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INTRODUCTION

The identification of the personal development needs and expectations of individual employees within an organization is of utmost importance as it leads to the further improvement of their skills and expertise and also leads to an enhancement of the overall organizational productivity (Moyle and Hackston, 2018). The report would try to explore the same from the perspective of the coffee house chain Starbucks. It would try to reflect upon a project through which Starbucks is in the process of hiring new employees owing to the pandemic of Covid-19 which resulted in job cuts for the organisation (Lucas, 2020). The current job openings also have the post of an HR officer and the report would discuss the manner in which Starbucks would be assessing the attributes of the chosen candidate and lead to the development of his career within the organisation. The assessment method that would be followed would also find its mention within the report.
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COMPANY CONTEXT

Starbucks is a coffee house chain which has its origins in America. The company was founded in the year 1971 by Jerry Baldwin, Zev Siegl and Gordon Bowker. The organisation runs the basic services of coffee house and they also have their own brands of packed coffee, ice creams and some other desserts sold across various grocery stores. The headquarters of the company are located in Washington, but they operate on a global level across the UK, Germany, France, India, South Africa and many other regions. 
There are around 31250 outlets of the organisation on a global basis (Starbucks, 2020). The organisation has been able to build up quite a viable base of clients which can be evidenced from their revenue generation that amounted to 26.51 billion U.S. dollars in the year 2019 which makes it one of the premium coffee house chains globally (Lock, 2021).
[bookmark: _Toc68888595]The organization regularly deploys certain vehicles in order to see to it that the employees are trained so that their individual needs are met, and their career progression is ensured. They offer certain training programmes on a ground level to the employees. These are coupled with effective mentoring techniques so that any sort of loopholes get tackle at the very onset of the process. Regular assessment of the performance of the employees and reporting them to the higher authorities is also part of the process. One of the most significant techniques employed by the organization is the notion of 360-degree feedback. This helps the employees to get a feedback of their performance from certain sources such as their peers, leaders and mentors which helps them in the recognition of their weaknesses and effective resolving of the same (Starbucks, 2020).








PURPOSE of CAREER PLANNING

There are numerous purposes behind the notion of career planning for employees within an organisation:
· It helps in providing the opportunities of career progression within the organisation to the employees and reduce the chances of their turnover thereby leading to the retention of the talented employees within the organisation.
· As career planning leads to the development of the skill sets of the employees and also helps them in the acquiring of newer skills and knowledge, it naturally boosts their motivation levels towards work by the fostering of their self-development and self-esteem.
· The personal growth of the employees opens up the avenue of internal recruitment within an organisation through which the potential employees acquire the status of enjoying higher and responsible company positions in the future.
· It helps in the fostering of a productive workplace in which the employees are fairly engaged wing to their developments that help them to carry out increased work pressure with renewed vigour ultimately increasing the productivity of the employees.
· The upskilling of the employees through career planning leads them to help out some of the newer employees in carrying out certain organisational objectives and goals helping to foster collaborative working in the workplace.
[bookmark: _Toc68888596]The Assessment of the Individual Employee’s Current Attributes
[bookmark: _Toc68888597]Knowledge
The current knowledge of the employee would be tested by Starbucks by subjecting them to numerous questions in which they would have to analyse a given question accordingly and come up with the most viable solution from their own perspective. From the context of the post of an HR officer he could be asked about the context of the role of the HR within Starbucks and how he would assess the relevance of the post within the organisation (Chertchom, 2018). He could also be supplied with a written test in which he would have to tackle questions related to the anti-discriminatory laws in the UK, the notion of recruitment and staff selection from the perspective of an HR officer. 
The questions would be both of an objective as well as descriptive mature which would help in assessing the business writing skills of the candidate and also helps in getting an idea of his analytical skills. The process of interview that would be undertaken would also help in providing an idea of his communication and articulation skills that is generally regarded as one of the main pillars behind the notion of human resource management and is considered an effective trait of a successful HR officer (Stroińska and Trippner-Hrabi, 2018).
[bookmark: _Toc68888598]Skills

[bookmark: _Toc68888599]The skills of the potential candidate could be assessed by letting him face an aptitude test. This would put to display the various skill sets of the candidate. The questionnaire could comprise of questions of basic reasoning and logical sequencing and could also put into effect some aspects of basic Microsoft Excel based tasks or Microsoft Word Related Tasks. This would give the assessor a vivid idea of the practical skill sets of the potential candidate. The assessor would also get an idea of his applicability skills in accordance with the performance of the candidate in the said test (Stacho et al., 2019). The candidate could also be asked to prepare a short presentation on a given topic and asked to present the same within a stipulated time frame. This would give a vivid idea of the candidate’s presentation skills and it would also be seen if he faces any sort of nervousness while addressing a larger group of people. Completing the said tasks within the time provided would also be an indicator of the time management skill of the employee which is also of prime significance in the field of human resource management (Georgiou et al., 2019).
Competencies

The competencies of the candidate could be tested by putting him into a real-world situation in which he would have to conduct an activity by working with the other fellow staff members at Starbucks. He could be asked to devise a new model of recruitment putting into effect his innovative skills that would prove to be beneficial for the organisation and also offer them competitive advantage over the others. He would have to do this by discussing his plans with the other staff members who could dole out necessary suggestions regarding the same and also furnish their viewpoints upon the model suggested by the candidate. This would give an idea of his team working skills and would also help in assessing his practical applicability skills (Sabuhari et al., 2020). 
He would also be asked to perform a mock interview of any of the members within the organisation by adhering to his own suggested model of recruitment and this would be helpful towards assessing the way in which he would perform during real life situations. He would also be asked to dole out necessary suggestions that would enhance the process of performance assessment within the organisation and work out techniques that would lead to the improvement of some of the weaknesses of the employees that could in turn help in raising the productivity of the organisation (Potnuru et al., 2019). 
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	Activity
	Relevance
	Action to be Undertaken
	Time Period

