local Council of Newham is responsible for decision-making related to delivering services and programs for the following Boroughs East Ham Borough, West Ham Borough, and Woolwich Metropolitan Borough Council (for North Woolwich) West Ham. Such as taxes, housing, waste management, transportation, environment, public health, school, and education, to name a few (Newham.gov.uk (2021). Therefore, to train and develop the HR officer for the position, an evaluation of the organisations and individual needs will determine the gaps. Then an assessment of the HR officer's skills will be done. Therefore, the organisation can conduct an assessment to evaluate the HR officer's knowledge, skills, and competency level to implement a career plan for the HR officer, including an annual schedule review date and a method for accessing the HR's performance. 


[bookmark: _1fob9te]2.1. The Organisation's Needs
 The objective of the Council of Newham is to create value for each borough, global recognition, and attract investors to the city to attract the right investors and residence to Stratford, Olympic Park, Custom House, Canning Town and Royal Docks (London.gov.uk, 2021). To create value for each borough, which will be sustainable and reflects good growth. In turn, the development will benefit all the residence across each borough. The Council of Newham is working hard to ensure that all residents across the borough share the benefits equally (london.gov.uk, 2021). To ensure each borough are a place that people want to live, work at, and tarry verifiable and measurable objective were designed for affordable housing, housing, employment, and environment (london.gov.uk, 202). Therefore, to achieve the organisation objectives, which is the need to attract the right people, investors, and business partners to provide funding for various projects; for example, power, water, telecoms, roads, and other infrastructure projects will enable Stratford, Olympic Park, Custom House, Canning Town, and Royal Docks to become the centre of growth (London.gov.uk., 2021). The organisational structure for the Council of Newham adopts a hierarchical model or structure (Steiger et al., 2014). Since the Council of Newham is a large organisation, an effective training strategy with an ambitious breakdown of the training structure ensures the outcome supports the Council of Newham's needs.  Therefore, to ensure the HR Officer will be suitable for this position because employees are grouped according to their function, the Council of Newham delivers its objectives.  Therefore, for the Council of Newham to provide employment and homes that support the infrastructure, its employees must be trained. The training follows a design that promotes job and individual performance. The Council of Newham's objective is to develop London, but the purpose is to tailor infrastructures that complement and sustain all boroughs (London.gov.uk). The organisation will conduct an SAT of training to understand the organisation's aims and needs and implement a career plan for various jobs the London Council must meet. 
[bookmark: _3znysh7]3.1 Purpose of Career Planning
Career planning is essential to the HR officer to assist them in becoming successful in the workplace and achieve growth in different roles (Antoniu, E., 2010). Career planning also helps the HR officer determine their level of training and what they need to improve to move up in the organisation.  For example, suppose the HR aspires to become an HR manager. In that case, there are different eligibility requirements HR managers need to competent and skilled in. An Hr Officer is qualified in the following officers developing, advising, and implementing policies relating to the effective use of staff for organisations, employee recruitment, training and development, performance appraisal, and rewards—working with different managers knowing and implementing labour laws, to name a few. By planning, the HR officer can develop the necessary skills to prepare and understand the role requirement (Antoniu, E., 2010). Alternately, in other words, career planning is vital to HR officers because the planning can identify the individual's needs and career opportunities in the organisation, so the HR department can develop and implement a plan to assist the person that will meet the person's and organisation's needs (Antoniu, E., 2010). Therefore, to create the HR Officer for the Council of Newham affordable housing department, the following plan is put and action.
Such as identifying the HR's career goals, then accessing the person's knowledge, skills, attitude, and competency level. Based on the HR competency level, the learning objectives will be created accordingly, including the person's targets. Training will include various interactive learning materials learning objectives, and activities to achieved training targets. So, to reach the targets, the HR will do in the class and on-the-job training for two months and be modified after assessment and feedback from the supervisor to assess the quality and practical training (Antoniu, E., 2010). 
[bookmark: _chddgwaqcr0o] Please see Figure 1, A career planning model taken from (Antoniu, E., 2010). 
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The above image represents how career planning must link individual
needs and aspirations with organisational needs and opportunities (Antoniu, E., 2010). Therefore, by informing, evaluating, and providing staff with career planning, their development efforts combined with training and development programs can benefit the HR officer, the organisation, and the Newham economy's Council (Antoniu, E., 2010).  Therefore, the HR officer's level of competency will be assessed to implement their career plan. 

