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Executive Summary
This report will identify the personal development needs and expectations of a nursery practitioner in Trinity Playcentre.  This report will develop a training and personal development plan for the nursery practitioner, so she can have career growth within the company.  This report will critically assess the potential benefits to the organisation of developing individuals in the workplace.  This report will also critically evaluate development vehicles available to an organisation appropriate to the development needs of the nursery practitioner.  This report will conclude by talking about the findings in using the various development vehicles.
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Introduction
This report investigates as to how the HR officer, in Trinity Playcentre, which is a pre-school nursery will train and develop an employee, to obtain the optimal performance of both the individual employee and the company objectives.  This report will investigate the career path of a Nursery Practitioner in Trinity Playcentre and the HR Officer will help and provide her with the career path for her promotion in meeting with the company’s goals.   This report will talk about the company background.  The company will use performance appraisal, 360 review and observation techniques to assess an employee and these techniques will be critically analysed and evaluated.   Schein’ s Typology or Career Anchors, Mentoring and Holland’s model of occupational personality will be used in this report and these models will be critically analysed and evaluated.  The report will be concluded by talking about the findings and benefits to the organisation.
Company Background
The company name is Trinity Playcentre, which is a pre-school nursery.  It is situated in Dagenham, Essex.  This nursery caters for children between 2-5 years old.  The owner is also the managing director and HR Officer of this nursery and her name is Wendy Johnson.  It is a privately owned nursery. There about 25 children between the ages of 2-5 years old and 20 children between the ages of 2-3 years old.  The staff includes an owner, manager, deputy manager, four full-time nursery practitioners, four part-time nursery practitioners and one part-time lunch assistant.  It is a small nursery looking to expand in future.  Trinity Playcentre opened in July 2015 (Ofsted n.d.). 
Purpose of Career Planning
The purpose of career planning is to achieve the company’s goal as well as the individual’s employee goals so both can benefit.  The Childhood Practice workforce is currently undergoing significant transformation driven by several national policies and demanding initiatives which is to promote best outcomes for children and families (CCUO, 2010). Trinity Playcentre uses performance appraisal, 360 review, and observations to monitor their employees.
Performance Appraisal
Performance appraisal interview is a main origin of employee feedback.   It provides reciprocally understood groundwork for improvement. It sets the time for next terms objectives and goals.  It provides opportunity for constructive criticism both ways. 


360 Review
The 360 review is a professional evaluation opportunity that enables a group of co-workers and managers to provide feedback about a fellow employee’s work conduct (Heathfield, 2021).  The 360 review concentrates more on how the employee affected the work of other employees then on whether the work was concluded, which is goal of performance review (Heathfield, 2021).  
Observations
Observations is defined as the system of observing employees in a company while they are performing their respective jobs and tasks and these observations are applied to gather data regarding precise jobs and tasks (MBA Skool Team, 2018). 
Critical Evaluation and analysis of the techniques
The HR officer will conduct performance appraisal twice a year for the nursery practitioner and she will be updated about her progress in her work.  However, performance appraisal can have its limitations as it is time consuming and if the performance appraisal process is not a pleasant experience, it has the potential to discourage employees (Patricia, 2019). As a result, this can lower the morale and motivation of the employee. 
360 review is conducted every 12 months by an HR officer in Trinity Playcentre.  It is part of the total system and should not be used to measure the whole performance (Thomas, 2020).  However, it has some limitations as this method takes up a lot of time and energy (Leonard, 2019).  The other weakness is that there is a time when a person who is providing feedback on an employee takes the opportunity to express a grievance (Lotich, 2019).  This can have a negative affect on both the employee and the organisation.
Every month observations of employees are carried out by an HR officer.  The HR officer has a form in which the various tasks are written and the skills that the nursery practitioner used in carrying out the tasks.  The skills that the nursery practitioner did not use are also written down.  At the end of work shift, the HR officer will have a 1 to 1 meeting with the nursery practitioner and will tell her strengths and weaknesses regarding her job performance.  She will tell her as to how the tasks could been done better where she did not perform well and will praise her where she performed well.
This technique is very popular and is used by all pre-school nurseries. The advantages are that the HR Officer is seeing reality rather than counting on what people say and the opportunity to get employees feedback about what should or could be done better (Graban, 2018).   Therefore, observations are one of the best techniques to be used by Trinity Playcentre.
