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[bookmark: _en27v2t8y6h3][bookmark: _Toc216204765][bookmark: _Toc216205334]Executive summary
This report has explored how organisations managed human resource planning, employee performance and career development to achieve operational effectiveness. This report also looked at skills requirements, the labour market and the organisation’s corporate structure. It assessed how managers dealt with stress, motivation and absenteeism using well-known HR and motivation theories. Performance appraisal techniques were examined to see how the fairness of assessment, structured feedback and confidentiality were maintained. In addition, the review of career development provided insights into the emerging relevance of sustainability for anyone planning for the long-term workforce.
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[bookmark: _w0ek4bykirvl][bookmark: _Toc216213228]Introduction
This report will discuss the major issues in human resource planning, employee performance management, and career development in contemporary organisations. It will explore the challenges of operation, skills needed, performance evaluation approaches and sustainable career strategies and relate the practices to the pertinent theory and real organisational cases to explain the good workforce management in changing businesses.
[bookmark: _byn1ugrxr2my][bookmark: _Toc216213229][bookmark: _1kxrwyo700lm]Definition, function, features, and characteristics of the human resources planning process 
Definition
Human Resource Planning (HRP) refers to a methodical procedure of predicting future staffing requirements of an organisation and being able to assure an adequate supply of the right quantity of the right people at the right time (Armstrong and Taylor, 2023). It matches the organisational goals to the workforce requirements that facilitate effective recruitment and selection, as presented in the presentation. 
Function
The main role of HRP is to examine the existing human resources, foresee the upcoming requirements, and formulate plans to bridge the gap in skills or capacity. This involves carrying out job analysis, job description and developing person specifications, which are necessary procedures before hiring the right people (Rahman, 2024).
Features
The key features of a successful HRP process include precision of prediction, adaptability to organisational change, alignment with total corporate strategy and dependence on structured review standards (Rahman, 2024). Also, HRP facilitates competency recruitment whereby organisations are able to attract and pick candidates who are able to perform well based on the technical and behavioural qualifications.
Characteristics
The main characteristics of HRP are that it is proactive, data-driven and continuous. It applies labour market knowledge, internal workforce patterns and strategic planning to make decisions. Fairness, employment law compliance and congruence with the principles of diversity and inclusion is also the focus of HRP (Oyadiran et al. 2023).
[bookmark: _egr47r5x9ww1][bookmark: _Toc216213230]Factors involved in human resource planning
Nature of the Work
HR planning is largely determined by the nature and nature of work. Through job analysis, organisations need to know the tasks, duties and skill sets that a specific job entails. Technical, specialised and project-based jobs demand a better-planned approach in order to have the rightly skilled candidates at the right time (Mullins, 2019).
Products or Services Demand
The demand for customers has changed in staffing requirements. Increased demand might necessitate more workers or more positions in organisations, whereas a decline in demand might necessitate a downsizing in the level of staffing. Proper forecasting will aid in keeping operating levels efficient and prevent overstaffing or understaffing (Al-Suraihi et al. 2021).
Skills Requirements and Skills Shortages
HR planning takes into account the degree of expertise, qualification, and skills required. Skills shortages-characteristic of digital transformation projects, need organisations to change recruitment strategies, invest in training, or get talent outside (Li, 2022).
Location and Competition on the Labour Market
Geographical location determines the presence of quality labour and competition in the labour market. Cities might have a greater talent pool, and rural communities might lack that, and they will need competitive pay or allow more flexibility in their work (Al-Suraihi et al. 2021).
Workforce Profiles
The HR planners consider employee characteristics like skill level, aptitude, education and flexibility. They distinguish core and peripheral workers (permanent staff whose skills are crucial, and temporary or flexible staff). Transference of skills is also measured to understand how transient the employees can be when it comes to changing roles during the organisational change.
Types of Contracts
There are many categories of contracts that organisations employ to satisfy the operational requirements, like full-time, part-time, temporary, subcontracting, zero-hours, or agency staff. HR planning guarantees the appropriate contractual make-up to facilitate cost control and flexibility.
Labour Turnover and Productivity
Tracking the turnover in terms of numbers and percentages determines the problem of retention and the future recruiting demand. HR planning is also steered by the level of productivity in organisational goals since it demonstrates the adequacy of staffing and skills to achieve organisational objectives (Al-Suraihi et al. 2021). 