[bookmark: _gpwo92v508wo]4.1 Individual Employee's Current Competency Level
The term competency is defined as "the skills and characteristics that enable [an individual] to perform a job or their task at a targeted level of proficiency, they are competent (indeed.com,2021). To be competent, the HR Officer must react to a situation and follow behaviours correlated with their past success (indeed.com, 2021). The HR officer competency level can be determined by conducting a pre-assessment. A pre-assessment predicts how someone" initiates action, respond to situations, and or prevent problems" (Orme, J.,2016). There are four different types of competence: unconscious incompetence, conscious incompetence, conscious competence, and unconscious competence. Unconscious incompetence is when the person does not know that he or she is doing the task incorrectly, so the person does not ask for help. Conscious incompetence is when the person is aware of their shortcoming, and they cannot perform the task. Conscious competence is when the individual decided to put the work in through training to become better at performing the job and become better at completing the job. Unconscious competence is when the person mastered the task and can train someone else to do the job (indeed.com, 2021).  
To know if the HR officer is a good candidate and what current skill, knowledge, and competency level a pre-assessment was done (Armstrong, M and Taylor, S., 2014). Therefore, to determine if the HR is a good candidate for the job, an evaluation will be done of the interim HR Officer's skillset. Based on the assessment, the HR officer is competent in the following area: team-building skills, leadership skills, analytical skills, employee selection and interviewing skills, modelling skills, people skills, critical and research skills. Also, the assessment shows the HR officer is knowledgeable in staffing and recruitment policies, personnel, and payroll policies, staffing analysis planning, interview, and training. In addition, the assessment demonstrates the HR is competent in organisation management, performance appraisal, and financial management. To get the interim HR officer to the unconscious competency level, where the HR can effectively manage and lead the organisation's staff practices and effectively conduct duties related to collective bargaining and governmental laws (Wright et al., 2011). An individual employee career plan is designed for the interim HR officer.  
[bookmark: _2et92p0]5.1 Individual Employee's Career Plan
 An individual career plan is a short-term road map designed to perform one academic goal career (Clark et al., 2012). An HR career plan is also a partnership with employees and the company's attraction and retention strategy (Wright et al., 2011). Also, a career plan assists an employee in improving their skillset and knowledge, which benefits the organisation and individual development, so create the personal employee plan, the organisations and HR's need were accessed. The following individual employee plan was designed to influence the HR officer's ability to grow with the Council of Newham (Coleman, P.T., and Lim, Y.Y.J., 2001; indeed.com, 2021).
[bookmark: _cu4i6mfts6ok]The HR officer current skills:                   
· Team-building skills
· Leadership skills
· Analytical skills
· Employee selection and interviewing skills
· Modelling skills
· People skills
· Critical thinking and research skills
[bookmark: _5ynhamgid9u4] Areas of strengths: HR
· Effective at statistical, analytical, critical and research skills
· The ability to effectively lead, negotiate, influence, manage conflict, and solve problems. 
[bookmark: _504wrz6bf8i0]Areas of weakness HR
· Cross-cultural communication
· Training targets, hiring selection, and organisational culture
· Performance report, record keeping, data management, policies, and compliance
· HR policies
[bookmark: _7txefi532s6c]Companies needs
· Investors 
· New technology
· Sales team
· Customer service associates 
· Project managers
· Obtained investors, attract the right people, investors, and business partners to provide funding for various projects, for example, power, water, telecoms, roads, and other infrastructure projects. 
[bookmark: _jqbzuirno3gj]Key organisation objectives:
· Oversee all tasks performed in the marketing department
· Create a marketing strategy that matches the organisation's goals
[bookmark: _vqf1ve9judut]Key HR objectives
· To become an HR Sale Manager for the affordable housing department for the Council of Newham.
[bookmark: _vu2l73xpjjg8]Core Competency
· Communication, Cross-cultural communication, sales, 
· Customer service skills; performance report
· Time management skills and data management
[bookmark: _8475nbwyiuvr]Action Plan: 
· To complete advanced customer service training program and implement skills to raise investors satisfaction level
· Shadow existing leaders within the sale/customer service department and implement their time management techniques to help improve sales technique and increase funding.
[bookmark: _r3eamwx1dof8]Learning objectives:
By the end of the training, the HR officer must work independently to achieve sale's department weekly sales quotas, understand the communication effectively and understand the nuisance of cross-cultural communication and respond appropriately. Effectively manage their time and the HR sales department data. 
HR needs to accomplish a 98% accuracy for three consecutive quarters to pass the course. HR will develop phone mannerism skills, technology training, communication skills training, employment assessment training, job competency, critical thinking, personal awareness, and cultural identity training. Training included: video roleplays and training activities are designed to improve individual and corporate performance. A personal self-assessment will be scheduled for the trainer, with similar targets.  
[bookmark: _wvg3j3e1mkew]Training Design: 
The training will take place for 3hour, five days weekly for three months on the job and in the classroom. There will be two 15-minute breaks. Hr will shadow employees and interactive video training. The criterion for assessing HR is by supervisors, test, and immediate feedback. The HR will be given a training calendar to keep track of their progress. The calendar, including the training targets, is the HR's skills, sales technique, job competency and telephone mannerism; to keep track of their progress (Dierdorff and Surface, 2007; Goldstein, I. L., Ford J.K. 2002; Petal, N., personal communication 2021).
[bookmark: _ljyork683o9x]6.1 Scheduled Annual Review and Performance Assessment Plan
Based on the post-training audits, for example, depending on the learning outcome, the HR career plan and targets will be modified accordingly from the feedback, test and supervisor assessment.  If HR completed the training, the areas of weakness are developed, and the HR skills, knowledge, and competency level are successfully designed to transition into the new position. Suppose the Interim HR officer did not complete the program. Data collected from performance review and personal progress calendar will be used to determine if any further modifications are needed to assist areas of weakness, increasing the HR professional development and career advancement.

[bookmark: _nhyqgcqqv7za] Conclusion
The report suggests that career planning is essential to the HR officer and the organisation's success. Moreover, career planning also helps the HR officer determine their level of training and what they need to improve to move up in the organisation (Antoniu, E., 2010). The findings suggest that developing and implementing an effective employee career plan must first assess the organisation and individual objective. Also, the training follows a design that promotes job and personal performance growth. Moreover, it is vital to access the person's knowledge, skills, attitude, and competency level to determine the HR proficiency level. Based on the HR competency level, the learning objectives will be created accordingly. 
The findings also suggest that an individual career plan is a short-term road map designed to perform one academic goal career (Clark et al., 2012). An HR career plan is also a partnership with employees and the company's attraction and retention strategy (Wright et al., 2011). Also, a career plan assists an employee in improving their skillset and knowledge, which benefits the organisation and individual development (indeed.com, 2021)
The takeaway is that training is necessary to achieve organisational goals. Also, training must meet the organisation and employees' objectives, and the training content must have programs for the organisations' need and employees' needs (Goldstein, I. L., Ford J.K. 2002). 
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