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Introduction 

Coca-cola is a multinational beverage company that is involved in the manufacturing, retails, and marketing of its carbonated drinks. Coca-cola has been producing many other drinks under its name. Coca-cola is the largest beverage selling company in the whole world, and it is selling more than 2800 products in 200 countries. The success of Coca-cola is its high quality, marketing, and brand loyalty. Coca-cola values its business partners, such as McDonald's, and is keen on producing high-quality beverages (Brickley, 2002). The purpose of this report is to evaluate the development vehicles available for chosen organization. For this report, Coca-Cola as an organization is chosen, and this study will firstly explains the business strategies for individual employees. Secondly, this study will propose a professional development plan/ Strategic plan to meet the expectations of employee’s needs. As Coca-cola is a multinational brand, it has been operating in more than 200 countries. Although it's difficult to manage such a hugely diverse workforce, it has been seen that Coca-cola mostly works in compliance with the business principles. The company tries to give back to society and fulfill its individual employee’s needs. The privacy rules and employee empowerment has made it the number one choice for the employees. 

1- Individual Employees:
Coca-cola provide its employees a save environment of work in every country. It take care of the cultural differences and language barriers as well. It gives a great respect to its individual employees by providing privacy to them, at the workplace it is an important ethical principle of business. Employees' privacy refers to adopting any actions that make people infuriated about their personal space and privacy. With the advancement of technology, it has become easy for employers to keep an eye on the employees with the help of surveillance cameras. Also, they can monitor the activities of employees on computers and can easily check their communication and other activities. 

Coca-cola protects the privacy of its employees by adopting measures that help and empowers to feel secure. However, the company monitors the activities of the employees if they are using the name of the brand; for example, if the employees are using Coca-cola official account, it's not allowed to use it irresponsibly. This action of the company is allowed in the law so that no one can use the name of the brand for personal agendas. Coca-cola protects the personal data of the employees at all costs. Coca-cola is not involved in breaching the privacy of the patients, nor is it believed to share their data without their consent.  The company does not believe in monitoring the people unnecessarily and give privacy to the employees. There have been no complaints from employees that they feel infuriated by the privacy policies of the company. Coca-cola gave personal space to the employees and did not try to invade their privacy. As it's a multinational operating in more than 200 countries, there can be instances where a manager tries to monitor the activities of employees, but it's not the company's policy and individual actions. However, affected employees can complain about their concerns to the company, and action will be taken against such managers.

The organization always taken into account the care of its employees even during the time of pandemic. Coca-cola has never lied about the content of its drinks, and everyone knows that they are carbonated and not healthy. The ingredients or substances used to prepare Coca-cola are also available, and there is no concealing by the management. No one can file a lawsuit against the Coca-cola as an unhealthy beverage as customers are expected to understand the product before consuming it. Coca-cola has never declared its drinks as healthy alternatives, which helps to protect it from the lawsuits. Consumers are aware of the product, and they used it on their own will. It’s called business ethics. Business ethics refers to the code of conduct that a business must follow to remain ethical. There are different types of ethical principles that must be followed by the Coca-cola corporation to perform in a morally upright manner. Some of the ethical principles include corporate social responsibility, employee privacy, and product liability, which is the failure of the business to warn its customers (Kaptein, 2004).

To propose a development plan: 
The compensation and benefits plan for coca-cola’s employees recognizes their effort and commitment to their work, as well as their contribution to create value for the company. In a world of quick and tumultuous change, when market adaptation, innovation, speed, and learning will be constant and crucial, it is critical for businesses to be smart, agile, and flexible in order to remain contextually competitive (Garri, 2021). In this view, it is important to understand how to maximize the workforce's varied talents and potentialities, as well as all of the opportunities available to each economic unit, in order to utilize all of the creativity that may emerge from collaborative efforts. It's not about finding, interviewing, and hiring a slew of talented individuals; it's about putting the pieces together in a way that works synergistically and wisely.
This document propose a development plan for Coca-cola employees. Finding the right plan while creating the company’s human resources plans, and employing not only today's but also the future talents are among the critical success factors for us.

In order to achieve this goal, Coca-cola act within the framework of two basic approaches in the selection and placement system. The first of these approaches is to establish systems that will reveal the talents of our candidates; the second is to do this on the basis of our organization's needs. Coca-cola act within the framework of two basic approaches to discover and reveal the talents within us (Delabre, et al., 2020). The tools Coca-cola use to discover the talents of our employees are the "Development Center", "Performance Evaluation" and "Potential Evaluation" systems. The purpose of the “Development Center” is to determine the development areas and level of needs of candidates for positions deemed strategic in line with certain competencies, and to decide on their suitability for the position.

In the Performance Evaluation System, it is to evaluate the work performance of the employees and to plan the development environments by determining their strong areas. In the Potential Evaluation System, meetings are held with the departments in order to evaluate the sustainable performance, current and future potentials of our employees and to identify and develop their talents (Khazaei et al., 2021). As a result of these meetings, the individual development needs of the employees are determined according to the Potential/Performance matrix.

The purpose of the Potential Evaluation Meeting is, to take career expectations of the employees and ensure that the expectations are managed properly. Also it ensures to identify the employees who make some difference. The meeting is held in lei of the employee’s potential. Each employee is directed to different development program according to the specialization of the employee. The best performing employees are highlighted as start employees of the year for their motivation and a target to the rest.
At the potential evaluation meeting, the expectations and thoughts of the company employees regarding their career goals are taken with the form “I am in control of my career”. These forms are evaluated in Potential Evaluation Meetings with the manager. The manager is expected to prepare a development plan for this target for his/her employee and to give feedback to the employee so that he/she can develop his/her target in parallel with the corporate development targets.