[bookmark: _bgcsa7ao1pje][bookmark: _Toc216213231]Management actions to address HR issues at an operational level
Good management intervention is critical in mitigating workplace stress, absenteeism, low motivation, and poor engagement. The workplace stress is also usually caused by the lack of job expectations or work overload; focusing on the Job Demand-Control Model that was introduced by Karasek, managers may mitigate the stress levels through granting employees more autonomy, better role definition, and support mechanisms. Absenteeism in qualitative and quantitative terms might be tackled by determining the reasons why and then treating them with the help of wellness programmes, flexible work policies or interviews back to work (Wellington, 2011).
[bookmark: _3jfs0wmmlkm]In order to gain better motivation, the Two-Factor Theory by Herzberg may be applied by managers and motivators who include recognition, development of skills, and interesting job tasks that need to be improved (Hutchinson, 2013). Inclusive communication, alignment of the employees to organisational values and modelling of the cultural behaviours by the leadership can be very useful in engaging with the business culture (Al-Suraihi et al. 2021). The Hierarchy of Needs model offered by Maslow may be applied to ensure that the employees are satisfied with their work, having both the basic needs like job security and fair pay fulfilled, as well as the higher ones (Mullins, 2019). 
[bookmark: _a2d2kzrhsxkr][bookmark: _Toc216213232]Techniques to meet skills requirements
There are various methods that organisations employ to make sure that they possess the appropriate skills to address the operational needs (Armstrong and Taylor, 2023). 
One of the main methods is the recruitment and selection process, which is facilitated through job analysis, clear job descriptions, as well as competency-based interviews. These measures will be used to balance the skills of the candidates and the organisational requirements based on the Person-Job Fit Theory, which focuses on the alignment of individual skills with the job requirements (Oyadiran et al. 2023). Such structured interviews and important evaluation criteria, which are presented in the presentation, also minimise bias and enhance the accuracy of the selection of skilled applicants.
Upskilling and reskilling address the internal skill shortages through the development of current workers. Referring to the Human Capital Theory, the investment in training enhances the value of the labour force and its flexibility, which is especially essential in the conditions of a digital transformation (Li, 2022).
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Figure 1: Reskilling and Upskilling
(Source: Li, 2022)
Outsourcing ensures that the firms have access to specialised skills that are not accessible internally, thus allowing the firms to be flexible and control costs (Oyadiran et al. 2023).
Changing Job Roles is a strategy through which managers can redefine jobs as needs change, and which is backed by the Job Characteristics Model, which indicates that enriched jobs lead to higher skill variety and motivation in employees (Armstrong and Taylor, 2023). 
Restructuring, which may involve forming new teams or reshuffling work, makes sure that the organisation is not going in the wrong direction. Such combined methods form a balanced solution that helps in the development of the capabilities, efficiency in operations and planning of the long-term workforce.
[bookmark: _8kcdf5l854si][bookmark: _Toc216213233]Administering people in accordance with guidelines and career pathways
The management of people regarding organisational guidelines, policies and laid down career pathways, which will make the management of people consistent, fair, and help the employees develop. Clearly defined HR policies like formal job descriptions, competency specifications and performance expectations allow managers to make objective judgments regarding job assignment, promotion and training (Rahman, 2024). Career pathways enable employees to have a clear picture of their future progress, the skills they have to acquire, and the behaviour expected by organisations. The role of managers in administering people is very important as they carry out routine performance reviews, determine the development requirements, and assist the staff by either coaching or training them based on career stages (Leatherbarrow and Fletcher, 2014). Besides this, it is important to ensure that guidelines are always adhered to, which would enhance equity and organisational culture (Rahman, 2024). 
[bookmark: _fwsrf2nsup02][bookmark: _Toc216213234]Managing the career development of people
Career development management entails the process of taking the employees through systematic career development paths that match the personal desires and organisational requirements. According to HR processes as identified in the PPT, career development will start with the clear job analysis, the job description and person specification, which will form the skills and behaviours that are needed to progress (Armstrong and Taylor, 2023). Managers facilitate development through specific training, skills upgrading, and mentoring so that individuals can be ready to take on a new position in future. 
[bookmark: _lw92679frg9j][bookmark: _Toc216213235]Managing performance and succession planning
Performance management
The performance management involves setting clear expectations using job descriptions, person specifications and competency frameworks as presented in the presentation. The tools assist managers in evaluating employees in a more objective manner on a structured basis and through continuous feedback. 