	Providing a practical idea of 
· The legal context of the UK
· The contract of employment 
	These are of prime relevance as the HR officer would be vested with the most essential tasks of handling the human resources within the organisation and it would be of utmost importance to give him an idea of how these factors would relate to the context of his various activities (Harmse, 2019). 
	The potential HR officer would be provided with handouts and other relevant materials that would provide him enough knowledge on the legal context of the UK which comprises of the labour law, union laws, business laws and so on. The necessity of an employee contract would also be conveyed in the same manner.
	1 month

	Making clear the different aspects of the UK discrimination law
	As the HR officer would have to address the grievances and problems faced by the employees, he would have to have a clear idea of these laws so that there is no discrimination prevalent is such processes and also during the employment procedure (Sánchez-Monedero et al., 2020).
	He would be provided with articles and website links that would help him in the brushing up of laws and acts such as the Employment Act 2002 and the Equality Act 2010.
	1 month

	Training on recruitment and selection methods.
	The recruitment and selection methods are considered some of the most important job activities of the human resource officer as it enables him towards the proper acquisition of talent by the selection of the most deserving candidates (Klepic, 2019).
	He would be provided an idea of the different modes of selection such as the internal as well as external modems and would be asked to perform mock recruitments based on the principles that would help him in gaining a practical perspective of the same (Goldstein et al., 2017).
	2 months

	Training towards performance management
	The performance management helps the HR officer in the proper management of talent within an organisation and this would be vital towards ensuring greater productivity of the employees within the organisation (DeNisi and Murphy, 2017).
	The potential HR officer would be trained by the senior HR managers of Starbucks about the various ways in which the performance could be managed by putting into effects models like 360-Degrre Feedback and appraising the employees in terms of providing them with incentives, promotions, bonuses and so on. He would also be asked to reflect upon these procedures and dole out his own views in order to make them clearer (Heger et al., 2017).
	2 months

	Training on the managing of underperformance
	The managing of the underperformance of the employees are quite essential to the role of the HR as this would help in getting an idea of the strengths and weaknesses of each of the employees and help in deciding upon the training programmes that would help in the improvement of their weaknesses (Bearman et al., 2018).
	The higher authorities at Starbucks would present some of the weaknesses of the employees to the potential HR officer and he would be asked to furnish his ideas regarding the ways that would lead to the improvement of their skill sets. These would take into account problems such as the discipline, capabilities and absence of the employees and the suggestions of the candidate would be analysed upon by the higher authorities and the senor HR managers at Starbucks (Klochkova et al., 2018).
	2 months

	Development of interpersonal skills
	These are some of the basic traits for a successful HR officer and would help in the performing of all the other activities in a feasible manner (Immanuel et al., 2021).
	The authorities at Starbucks would decide upon the weaknesses of the potential employee and would involve in taking the basic steps that would help in the enhancement of his interpersonal skills through effective communication, making him take part in presentations and collaborative working and so on (Meyer and Xin, 2018).
	2 months


Table 1: Career Plan of the Individual Employee
(Source: Created by learner)
[bookmark: _Toc68888601]Scheduled Annual Review and Performance Assessment Plan
The annual review and performance assessment plan would be carried out after a year of the recruitment of the HR officer into the organisation of Starbucks. The assessment plan would be mainly in adherence to the model of 360-Degree Feedback. 
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Figure 1: 360-Degree Feedback.    (Source: Shepherd, 2018)











	Source of Feedback
	Feedback
	Rating (on a scale of 1 to 5)

	The higher authorities at Starbucks
	
	

	The senior HR managers at Starbucks
	
	

	The colleagues working with the HR officer within the organisation
	
	

	The feedback provided by the customers
	
	


Annual Review and Performance Assessment Plan
(Source: Created by learner)

The assessment plan would give a clear idea of the progress of the performance of the HR officer within the organisation. The feedback would be of an unbiased nature as it would be provided by the higher authorities as well as the colleagues of the HR officer. The customer feedback would reflect their satisfaction levels which would be directly proportional to the works of the other employees and positive feedback in this respect would help the HR officer to understand that he has been able to handle his duties of employee recruitment, selection the management of their performance in a viable manner. The negative feedback in any of the aspects would provide him with the opportunity of working upon the same that would lead to the improvement of some of his weaknesses (Fleenor et al., 2020).
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CONCLUSION

It has been elaborated in the report about the various ways in which Starbucks would be able to carry out their activity of recruiting an HR officer and help towards the development of his career and skill sets in the most viable manner possible. The initial testing of the skill sets of the candidate right at the beginning and the sequential arrangement of the training programme would offer added advantage towards the same. The usage of the 360-Degree performance assessment model would also help in the gathering of unbiased feedback for the HR officer. It could be recommended that the organisation could go for continuous evaluation of the performance of the HR officer that would help in the improvement of his performance at a faster rate. The indictment of the providing of motivational factors such as promotions, incentives, increments on the basis of greater performance would also help in enhancing the productivity of the HR officer to a greater extent.
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