Due to what has been previously stated, it is indisputable that the process of personnel recruitment and selection is critical to an organization's efficiency, efficacy, and effectiveness, as it is directly linked to the establishment, fulfilment, and development of activities within the same, and failing to consider it distorts the results, affecting the organization's ability to achieve its objectives (IBOJO, 2020). In this highly competitive and challenging environment, an investigation was conducted to allow, on the one hand, to learn about and study the processes of recruitment and selection of personnel in the worldwide commune, and on the other hand, to collect the opinions of executives of organizations regarding the system and techniques of recruitment and selection of personnel that they use in Coca-Cola organization.
Recommendations:

In addition to the relevance that they stipulate to the process, the organization consider certain necessary and essential elements when choosing a person to carry out a specific position. In the case of the position of senior manager, the first requirement to apply is academic training, followed by the intelligence of the candidate; as indicated by the 70% surveyed, belonging to the fishing, industrial, supermarkets and department stores. It is worth mentioning that two private organizations have a different vision from the common one when selecting staff, they believe that beyond the professional training of the candidate, the essential thing is to have people who are from the Los Lagos region and above all have knowledge generals. In the middle executive position. What is currently required is to have had experience in similar positions; this requirement is the first priority, followed by the personality of the candidate, as indicated by 50% of those surveyed. With regard to operator positions, the basic requirement is the motivation of the candidate, followed by the ability to adapt that they have at the time of entry. This, according to what the respondents pointed out, is because people in general are very little committed to work, since they have the advantage of being in a region where the possibilities of employment at this level are very wide, so they repeatedly tend to change jobs (external staff rotation), a situation that leads to having little sense of responsibility and institutional involvement. It is to have had experience in similar positions; this requirement is the first priority, followed by the personality of the candidate, as indicated by 50% of those surveyed. With regard to operator positions, the basic requirement is the motivation of the candidate, followed by the ability to adapt that they have at the time of entry. Further, the plan development management implement practices to support our employees and their families in order to ensure that the work-life balance is observed, which is important in terms of connecting our employees, each of whom is seen as a talent, to the institution.

Within the HR policy of Coca- cola, the title of “Our Families” is handled separately and the approach is adopted that we are a big team not only with our employees but also with our families. In line with our HR policy, Coca-cola launched the "Familia" project, which will include employees and their families, in order to raise employee happiness and loyalty to higher levels, to keep constant communication within the company, to get to know each other and to contribute to the personal and social development of employees' families. We have been implementing since. In the beginning, we handled the project together with family and children, Due to the differences in the interests and demands of children, and as a result of the feedback from our employees, we have made two separate applications as "Familia" and "Science Child World" since 2006. Thus, we started to plan and implement activities specific to 2 different groups, whose contribution we care about, in a more detailed and systematic way.

Human Resources management is one of the most important processes for us to realize our mission and reach our vision. Coca-cola’s HR policy determined in this context guides all Labor force practices. In order to create a corporate culture that is committed to our values, which aims to realize the loyalty and happiness of our employees at the highest level, and to ensure that our organization achieves its goals depending on its strategic plan by applying innovative human resources systems.
Appraisals of the organization:

360-degree feedback: 360-degree feedback is a process used in many companies to assess and improve employee performance, helping to identify skills that need to be developed. It basically means getting back some information. For example, when the leader meets with his employees or his team, he explains which areas are doing well and which ones need to be corrected, he is providing feedback. In the English translation, the source of the word is: a kind of “opinion” or “retroactive effect”. This alternative offers broader feedback starting with multiple perceptions, done at 360 degrees. It combines the vision of the immediate superior, as well as the vision of colleagues, subordinates and advisors.
The main purpose of 360-degree feedback is to determine an employee's strengths and weaknesses, taking into account the opinion of everyone who works with them. This type of return is vital for the company, as it promotes team planning and management and makes employees more engaged in the company, as they feel urged to demonstrate their potential, especially to improve the points raised in negative feedbacks.

540-degree feedback: Performance appraisals can be stressful. Traditionally, no one likes to give or receive such an assessment and many consider the process unnecessary. Implementing a 540-degree appraisal system, however, provides a more comprehensive approach to the performance appraisal process and can serve to improve communication, morale and – yes – performance. For those unfamiliar with the jargon, it can be confusing to understand exactly what a 540-degree rating takes into account.

The key to understanding is realizing that there is a range of different “graded” performance reviews – 90, 180, 270, 360, 540 and even 720 – and each type of assessment is named according to the number of feedback sources it takes in consideration. A 540-degree assessment builds on this to take into account the self-assessment of the employee being assessed. Typically, the employee completes a self-assessment form, evaluating themselves and providing feedback on their own perception of their performance prior to the review meeting with their manager.

Conclusion:

With the principle of equality of opportunity, recruited candidates who have the competence, knowledge and development potential are there, to carry our organization to the future, and are focused on success, team and value.

With continuous learning, innovation and improvement approach, it is provided that the development opportunities will improve the competencies of our employees and ensure that the current and future competency requirements of the organization are met.

Each of our employees as a leader and talent, and are created a participatory work environment where they can reveal and develop their potential by preparing individual development opportunities.

It is ensured that individual goals are compatible with the organization’s corporate goals, Evaluation performance is fair and objective, and supported the employees to achieve higher performance.

It is supported that the participation of the organization’s employees in individual and team-based improvement studies and all kinds of innovative and creative initiatives. In addition, it is organized in internal communication activities in order to establish a strong dialogue between the company employees.
The company see its employees, who are the determinants of success in the realization of the organizational goals, as well as their families, as an integral part of the organization.
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