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HR development plan to Kanda Ya

Introduction
The purpose of this research is to identify strategies for improving employee performance and recruitment procedures at Kanada Ya, a Japanese Ramen Bar franchise based in London; additionally, the report's primary objective is to demonstrate how a restaurant can benefit from training plans that incorporate specific human resource models and ideas. Additionally, this report will provide a comprehensive image of the employee and customer perspectives, as well as the beneficial effects of training plans and human resource theories on the growth of a company.
Within five years, Kanada Ya has developed from a modest business that lacked professional human resource strategies, resulting in several setbacks, to a constantly growing restaurant chain in England with five new locations and plans to open further locations in the future. This expansion was made possible by the implementation of human resource strategies, as the owner initially attempted to manage everything without any HR knowledge, overlooking basic tasks such as hiring the right employees, conducting disciplinary actions, developing training and development programmes, and reviewing employment and working conditions to ensure legal compliance, among others. The company's mission is rather straightforward: they aim to provide their customers with the finest ramen available while also offering the best customer service imaginable. As can be seen, if the organisation want to achieve this USP, it must maintain a high level of performance on all fronts. These include people in positions of authority, such as managers, as well as those working in the back and front of house.
Human Resource Techniques And Models
To begin, it is critical to evaluate various human resource techniques and models, including the 360-degree performance review and its extended version, the 540-degree performance review, management by objectives (MBO), and individual pay-related performance (IPRP). 
360 Degree Performance Review
The appealing notion of 360-degree feedback is built on the presumption that assessing the performance of our products, services, colleagues, or employees on a single metric is insufficient. While it is critical to collect as much information as possible, it is even more critical to identify the source of the information, as one of the primary disadvantages of 360-degree feedback is that the information can become distorted or come from unreliable sources. A 360-degree feedback system is only considered credible if the feedback from the assessors and the feedback from the individual being examined are consistent. However, the most frequently encountered issue is that the bulk of feedbacks are either contradictory or unreasonably favourable. (Taylor, S., 2011)
The reliability of responses, as well as discrepancies in feedbacks, can have a detrimental effect on the self-esteem of the individual being evaluated. While feedback can assist an individual in identifying their strengths and limitations and thus aid in self-growth, an excessive amount of positive feedback can have the opposite impact. Thus, it is difficult to call a system effective if all responses are favourable or if the individual being evaluated is unable to provide a good answer to their inquiry regarding why their coworkers have such divergent ideas on them. (Taylor, S., 2011)
I will illustrate briefly how Kanada Ya, a Japanese franchise restaurant operating in London, implements a 360-degree performance review system through the recruitment of mystery shoppers. It can be advantageous to acquire information about the restaurant's service quality and ambiance through the use of mystery shoppers who observe the restaurant from the customer's perspective by answering a set of questions related to their dining experience. Listed below are some instances of these kind of questions: When you arrived, were you welcomed by a waiter or a waitress? How long was the wait time? Did the waiter return at least three times during the service to see whether everything was fine? Was a dessert suggested by the waiter? Questions about portion size and meal quality as well as cleanliness of the restaurant can also be used to evaluate back-of-house performance. It is critical to remember that these replies are objective; for example, if a certain client was dissatisfied with the food because it was cold when it arrived at their table, this does not suggest that every customer is dissatisfied with the dish's quality. Therefore, it is important to thoroughly investigate every complaint. For instance, if a customer has to wait an excessive amount of time for their food, this does not necessarily mean that the chefs are to blame; rather, the restaurant may have been exceptionally busy and overwhelmed by a high volume of food orders, or it may have been understaffed. Although these secret reviews assist in monitoring a variety of aspects of a business, they only represent the objective viewpoint of a single individual. As a result, it is critical to investigate each review on an individual basis by asking the right questions in order to ascertain the root cause of the problem, identify a path for improvement, and avoid future issues.
