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Training and development have become a crucial part of human resource management function in organisations due to changing trends and increasing requirements of employers. New jobs and skills are introduced in markets on regular basis due to technological developments. Hence, organisations are offering training and development programs for employees to update their skills as per business requirements.Career planning is important for choosing the right career based on the skills, knowledge and personality traits of an individual. This report will discuss the training and development planning and performance of the chosen organisation. It will mention the purpose of career planning with the use of models and theories. It will also discuss Individual employee career plan and performance assessment plan.
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Nandos is a South African fast-food restaurant chain in the UK. The company was established in 1987 in South Africa, expanded to the UK in 1992. Currently, there is 410 Nandos restaurant present in the UK and around 1000 stores all over the world. It is popular for its Afro Portuguese inspired dish Peri-Peri chicken(b.co.uk, 2021). The company has a wide range of dishes on its menu and it also complies with Muslim dietary law (halal) to cater for a large number of customers from different cultural groups. Another reason for the popularity of Nandos is its strong brand name and popularity among celebrities. The company employs over 6300 employees in the UK. Employees of the company have a positive review about working with the company. A positive work environment and friendly managers support for employees to maintain quality in services and confidentiality of secret recipe. 75% of the HR budget of Nandos is spent on learning and development (Burshtein, 2017). Decisions are taken considering employees’ opinion and requirements.
Nandos provide a wide range of internal training such as coaching, induction and practical courses on restaurant management. They also have the regional manager and external coaches and mentors to provide specialist support to employees. On-job training is also provided for learning while working. The company has won a national training award, Greater London award for management coaching programs. Regular training to existing and new staff has helped in adapting to change and maintain quality in services. Management of the company focuses on the needs of employees and market trends to create training programs for the growth of people working in the organisation. The company has systematic ways to provide training to staff. Employees are also satisfied with the learning and growth opportunities available for them at Nandos. 
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Career planning is crucial for clarity about the directions and goals related to the career of an individual. It is also important for identifying skill requirements, analysing the current skill set and working on improvements. Different people of different personalities hence, there are different career prospects for people based on skills and personalities. Complexities increases in the process due to diverse requirements of employers and changing employment trends. Individuals prefer a career as per their capabilities and knowledge to perform well and grow in their career. Various factors affect career planning such as personality traits, competencies and requirements of the business. Hence, considering these factors an individual can choose the right career opportunity for long-term success.
As per Holland’s model of occupational personality, there are six types of personalities: realistic, investigative, artistic, social, enterprising and conventional. For instance, realistic traits indicated by a greater preference for machines and tools, avoidance of social activities. Artistic traits indicate interest in creativity, music and crafts. Investigative traits indicate greater involvement in studies and solving analytical problems (Morgan et al., 2019). The social trait shows interest in helping and supporting other people and society. Enterprising trait indicates leadership and innovative approaches. Conventional traits show an organised and systematic approach to work. Based on the personality traits different career planning is done for achieving career goals.
Similarly, Schein’s career anchor typology states the combination of areas of motives, competence and values related to a profession or career. For instance, technical competence, managerial competence, independence, stability, creativity, lifestyle and challenge are some career anchors that help in career planning. Choosing the right career as per anchor can help in improving performance and vice versa. Considering these anchors an individual can identify a suitable job as per skill and competence (Bravo et al., 2017). It can be also used for identifying issues in skills and competence for working on required skills. A mismatch between career anchors can result in poor career planning.Career change is a complex and stressful process for individuals. Hence, considering these anchors can help in finding a career that is rewarding and satisfying for long-term growth. 
Similarly, PCMM (People Capability Maturity Model) is an integrated set of best practices that consists of five maturity levels to establish a strong foundation for improving individual competencies, developing effective teams and shaping the workforce. Capabilities can be improved by working on each level of performance.
[image: As CMMI Consultants, we may come across questions about what People  Capability Maturity Model (People CMM®) is and its Objective, Levels and  Benefits. As CMMI Consultant you may take guidance from the]
Figure 1: PCMM model
(Source:Shukla, 2019)
The first level of the model states difficulties in retaining talents in the business. On the second level. Management level work practices are aimed at a performance at unit levels. At the third level inconsistency in work, practices are identified. At the fourth level, the organisational framework is established for performance improvement. On the last level, continual improvement is implemented in the entire organisation. Principles of the PCMM model states that workforce capability is a competitive issue and is directed related to business performance. The organisation is responsible for providing improvement opportunities to employees for better career planning (Kothandaraman and Kamalanabhan, 2018). It can be considered as a roadmap by the business for planning capabilities and competence of employee for business growth. 
