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Aldi’ s system of human resource management on training and developing individuals


[bookmark: _Toc71324835]Introduction
The following report aims to analyse employing academic models, theories and develop a plan to meet the needs and the expectations of the chosen company which is, ALDI company, a company where I have been working since October 2018, ALDI, a major German retailer with worldwide operations, therefore the aim of this report is to show how Aldi uses training and development for his employees. ALDI uses the human resource management as a competitive advantage within an organization.
The report will analyse the company's HR approach while also demonstrating the importance of the Human Resource function within the organisation. In addition, the report will show the method of human resource preparation, task analysis and design, and other aspects of ALDI's human resource management. Moreover, from my experience as employee I will analyse different aspects of tactics and tools used for training and development by the department of human resource in my company.
Human resource management (HRM) is addressing many aspects of how an individual is employed and handled during his employment, HRM includes many strategic operations, knowledge management, social responsibility, employee relation, career development trough learning and improvement (Armstrong, 2014).

[bookmark: _Toc71324836] Company Review
Aldi company offers to his employees the chance for training and development held over 1100 external training courses in 2018, with over 10,700 colleagues participating. Moreover, this involves on-the-job training and inductions to help them improve their educational, technological, and interpersonal skills, as well as a new performance assessment process to ensure that all colleagues receive accurate feedback and can freely discuss their personal growth and career advancement. They have also implemented new classes, such as health and wellness, to ensure that our employees have the resources they need to do their work more effectively (www.aldi.co.uk, nod).
On the other hand, the company Aldi emphasises the way it prepares and develops its staff. Training means giving workers the expertise and abilities they need to carry out their duties and functions competently. Training not only contributes to increased business productivity but can also improve employment satisfaction by motivating employees (Studies, 2019).
Furthermore, ALDI uses NGA Human Resources software that integrates and provide NGA ResourceLink Payroll through SaaS for their United Kingdom operations, also Payroll, Self-Service, and Reporting are included in the five-year agreement to sustain ALDI's increasingly growing UK and IE workforce. This offers employees easy access because of the app that can be download on the phone and can provide different news about the company, updates on changes and various information about payslips, holidays, rota, employees pension scheme and benefits. 
Furthermore within the Aldi company, training courses off-the-job are offered to employees which include employment law, influencing skills, performance reviews and Aldi Management System (AMS). These include some benefits for the company and one is having more motivated staff, a greater staff productivity and employees with better skills and the ability to provide improved customer service. Aldi also  provides training opportunities for young people like apprenticeship.
On the other hand, they offer programmes of development designed for employees to make them more skilled and have a better approach for their careers, trough the use of the development programme individuals can gain more transferable qualifications (Studies, 2019).
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Career growth is a method for a company to maintain or improve its current competitiveness while still preparing its workers for a changing future. This term suggests that career development is the responsibility of the organisation; however, Leibowitz et al. (1986) cited in Appelbaum et al (2002) argue that a "career development scheme" is "a coordinated, formalised, structured attempt to establish a balance between the individual's career needs and the organization's workforce requirements." 
Instead of buying or designing career management systems that concentrate on career discovery and techniques, Noe (1996) suggested that companies should focus their resources on training managers in skills required to promote employee growth (advising, recommendation, and feedback skills). (Noe, 1996).
Career planning involves both the company at the individual that wants to develop and growth within a company. Career planning can be made in more steps to allow a clear view on the individual goals for the future career and individual skills that can help to achieve the goals, moreover the individual must define how the goals can be achieved and start planning the steps that are required like personal development plan and an assessment must be completed to check the status of career development.
According to Edgar Schein's career planning method (Schein, 1996, pp 80-88) an individual can slowly create his career planning definition because of his own appreciation of skills and motivation.
Furthermore, according to Schein (1996, pp80-88) career planning cab be measured trough eight career anchors, one is security or stability through this anchor individuals are more concerned on the economic factor. Another anchor is autonomy or independence where the person is looking for a workplace that offers a lot of control. Moreover, the third anchor is the technical and functional competence where the individual is looking primarily for a career where he can use his existing skills.
The fourth anchor is general management competence, where the individual is focused will combine different skills to rise to high level in the organisation, moreover the fifth anchor is entrepreneurial creativity, the person career path is more focused on creating his own business, another anchor is pure challenge, this anchor defines individuals that are looking for a job that is challenging. Moreover lifestyle (implies a balanced work lifestyle) and Service or dedication to a cause that means that an individual career will follow core values for the job.

Holland’ model of occupational personality types
Holland’s theory (1997) cited in Don Gottfredson and Duffy (2008) explains that to predict the choice of the vocation that people make a professional and working environment is created. The theory formed by six models is also designed to represent some kinds of people's different attractions in environments. This difference is seen by the way, for example, in certain settings, ordinary people and other environments are overwhelmingly populated by disorderly people.

