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INTRODUCTION

Trades Parts Specialist (TPS) UK is a vehicle parts dealer established in 2006 with the head Office in Derby. TPS has is commonly known, became the UK’s first trade operation to be owned and run by a leading automotive manufacturer. It is part of Volkswagen Group UK, supplying parts for Audi, SEAT, ŠKODA, Volkswagen passenger cars and Commercial Vehicles.  In 2012, it launched its Apprenticeship scheme as part of its career development program for the employees. Still operating today, it’s been a hugely valuable asset, attracting new talent into TPS as well as the  continually-evolving industry.
TPS UK' day-to-day business endeavours  were not left out by the disruptions caused by the Covid-19 pandemic. During the initial lockdown which occurred between March and June 2020, the firm had to lock its doors adhering to safety directives issued by the government. This caused loss of income and several employees had to be put on furlough. Furlough was a monetary support scheme initiated government of United Kingdom to help protect against job losses due to the pandemic.  When the lockdown was lifted in early July 2020, several infection control measures were rolled out by the government termed as "Covid-19 risk-free procedure"( Gov.uk, 2020). which organisations needed to implement, This included among others, two-meter social distancing, wearing of masks, washing hands and so on. The Social distancing measures of two meters between individuals required more work spaces in the offices, warehouses and distribution centres of TPS UK, due to  this, some employees had to operate from their homes or on alternate days at the offices, warehouses and distribution centres. Most  repair work shops or garages were not operating during the lockdown period which resulted in extremely low sales and most of employees had to continue in furlough because TPS could afford their wages. Delivery vans had to be modified to meet the Covid-19 safety measures. On a number of occasions, two or more workers had to go on quarantine  for at least fourteen days whenever they showed signs or symptoms of Covid-19 or when alerted by the Test and Trace task force that they had come in contact with someone who has  tested positive of the virus. 
Covid-19 caused and still poses a numerous challenges to the day to day business routines of the Human Resource (HR) department of TPS UK. 

The Human Resource Department takes care of the development needs of employees and the organisation by utilizing Human Resource Management and development vehicles or tools.

Human Resource Management (HRM) is a tactical effective approach used in monitoring individuals in an organisation such that they help their business gain competitive advantage. It is developed to optimize employee performance in service of an employer's strategic objectives (Johnason   2009).Human resource management mainly addresses administrative concerns within organisations, with emphasis on policies and systems (Collings and Wood, 2009). Employees are motivated,   focused, hence becoming productive for the benefit of the organisation (Towers2007).

[bookmark: _Toc70706319]TPS UK DEVELOPMENT VEHICLES 
A number of development vehicles are used by TPS UK to facilitate employees’ career development. This include; Performance appraisal, Career planning, Skills need analysis, competency analysis  and Knowledge, Skills, behaviour  etcetera.

a) Performance Appraisal
Performance evaluation and planning is a key process for TPS UK. Its purpose is to ensure that employees receive candid performance information for the year ending and clear goals and development plans for the coming year. Evaluations are also used to inform the decision making on pay increase and other personnel decisions. 
This tool has been effectively used by the HR department to develop employees. I am an evidence of this. Four years ago, I joined TPS UK as a delivery driver but today, I am a front desk supervisor leading a team of five personnels. 

The table below shows the Scheduled Annual Review and Performance Assessment Plan
	Department
	To be eligible for  quality boost, employee's  start date is on or before
	Annual Salary Review (ASR) process initiated by Compensation Office
	Performance Review Conversation / Written Evaluation
	DLC sends final merit increase amounts to Compensation Office