Hence, it can be seen that the purpose of career planning is to identify the right direction and reach career goals efficiently by utilising current skills and competence. Effective career planning helps maintain consistent and efficient performance by utilising full potential. It also helps in staying motivated and engaged in work. Lack of career planning can contribute to issues in performance and shorter retention of employees in an organisation. Therefore, organisations work on the capabilities and competencies of their employees to improve overall business performance.
Need for coaching
Coaching is a process of learning from an expert or senior. The need for coaching is increasing due to meet the individual needs of employees. A coach can focus on individual employees to enhance their skills and knowledge by sharing their own experiences and competencies with them (MacLennan, 2017). Coaching is mainly focused on improvement in the performance of employees in work-related areas. Hence, Nandos can meet the diverse needs of employees by providing coaching from internal and external coaches. Employees can also learn from their seniors while working with them. It can enhance the knowledge of employees about work and organisational goals.
Importance of training and development
Training and development are important for the overall development of employees. It is focused on both improvements in performance and the development of skills and competencies. Organisations can offer different types of training and development programs for employees to mitigate the risk of weaknesses in the skill set of employees. It is an effective way of preparing employees for future changes (Armstrong and Landers, 2018). It enhances the motivation and commitment of employees in work by increasing opportunities for them. Management can improve the adaptability of employees to new technologies and trends through training programs. Developments are helpful in the personal development of employees. Hence, training and development are crucial for the lifelong learning process of employees.
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a. Knowledge
The current knowledge of employees at Nandosis based on the strong learning culture. Regular training, learning and support from managers and colleagues are ways of knowledge transfer in the company. Coaching is an important part of managing the knowledge and skills of employees at Nandos. There are internal and external mentors to help employees with knowledge of work and industry. Recruitment policies of the company are effective in selecting people with the required skills and knowledge for work. Induction training is offered to new employees to expand their knowledge about work culture, roles and responsibilities, learning and growth opportunities.
Knowledge workers are people who contribute to the workplace through knowledge of specific subjects. These workers are assets of the business, as they have specified knowledge related to the key areas. They apply analytical and theoretical knowledge in work to resolve issues and improve work performance. Hence, key skills required by knowledge workers are analytical skills, technical skills, problem solving and adaptability. Nandos also recruit knowledge workers jobs in areas such as HR, finance, customer services and marketing. 
b. Skills
Nandos HR process aimed at providing sufficient opportunities to employees for skill development. Periodic training, on-job training, coaching and mentoring are some of the ways the company is encouraging employees to work on their skills. Communication skills, technical skills and creativity skills are the existing skill set of employees in the company. Buddies and managers are available for offering support to employees by guiding them about skill requirement and learning opportunities. Training and development are important for employees to stay updated with trends and adapt to changes (Noe and Kodwani, 2018). It helps in utilising the current skillset effectively in the process. Employees can work on their career planning based on their skill set.
Nandos has always focused on the training and development needs of employees to improve their performance. Their effective training policies have helped in expanding the reach and capabilities of business in multiple locations. It has also increased employee loyalty and satisfaction at work. The need for training has increased due to increasing competition and diversity in the work environment. Employee engagement and motivation are also the reason for the increasing need for training and development. Skill requirements keep changing with changes in trends and use of new technologies. Hence, Nandos offer wide range of training programs for employees to enhance their efficiency and creativity.
c. Competence
Competence is a crucial criterion for managing the performance of employees in Nandos. The company continuously work on improving the competencies of employees based on their area of performance. Nandos has a diversified work environment and the competencies of employees vary with the work area (careers.nandos.co.uk,2021). Success of Nandos in UK is a result of effective hr practices of company. It focused on competencies of employees to improve services and attract customers. Hence, different career anchors are considered to create training programs for employees to meet their identified needs. Counselling services are also provided to help employees in understanding their skill set and career opportunities available for them. The current competencies of employees are based on the current market environment and business needs. Employees are competent to manage services and maintain service quality. However, there is a regular need for coaching and training to maintain the competencies in the longer run. 
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Objectives 
· To attract and retain talent in the organisation
· To utilise skills and competencies of human resources properly in business
· To enhance motivation and morale of employees
· To update skills and knowledge of workforce
Employee carer plan
	Goals
	Skills/competencies required
	Resources required
	Activities
	Timeframe