Mentoring
Mentoring is a mutual and collaborative relationship that most often occurs between a senior and junior employee to achieve the mentee’s learning advancement, and career development (Atd, n.d.)  The early years and childhood services sector is expected to develop the potential and increase the capacity of staff through a continuous learning process and mentoring is a dynamic and effective tool for supporting such change for enhancing learning and development for nursery practitioners (CCUO, 2010).  There are various types of mentoring and these are Team mentoring, Group mentoring, Traditional mentoring, and peer meeting.  Mentoring relationships lead to positive outcomes for those who take part, in this case the Nursery Practitioner, which in turn leads to a wide range of benefits for the pre-school nursery and benefits the children and their parents (CCUO, 2010).  
Traditional Mentoring will be used at Trinity Playcentre.  This method entails one to one which will include a Deputy Manager who is a senior person in this pre-school nursery to mentor the Nursery Practitioner who is junior and less experienced.  This results in various benefits to the mentee (Nursery Practitioner), and these are:
Personal and professional development.
Development of leadership skills.
Greater collaboration between the mentee, mentor, and the workplace.
New insights and knowledge.
Increased capability to support Childhood Practice professional development in individual and pre-school nursery (CCUO. 2010).
 Benefits for Trinity Playcentre
A cost-effective solution for the pre-school nursery.
Better collaborative performance.
Better staff retention.
Resilient nursery practitioner and this company in times of rapid change.
Sharing of good preparation and knowledge transfer within the pre-school nursery.
Integration of other key processes, for e.g., reflective practice, self-evaluation, feedback and listening skill. (CCUO, 2010).
The benefits for Nursery Practitioner and the pre-school nursery through mentoring will lead to better outcomes for the children in the nursery and their parents.
Schein’s typology of Career Anchors
  Edgar Schein has identified eight career anchors, and these are:
Technical/Functional competence
General managerial competence
Autonomy/Independence
Secure/Stability
Entrepreneurial creativity
Service/Dedication to a cause
Pure Challenge
Lifestyle
The career anchor for the Nursery Practitioner leans towards general managerial competence.  The nursery practitioner is motivated to climb up the ladder and thrives on responsibility and to be successful.  She eventually wants to be the manager of the pre-school nursery.
Holland’s Model of Occupational Personality
Holland’s Model theory is that congruence occurs when the personalities of individuals and work environments match; a person is more satisfied and tends to have tenure of his or her personality and interests are congruent with the pattern of the work environment (Tang, 2009).   John Holland speculates that six personality types can characterize both individuals and occupations and these are: The realistic type, investigative, artistic, enterprising, social, and conventional type.
Personality plays an essential role in defining the nature of employment in which an individual can fit well and nowadays, many companies are focusing on type of personality of aspirants at the time of recruitment and selection (Nagreth & Gupta, 2018).  The nursey practitioner fits into the social personality type.  The reason being is that she is a mother and has nurturing quality and this fits well with her occupation as the nurturing quality is important in a pre-school nursery where your main job is to nurture and teach children. The other important quality is working with others and supporting them, and the nursery practitioner has these qualities as she works well with others and is a team player. The pre-school nursery wants staff who fits this criterion in order to achieve the nursery’s goals, it is vital to be a team player and work and support other team members.
Critical analysis and evaluation of the models
Mentoring works if the mentor and mentee work together to build the relationship, understanding more clearly what each can and does bring to the discussion (Clutterbuck, n.d.).  If the relationship is not good and there is misunderstanding between the mentor and mentee then it is hard to work.  The mentee will not learn anything from the mentor and the atmosphere will be toxic.  Fortunately, the relationship between the nursery practitioner and the room leader is good and they understand each other well. If the nursery practitioner has any problems and issues relating to her work, she is comfortable discussing with the deputy manager who supports and helps her in improving her work performance.  As a result, the pre-school nursery benefits a great deal with the high quality of work given by the nursery practitioner.
Schein’ development and structure of the career anchor model is limited due to the changes that arises in organisations and the way these changes have and continue to impact upon careers for e.g., the Covid-19 pandemic, which started in the beginning of 2020 (Steele, 2009).  These changes are likely to cause a alter in the way in which individual’s view careers and this may in turn have an impact on the values they hold (Steele, 2009).  As the workforce is becoming more diverse in U.K., the organisations are staffed with employees who have different views on careers, different career values and needs (Steele, 2019).
Although, Holland’s model is effective, as it provides helpful way of understanding varied work environments (Holland Theory of Vocational Types, n.d.).  However, there are some limitations.  The reason being there is limited research on how these choices develop and whether, or not they change (Gibson, et al., 2009).  If the individual’s choices change over time, then there is a complication, and this theory does not provide understanding into how one develops a direction for working with nursery practitioners.