540 Degree Appraisal
An extended version of 360 degree performance review is the 540 degree appraisal. 540 degree feedback is a performance assessment technique that utilises many appraisers. Supervisors, peers, subordinates, self, suppliers, and vendors are all included in 540-degree feedback. The individual receives feedback from everyone with whom they interact while performing their duties. It is distinguished from 360-degree appraisal by the inclusion of external appraisers, such as clients and consumers.  (MBA Skool Team, 2020)
Although mystery shoppers pose as consumers, they have a solid awareness of the company's expectations for customer care from their staff, and hence are relatively objective. On the other hand, it's critical to consider the ordinary customer's perspective. However, because consumers often provide feedback only when they are dissatisfied with the service, it is critical to urge them to post a review when they appear to be content with their dining experience. For instance, Kanada Ya has launched a raffle with a £100 reward for individuals who complete a feedback form on their dining experience.
To summarise, 540 degree performance assessment incorporates not only client input, but also feedback from anybody who interacts with an employee at work, including suppliers. As food quality is a significant factor in determining the quality of a restaurant, positive feedback from customers, particularly regular customers, is critical. As a result, 540 degree performance reviews may be the most effective and beneficial kind of human resource management model for Kanada Ya.
Management by Objectives (MBO)
To continue, the notion of management by objectives must be mentioned. Management by objectives (MBO) is a strategy for improving organisational performance via the establishment of clearly defined objectives that are agreed upon by management and workers. On the other side, involvement in goal formulation and action planning fosters employee engagement and commitment, as well as alignment of organisational objectives across departments and divisions. (Hayes, 2021)
[bookmark: _Hlk92476586]It is a well-established truth that productivity improves when people feel valued as equal members of a team, rather than as a number in a large corporation. However, this approach has been criticised by some as it might be encouraging for individuals to achieve goals at the expense of the organisation. (F Drucker, 1954) A good example of this is when an operations manager is assigned the task of improving Google reviews, which places a great deal of pressure on the restaurant's management and incentivizes them to offer large discounts or complimentary dishes to customers in the hopes of garnering a large number of positive reviews. Although in the long run, this results in a financial loss for the company. (F Drucker, 1954)
This method should be broken down into manageable phases. The first sensible step in this process should be to define the business's objectives. In the instance of Kanada Ya, the primary goals would be to provide the greatest ramen on the UK market while also providing the best customer service possible in order to attract customers from all over the world. It is critical that these goals adhere to George T. Doran's SMART approach, which states that goals and the performance associated with them must be specific, measurable, acceptable, realistic, and time-bound. (The History and Evolution of SMART Goals | AchieveIt, 2022)
Once the company's objectives have been set, the next step is to communicate them to the employees. After employees are educated about the company's objectives, the third phase is critical: motivating staff to accomplish these objectives swiftly and efficiently. This is plainly the management's responsibility, as they have considerable influence on their staff. Following that, the next stage would be to observe how the process progresses. The fifth and final stage is mostly concerned with providing candid feedback on how the organisation and individual workers fared throughout the course of the project's completion.
Within Kanada Ya, an excellent example would be when the firm is required to pass an annual health and safety audit. To ensure the project's success, each person is assigned a job position inside the project and assigned various responsibilities to fulfil that function. For instance, the head chef and sous chef are responsible for ensuring that the kitchen is constantly kept to the greatest standards of cleanliness, that it is thoroughly cleaned on a regular basis, and that there is no out-of-date food in the refrigerators. Additionally, the general manager is responsible for the cleanliness of glasses and tableware, as well as ensuring that no out-of-date beverages are kept in the refrigerators. Due to the monotonous daily routines associated with these jobs, staff can frequently become negligent, overlooking a simple step or two during cleaning routines. It is critical for management to not only communicate effectively with the team, but also to maintain the employees' high motivation levels.