Succession planning is based on this by recognising high-potential employees who can occupy key positions in the future. Managers will be able to design custom-made development plans to make people ready to occupy a leadership position or a specialist role by analysing their performance data, behavioural competencies, and readiness for advancement (Armstrong and Taylor, 2023). Mentoring, job rotation, and project-based assignments are also techniques that enhance growth in talent and business continuity.
[bookmark: _9miyygkg2yfo][bookmark: _Toc216213236]Support structures and methods to manage employee performance 
The UK organisations have various systematic systems that are used to support and manage employee performance. For example, Tesco does have clearly defined job descriptions and competency frameworks, which they use to establish expectations for each role, which reflects Goal-Setting Theory that states that clarity and specificity promote performance. The democratic style of management used in John Lewis Partnership is the use of continuous feedback and coaching (Alqudah et al. 2022). This is aligned with the Two-Factor Theory since recognition and personal growth are motivators. Mentoring programmes and coaching sessions assure employees of assistance in overcoming difficulties and developing talents (Wellington, 2011).
Moreover, the performance appraisal system ensures routine reviews enable managers to give constructive criticism, strengths, weaknesses and developmental requirements. Employee assistance programmes (EAPs), wellbeing programmes, and stress-management tools are also used by the organisations to minimise the barriers that can impede performance (Wellington, 2011).
Training and development programmes are also important. For example, British Petroleum has invested in upskilling and leadership development via organised learning pathways, which is Human Capital Theory, as it states that spending on individuals generates organisational value.  Also, organisations tend to use the same competency-based assessment techniques employed during the recruitment process to have fairness and consistency in assessing their behaviour and outcomes at the workplace (Hutchinson, 2013).
[bookmark: _lp2398143jui][bookmark: _Toc216213237]Performance appraisal techniques 
Fair and objective appraisal: The performance appraisal should be based on approaches that guarantee fairness, objectivity, and consistency within the organisation. Structured appraisal schemes, including competency-based appraisal, can serve to minimise bias as employees will be evaluated based on clearly described behavioural and skill categories instead of possible personal perceptions. Multi-source methods like rating scales, behaviourally anchored rating scales (BARS), and 360-degree feedback are useful in offering multi-source insights, which increases reliability and unbiasedness of evaluation (Alqudah et al. 2022).
Methods to monitor: One-to-one meetings, performance dashboards, and documented progress reviews are some of the continuous methods used in monitoring and evaluating performance, and through these, managers can systematically record feedback. The use of written records ensures transparency and assists in decision-making on promotions, development or improvement plans in performance (Mullins, 2019).
Record individual feedback and its mechanisms: It is required to be positive and constructive. Applying such a model as SBI or BOOST feedback model helps to ensure that feedback is very clear, evidence-based and less concerned with personal characteristics (Mackaina, 2023). This helps to motivate the staff and promote a change.
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Figure 2: SBI Model
(Mackaina. 2023)
Reporting performance appraisal: Outcomes of reporting performance appraisal should be done with accuracy and professionalism. The level of trust requires confidentiality; sensitive information must be stored and shared with the authorised personnel. Confidentiality protection is also a guarantee of adherence to data protection laws and the creation of a culture of respect and equality in the organisation.
[bookmark: _b9rcwdnvt9sf][bookmark: _Toc216213238]Career development strategies
Strategies on career development are becoming more sustainable through emphasising long-term employability, responsible leadership, and skills that can facilitate ethical and environmentally friendly business practices. Training that encourages green expertise, digital literacy and flexibility is an investment made by organisations so that their employees may succeed in the changing labour markets (Mullins, 2019). Job rotation and mentoring, and transparent progression paths are the strategies that enable the employees to develop various, transferable skills and facilitate organisational resilience. Incorporating sustainability into development, such as ESG-centred learning or responsible decision-making systems, motivates the employees to aid organisational objectives in a socially and environmentally sustainable manner and enhances career development and sustainable business operations.
[bookmark: _x8p2xgrfh91i][bookmark: _Toc216213239]Conclusion
[bookmark: _igo621t55ixf]To have a competent and versatile workforce, effective HR planning, performance management, and career development are a must. Organisations enhance their long-term capacity and resilience by using structured processes, supporting employee development and encouraging sustainability. 
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