Mentoring is the best model more than Schein’s typology of career anchors and Holland’s model of occupational personality.   The reason being as the workforce has become diverse and preferences of individual keep changing, it is more convenient to use this model has both the mentor and mentee have meetings face to face.  They can build relationships with each other and understand their cultural backgrounds.  The mentor can support the mentee as to what work performance is needed to achieve the company’s goals as the mentor has been with the company longer and know the goals and objectives of the company.  Mentoring is used at Trinity Playcentre.
Nursery Practitioner’s current knowledge, skills, and competencies
Knowledge and qualifications:
She has 5 GCSE’s including Maths and English.
She has CACHE Level 2 Certificate in Childcare and Education.
Skills
She has good organisational skills.
She has a good sense of humour and the ability to keep things in perspective.
She can work independently with children and as part of the team.
She has good communication skills.
She can enthuse and inspire children.
Competencies
She is a dedicated worker.
Weaknesses
She lacks listening skills.
She is impatient.
She has adequate computer skills.
Nursery Practitioner’s Career Path and Training needs
 The nursery practitioner is interested in climbing up the ladder in the pre-school nursery.  Therefore, her career path in the pre-school nursery is as follows:
Room Leader
Deputy Manager
Manager
Training needs as a Nursery Practitioner
CACHE level 3 Diploma in Childcare and Education. 
 This qualification can be achieved while working as an apprenticeship in this pre-school nursery and going one day to college.  She will be paid apprenticeship wages and the timeframe for this qualification is one year.
Enhanced DBS disclosure.  To be renewed every 3 years.
Level 2 Certificate in IT User Skills (QCF) (R courses, 2021).  Online, self-paced and duration is 14 weeks.
Listening skills to be developed by paying attention to what the other person has to say, acknowledging them with a nod, and taking turns in speaking (Mindtools, 2021)
Patience skills to be developed by making yourself wait e.g., waiting a few extra minutes to drink that coffee, stop doing things that are not necessary and take deep breaths and relax (Power, 2021).
Mentoring to be done by the Room Leader.
Room Leader Training needs: 
She needs to do first-aid training which will be paid by the pre-school nursery. Duration half-a-day. It lasts for 3 years and she needs to do it again.
NCFE Level 3 Certificate in IT User skills (ITQ) (QualHub, 2021).  Duration 250 Hours.
Supporting Children with SEND in the Early years course, Endorsed by CACHE (Educare, 2020).  Online and duration 2 hours.
Mentoring to be done by the Deputy Manager.
Deputy Manager Training needs:
Level 2 Health and Safety Certificate online training (NDNA, 2019). Duration 8 hours.
Level 2 Food Hygiene Certificate online training (High Speed Training, 2021).  Duration 2 hours.
2 years work experience as a Room Leader.
Mentoring to be done by the Manager.
Manager training needs
2 Years work experience as a Deputy Manager
Level 3 Health and Safety Certificate online training (NDNA, 2019).  Duration is 8 hours.
Level 3 Food Hygiene Certificate online training (High Speed Training, 2021).  Duration is 2 hours.

Scheduled Annual Review and Performance Assessment	Plan
Performance appraisal will be done every 6 months.  Conducting performance appraisal every six months ensures that tracks on nursery practitioner can be kept without being overbearing and it provides time for actions of the last review to be implemented and monitored (Usher, 2017).
Observations will be conducted monthly.  The reason being it is standard procedure in all pre-school nurseries to observe employees monthly, so that the nursery practitioner is teaching the children in the right manner and doing her other tasks according to EYFS framework. 
360 review will be done annually to allow the nursery practitioner to work through her development and action plan to create change (Mashihi, 2015).
Conclusion
This report has highlighted the use of performance appraisal, observations and 360 review techniques used by the company to assess their employees job performance and the specific training they require.  The finding was that observations was the best technique used which was suitable for both the nursery practitioner and Trinity Play centre for achieving their goals. 
Mentoring, Holland’s Model of Occupational Personality and Schein’s model was used in this report.  The findings were that Mentoring was the best model suited for the nursery practitioner and the pre-school nursery to achieve their objectives.  It is suitable as both the mentor and mentee work together and can develop good relationships between them.  The mentor is a senior person and knows how the work is done at Trinity Playcentre.
A detailed development and training programme by HR officer was generated for the nursery practitioner to develop her skills and qualifications for her career growth.  It benefits the company as there is less staff turnover, cost effective, and good quality work produced. The nursery practitioner is appraised twice a year, observations are done monthly, and 360 review is done annually to increase her job performance and provide trainings where her skills are lacking.  As a result, both the nursery practitioner and Trinity Playcentre will benefit.
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