	Marketing 
	July 1
	Late October
	October / December
	Mid December

	Operations
	November 25
	Mid-January
	January / February
	Mid-February

	Sales
	March 30
	Mid-January
	February / March
	Early March

	Human Resource
	May 30
	Early March
	March / April
	Mid-April

	Finance
	January 1
	Mid-April
	May / June
	Early June

	Administration
	January 1
	Mid-April
	May / June
	Early June



Figure 1. Annual Review Performance Assessment Plan





b) Career planning
Career planning is a process of identifying the professional path that will suit an individual’s personality, interests and goals. It involves exploring different career options, performing a self-evaluation to test ones suitability for these and finding the right ways to get on a careertrack. It can also be defined as, an ongoing process through which an individual sets career goals and identifies the means to achieve them. It entailsthree main components namely;
1) Self-exploration: This is the process of examining your;
· Skills
· Values
· Experience
· Interests
· Education
2) Occupational Exploration includes activities such as;
· Researching occupational and job profiles
· Conducting informational interviews
· Attending career and job fairs
· Gathering labor-market information

3) Educational and Career Planning consists of;
· Decision making
· Personal Goal setting
· Trouble  solving
· Activity  planning

Purpose of career planning
A career plan is important as it can help an individual manage the direction of his or her career by;
· Identifying what you are good at.
· Knowing how your skills, talents, values, and interests translate into possible jobs or careers.
· Matching your skills, etc. to existing jobs or careers.
· Matching your career goals to your financial needs.
· Matching your career goals to your educational needs.
· Making good decisions for  you.
· Finding ways to meet your educational and financial needs on your schedule.

Developing a career plan can make major career objectives that seem impossible become much more manageable. Thanks to the quality work ethics of the Human Resource officers at TPS UK, I have been able to use this tool and get elevated from a delivery driver through the ranks to a front desk supervisor.

c) Individual Employee’s Career development Plan

	Long Term Goals

	Recognition  as a top performer of the  sales team

	Immediate Objectives

	Improve customer service skills and performance

	Objectives
	Actions
	Required Support
	Measurement
	Target

	Become a top performing  team member
	Attend customer service training.
	Training fee
Time from schedule
	Successful completion of training
	July

	
	Improve customer service acumen and performance.
	Feedback and coaching for managers
	Customer satisfaction scores and feedback from customers
	On going

	
	Gain management experience.
	Delegation of responsibilities such as managing customer complaints when the shift manager is on break
	Feedback from shift manager
	On going

	
	Gain experience at the sales desk
	Assignment to the sales desk
	Feedback from sales manager
	On going



Figure 2. Individual Career development plan



d) Skills Gap Analysis
A skills gap is a gap between the skills a worker possesses and he skills required to work efficiently.
A skill gap analysis is one of the Human Resource Management tools and techniques used by TPS UK to identify the skill gaps an employee or group of employees have. Conducting a skill gap analysis is a three-step process that includes; determining desired skills, assessing a candidate's skills and identifying existing gaps and to respond to it.

	Scope
	Person responsible
	Due time
	Response

	Individual level
	Team leader
	· Changes in employee’s duties
· Poor performance
· Need for new skills for promotion or a new project
	· Training
· Succession planning
· Mentoring initiatives

	Team level
	· Team leader
· HR manager
· External Consultants
	· Problems meeting business goals
· Strategy shifts require a new skills or developing the old one
· Using new technologies
	· Hiring
· Training
· Mentoring



Figure 3. Skills Gap analysis table





e) [bookmark: _Toc70706320]Employees Skills need analysis
[bookmark: _Toc70706321]This is another vital Human Resource Management tool used by TPS UK to promote employee career development.
Using this tool, the company has been able to identify the skills and competences needed by employees to perform current or upcoming roles better as shown in the table below.
	