The realistic model is focused on practical or mechanical and manual, the investigative model demands technical or investigative competencies, artistic model demands expressive or creative competencies and provides opportunities for spontaneity or uncommon behaviour and encourages openness to ideas and experience. Moreover, social model focused on social skills, and encourages the display of cooperative or charitable values. The enterprising model demands entrepreneurial or persuasive competencies the conventional model demands organizational skills and the ability to follow rules or meet precise standards (Don Gottfredson and Duffy, 2008).
Career planning can be associated with workforce planning if the HR planning of the company meets the requirements of the individual’s goals, in case of Aldi company, the human resource department is focused on achieving employee’s development within their organisation.
Workforce preparation is the method of figuring out how a company is now and, in the future, meeting its requirements. Like other companies, Aldi must reliably forecast its future employee needs. It must prepare for both the number of employees and the unique skills required for the company in the future. If required, the company will hire new employees. It should also ensure that it has programmes for training and growth that address these needs (Studies, 2019).
On the other hand, as an employee there is a need of motivation to progress in career, motivation differs from an individual to another and many times this can affect both the company and the employee, as a current employee, motivation is the key for progressing in the career, personal motivation can be increased by the company as well trough coaching and mentoring.
Human interaction and the contributions of employees are needed for effective organisational success. The more highly motivated the workers, the more likely the organization's priorities and objectives would be met. All organisational behaviour is founded on motivation. The manager must understand how to better elicit staff cooperation and encouragement, and how to channel their energies toward the organization's goals and objectives (Mullins and Mclean, 2019, pp.249–260).
[bookmark: _Toc71324838]Individual knowledge, skills, and competencies
Further, to achieve career goals, there is need a of several skills like good communication, critical thinking, team worker, been able to motivate and self motivate, being flexible, showing determination and persistence in the daily activities and having a good time management.
Moreover, a human resource officer needs to have knowledge in this filed, knowing how to coach, recruit and select the right employees. The core competencies for this career are effective communication, leadership, cross-cultural understanding critical evaluation and relationship management.
On the other hand, as an individual is important to know how to use skills, knowledge, and competencies in the career planning but also there is the need of a continuous learning and developing especially for career planning, therefore many L&D theories of learning it is more common to describe and clarify the learning processes in which an open and aware effort to gain new understanding or to learn a new ability is made. Learning (and particularly training) are often regarded as an intentional method for improving efficiency from an instrumental perspective (Sadler-Smith, 2006, pp.100–120).

In the process of an individual learning and development, there should be four phases to go trough according to Armstrong and Taylor (2020, pp.643): Analyse by identifying the development needs, Plan considers the various overall approaches available to meet those needs, using formal and informal learning, self-managed learning, and blended learning and moreover, implementation and evaluation.
The human resource department in Aldi company is focused on four commonly used methods: Coaching – an experienced team member gives guidance or presentations (or both) for example ,mentoring – specific trainees are assigned to workers that serve as mentors and assistants, for example a store manager will be trainer and explain the whole process to the trainee, rotation of employment – staff members will rotate positions or assignments to a variety of jobs, here the manager will rotate his position with the trainee and the trainee will have a clear view on how is Aldi operating.
 The syntax 'Sitting next to Nellie' describes how collaborating with a co-worker will aid in perceiving and learning the skills required for a specific process; off-the-job training is given away from the immediate workplace. This form of training is especially beneficial for learning transferable skills that can be applied across the board, such as training workers in the use of modern equipment and procedures or keeping them up to date on legal changes.
Moreover, as a current worker I want progress to become a human resource officer, therefore workforce planning and career planning will be assessed to the personal needs and workplace needs in the annual performance review or once three-month meeting with the manager.

Therefore, through coaching, in my career development, an member that has experience that offer me daily guidance on how I can use my skills to achieve my goals, on mentoring I have been presented to specific trainees assigned that serve as mentors who offered me advises and training and also trough rotation of employment, I could apply skills that are needed for the position of HR and understand what knowledge and competencies I need to develop.
“Sitting next to Nellie”, using this method, a process which Aldi assign a professional person that helps me to observe and learn the abilities that are needed for the process of the career development.
[bookmark: _Toc71324839]The Scheduled Annual Review and Performance Assessment Plan
Human resource management is incomplete without training and development. The two parts are playing an important role because of technological advancements, which have resulted in increased competition, higher consumer expectations of quality and service, and a need to reduce costs. It has also become increasingly relevant on a global scale to train staff for new positions. (Managementstudyguide.com, 2019).
An annual review and performing assessment plan is being completed each year to review the performance of each individual, this is assessed by the personnel leader that has this function included, furthermore in this process details of my career planning can be discussed and evaluated and also can be compared with the workforce planning to identify if the company needs a new human resource officer and if my needs in career planning is covering the knowledge, skills an competencies for this position.
On the other hand, an individual plan can be tailored to evaluate training needs and development needs and should be always accessible to check the progression. Moreover, the personnel leader is using this meeting as an opportunity to motivate and coach employees that are showing interest in career development within the company.
Managers assist workers in setting personal goals to promote their growth. During the assessment process, these are listed. This is where a member of staff meets with their line manager to discuss their past and current success, determine what skills will be required in the future, and set goals for the future. Aldi places a strong focus on employee growth. Over 85% of Aldi's board of directors is hired from within the company (Studies, 2019).

In an organisation, performance has been evaluated in a variety of ways. It has, for example, been examined at the individual level in terms of productivity or performance, as well as at the corporate level in terms of sales and earnings. But it is the presence or absence of monitoring, as well as the impact it has on results, that is important. Larson and Callahan (1990) assessed an individual's production quality and quantity, hypothesising that task performance would improve significantly when monitored, and would improve even more significantly when the monitoring provided input on the task (Larson and Callahan, 1990)

[bookmark: _Toc71324840]Conclusion and Findings 
In conclusion, this report has analysed and evaluated how the company, Aldi where I am employed, the human resource management department applied different methods to help with career planning using training and development needs to achieve with the company needs and employee needs.
This report has found out that Aldi company has a great concern on his employee to develop them within the organisation because in this way they conserve the knowledge that was added in time, which is a great value for the company, the company also has retained many mangers and invested further in their career.
The personal career planning is based on the of the motivation, skills and competencies and based on what skills, knowledge, and competencies an individual has, the person can assess what option exist for the career development.
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