[bookmark: _Hlk92491172]Individual Pay Related Performance (IPRP)
This essay will next discuss Individual Pay Related Performance, the study's following approach. When it comes to remuneration, performance-related pay (PRP) is a means of evaluating individual performance, which is frequently measured against pre-agreed criteria. Other terms for this sort of remuneration include individual performance-related pay (individual PRP) or merit pay. The primary objectives of IPRP would be to incentivize high levels of performance by tying pay to performance, to establish an entrepreneurial or high-performance culture throughout a company, to improve the overall performance of the organisation, and to establish the concept of equity or fair treatment in the organisation. (Performance Related Pay | Factsheets | CIPD, 2020)
[bookmark: _Hlk92491203]Professional development plan (PDP)
A Professional Development Plan (PDP),  is a document used to set professional goals and develop a strategy for achieving them. Additionally, it is referred to as an Individual Development Plan or an Employee Development Plan. Writing and executing a PDP may assist workers in identifying and developing the knowledge and skills necessary to accomplish their objectives, as well as keeping them on track for success. It's a critical procedure that enables individuals to improve their productivity, reach their objectives, and take control of their professional growth by following to the SMART goal setting concepts. (Martinelli and Martinelli, 2017) 
The following table below illustrates the PDP of Kanada Ya for the year of 2021.

	Development Objectives
	Priority
	Activities to be undertaken
	Resources
	Target Start Date 
	Target End Date
	Criteria for Success 

	1.Improve hiring process
2.Improve food knowledge of staff
	1.Very high
2.High
	1. Recruitment training provided for manager
2.Food training provided by head chef
	1.Training, appropriate staff
2.food training staff book, food training test with minimum score of 90%
	1.August 2021
2.1st of October 2021
	1.1st of October 2021
2.31st of October 2021
	1. Vacant positions to be filled by October 2021, new staff to stay with the company by beginning of January
2.minimum 90% scored at food knowledge test by all employees, increased sales



First and foremost, the team must be involved in the process as much as possible, which has been shown to be beneficial from a variety of perspectives. To begin, they would be able to oversee the process's function and operation, as well as comprehend the company's primary goals and values, which would assist in motivating workers to work to the greatest standards possible to accomplish these common goals. Additionally, by being a part of the process, employees develop a greater feeling of responsibility for the company's goals, which guarantees that they are highly focused on reaching their objectives. One of Kanada Ya's primary goals and objectives is to improve their recruitment process. To do this, store managers must receive proper training in order to identify the most competent employees. Although this is a function of human resources in larger organisations, it is much more sensible for smaller companies, such as Kanada Ya, to delegate this task to the restaurant manager, as they have a thorough understanding of the current team and the restaurant, and thus a better understanding of the type of personality that would be the best fit for the vacancy. (Anon, 2022)
By using the SMART goal-setting concepts, it is critical to establish a timeline for store managers to get proper training for the recruiting process. At Kanada Ya, this training is essential between August and October 2021, as the restaurant need a strong crew to prepare for the exceptionally busy Christmas season. The primary reason for improving the recruiting process is to reduce staff turnover, since one of the restaurant's largest problems is that most individuals leave after a short period of time due to a lack of incentive to stay with the firm long term. The primary reason for this is because the company's owner previously hired workers based on his subjective judgments, which proved to be unproductive in the long term. It is critical to reflect on and evaluate if the strategy was implemented effectively, which is why the goals must be measurable. Therefore, if vacant positions are filled by the beginning of October and new employees remain until the end of the Christmas period, and they perform as expected, this project may be considered successful, as a target has been met until a certain date. To ascertain whether staff performance has measurably improved over time, management, especially head chefs and supervisors, must be active in monitoring employee performance. For instance, the head chef can provide a training book for employees to study, followed by a tasting menu in which staff must learn and memorise the ingredients and allergies in each dish, as well as educate staff on how meals are prepared from preparation to serving. The success of this project can be determined by administering food training tests to employees at the conclusion of their training, with each employee required to score at least 90%. Additionally, if employees have a greater understanding of the dishes, their upselling skills will improve, resulting in increased sales. (How to build your team's food knowledge, 2022)
Furthermore, it is critical to prioritise these objectives. For instance, the aim of improving the company's hiring process is prioritised above all others, followed by increasing food knowledge of the employees. 
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