	[bookmark: _Toc70706322]Importance
	[bookmark: _Toc70706323]Skill level Required

	[bookmark: _Toc70706324]Leadership
	[bookmark: _Toc70706325]High
	[bookmark: _Toc70706326]Excellent

	Systems Applications and Products in Data Processing(SAP)knowledge
	[bookmark: _Toc70706327]Moderate
	[bookmark: _Toc70706328]Good

	[bookmark: _Toc70706329]Initiative & Creativity
	[bookmark: _Toc70706330]High
	[bookmark: _Toc70706331]Excellent

	[bookmark: _Toc70706332]Communication
	[bookmark: _Toc70706333]High
	[bookmark: _Toc70706334]Good

	[bookmark: _Toc70706335]Team Work
	[bookmark: _Toc70706336]High
	[bookmark: _Toc70706337]Good

	[bookmark: _Toc70706338]Language skills
	[bookmark: _Toc70706339]Moderate
	[bookmark: _Toc70706340]Good

	[bookmark: _Toc70706341]Positive Attitude
	[bookmark: _Toc70706342]High
	[bookmark: _Toc70706343]Good

	[bookmark: _Toc70706344]Financial Management
	[bookmark: _Toc70706345]Moderate
	[bookmark: _Toc70706346]Good

	[bookmark: _Toc70706347]Phone Communication
	[bookmark: _Toc70706348]High
	[bookmark: _Toc70706349]Excellent

	[bookmark: _Toc70706350]Presentation Skills
	[bookmark: _Toc70706351]High
	[bookmark: _Toc70706352]Good



Figure 4. Skills need analysis table

The skills gap and employee skills need analysis is one of the tools that brought out my skills and competency to the attention of Human Resource officials of TPS UK and eventually led to my being pick up from a delivery driver and promoted to Front desk(Sales).

f) Knowledge, Skills and Behaviours (KSB) analysis
The modern business world is getting more demanding and competitive, Human Resource professionals need to acquire and adopt certain knowledge, skills, and behaviours to contribute to the organisation’s success. According to Sparrow (2013), there are five centric key skills that getsan employee to stand out. These are;
1. Being able to use data. 
2. Providing evidence on people initiatives that benefit the business.
3. Explaining the way you have built a relationship within a diverse area of the business.
4. Demonstrating your influence on the business decision.
5. Explaining how you have achieved the long and short-term goals of the organisation.
Sparrow cites from aChartered Institute of Personnel and Development (CIPD) survey that, almost half of human resource leaders state that, data is one of the key areas for the Human Resource professionals to focus on. Cost management is one of the key challenges business owners are concerned about and the Human Resource professionals need to be able to address this concern through presenting the cost analysis data in order to attain the business owners’ trust.
Furthermore, curiosity and courage are other key behaviours every Human Resource professional needs to adopt, as Human Resource is normally called ‘employees advocate’, so to prove the validity of this statement, they need to have the courage to raise their voice, speak up, ask questions and challenge others to achieve their goals and ultimately, the organisational common goal.
Innovation, seeking new ideas and solutions for current people issues in the company is another great characteristic of a Human Resource professional in the modern business globe.
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CONCLUSION

There are numerous ways of improving skills whether it is through specialist tasks or day-to-day life tasks. Acquisition of personal skills starts at a young age and covers over an entire lifetime. Life brings many opportunities for constant personal improvement in education, professional life and personal life, as long as the individual takes the opportunities. This enables one to keep abreast with changing business trends and maintaining mental health and self-satisfaction.
Lots of businesses other than multi-nationals are not meeting worker’s needs with reference to training and also advancement  and ultimately the gaps found in the required skills vis-a-vis attained skills have become so large that inter-relationships of training and performance are terribly affected. There is a big void between the knowledge and skills imparted and acquired at workplace and also its applications as seen in the industrial environments. Because of this void, companies now feel that there should be a close intermediary between such organisations and the industry so that workers development programs are made a lot more practical. There are training institutions which offer customized along with off-the-shelf programs based on their client’s business operations however yet, there is much to be improved. Therefore, training and growth cannot be disconnected from the business activities of the organisations; on the contrary, this is the area that clearly illustrates positive relationships between training activities and the organisational performance. If organisations are capable to support all employees in meeting their requirements then both, employees and organisations will get the long term benefits. It is also really crucial for the companies to timely review the success of staff member training and also growth program.
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