	Short–term goal: To boost motivation and morale of employees
	Conflict management, Communication skills, teamwork skills, adaptability and creativity will be required to meet this goal
	Training, effective reward and performance management system, strong work policies, effective leaders
	Counselling and support will be required for employees to resolve their issues and meet their needs for motivation. Rewards for performance and training for effective teams and strong work culture can be offered.
	3 months

	Medium-term goal: To recruit and retain talented people in the organisation
	Knowledge management, analytical skills, problem-solving, innovation and creativity skills will be required for achieving this goal.
	Online tools and equipment, internet, effective recruitment process, induction and training, online presence
	Use of both online and offline platforms will be needed to reach potential candidates. Effective tests and interview process to analyse skills and competencies will be needed.
	12 months

	Long-term goal: To update skills and competencies of the employee
	Leadership, technical skills, risk management, adaptability will be needed to reach this goal.
	Training and development program, on-job learning, mentors and coaches.
	Regular training and development would be required for consistent growth in the knowledge and competencies of employees. Coaches and mentors can help in guiding employees about changes and improvements.
	36 months


Table 1: Individual employee career plan
The above employee career plan shows the planning of Nandos to maintain the skills and knowledge of individual employees. There are three types of goals as long-term, medium-term and short-term have been included in the plan to align activities for long-term growth. It is seen that an individual career plan helps meet the diverse needs of employees. Different areas can be focused on through a plan to meet the requirements of individual employees. Employees can also utilise the lifelong learning process to focus on personal development through self-initiated education.
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Scheduled annual review
	Employee info
	

	Quality
	Unsatisfactory
	Satisfactory
	Good
	Excellent

	Potential
	
	
	
	

	Consistency
	
	
	
	

	Quality
	
	
	
	

	Communication
	
	
	
	

	Productivity
	
	
	
	

	Creativity
	
	
	
	

	Technical skills
	
	
	
	

	Punctuality
	
	
	
	

	Attendance
	
	
	
	

	Teamwork
	
	
	
	

	Integrity
	
	
	
	


Table 2: Annual review
The above scheduled annual review has shown the quality required by employees of Nandos. An annual review is crucial for measuring the performance of individual employees to identify strengths and weaknesses in the skill set of the workforce. Organisations can include different qualities and skills of employees in the annual review to evaluate their performance in specific areas (Rodriguez and Walters, 2017. Training and development requirements are measured using an annual review of performance. Diversity risk can also be assessed by the annual review. Weaknesses on employees can be mitigated by providing proper training and guidance. Nandos can also schedule annual review for measuring progress and issues in performance. An annual review is also useful in providing rewards and recognition to employees who performed well. It increases the motivation level of employee to perform better in future. 
Performance Assessment Plan
	Goals
	Standard outcomes
	Evaluation method

	Boost motivation and morale of employees
	80% of employees would show motivation and involvement in the process
	Annual review, target achievement, rewards

	Recruit and retain talents in Nandos
	90% of employees would match the assessment criteria of recruitment
	Tests, interviews, on job performance, annual review

	Update skill and competencies of employees
	80% of employees would match the skill set required by the company
	Training results, productivity, rewards, annual review


Table 3: Performance Assessment Plan
The above performance Assessment Plan is showing performance assessment goals, evaluation methods and standard results. This plan is can help in identifying risks related to performance, diversity and current process at the organisation. It is an effective way of monitoring the evaluation methods for performance analysis. Different goals can be analysed considering different evaluation methods. Hence, the performance of the employees is measured periodically with clarity about the assessment process. These performance results can be used for annual review. Hence, employees can avail of training or initiate a lifelong learning process to maintain consistent and efficient performance. Nandos can use these plans for measuring the performance of individual employees considering different functional areas, skills and competence.
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Thus, it can be concluded from the report that training and development are important for managing the talents and performance of people in an organisation. Career planning is one of the crucial steps that help in selecting the right career by matching skills and competence. It is also seen that the current knowledge, competence and skills of the company are effective in performing efficiently to meet goals however; career planning is required to prepare for future uncertainties. Annual review and performance assessment plan can help in measuring the progress of the company towards career development goals.
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