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Introduction

In this report I will critically evaluate development vehicles available to my chosen organization and I will explain their effectiveness to which I think they are appropriate in identifying and satisfying the development needs of specific individual employees to meet both individual and organisational success. 
The organisation I chose is going to be Asos because I used to work in the Costumer service branch in Watford, London. For many, online shopping is the most normal thing in the world. In times of Corona, it is becoming a necessary part of everyday life, also in the fashion and beauty sector. Initially, the London-based company, founded in 2000, also proved to be not immune to the Covid 19 consequences but the importance of online retail is also increasing in the fashion and beauty sector due to "social distancing" and thus new rules in stationary business.

When I worked in customer service, I worked the night shift. We had four nights on and four nights off. There were different teams, English, French, Spanish and German. I worked in the German team. We were a team of 6 people, and the night shift was not always busy. Sometimes the queue was empty. Our team also had a German team leader.  
At the end of the shift, we always had to fill out a performance review. Once a week there was a team meeting and every fortnight everyone had to go to the office for a one to one with our team leader.  When the queue was full, we always had our hands full, we could hardly take a break. When it was break time, we had to wait until we were done with the announcements that were in our queue. 
The teams were constantly in competition with each other. Our team leaders pushed us to our limit just because the other team had more numbers at the end of the day. We were overworked and everything became a competition.
The team that wins gets a bonus from the performance managers. It was no longer about the customers; it was all about the numbers. It didn't matter if customers complained or not. It was always the same and before I started, I got a 2-week training and was told how I would develop quickly in the firm. The newcomers were always told about how many people started small and are now at the top. 


Personal Development
Growth is an important topic when it comes to personality development, success and the achievement of goals. Those who do not develop and grow remain in their current situation and thus deprive themselves of many options (Tracey, 1997).  So, you often find the well-intentioned advice for personal growth, for example, when you are currently facing difficulties or problems. Simply grow from it and you can even profit from the seemingly awkward situation. But it is not that simple if growth is to be used specifically for development.  Growth means change. A true statement, but this is mainly since change is such a broad and general term. However, there can be a big difference between change and personal growth. Change can be quite acute measures that you can take in a short period of time. Professionally, a job change is a classic example. Depending on the notice period, you can change immediately or within a few weeks (Tracey, 1997).

Growth, on the other hand, is a long-term process that doesn't just take a few days, but can drag on for months or, in some cases, years. There can be various triggers for personal growth. Stagnation, for example, can be one such trigger. If you have the feeling that things are not developing as you would like, you can escape from the situation through growth. The first impulse here comes from the feeling of your own helplessness and the thought of not wanting to put up with it.

Appraisal 
Which links me directly back to my situation. From my perspective the company has done a lot of things wrong. For example, the customer service or rather the employees are the pillars of the company. Imagine for example that the company is like a big building. Every building has cornerstones, pillars and a roof. In this case the employer who provides the job is the cornerstone, the employees are the pillar because every building need pillars to stand on. So, with this being said I want to under mark the importance of the employees in the company. The roof is the success of the organisation. If the employees are stressed out and unhappy because the customer is not satisfied, the customer will let the anger towards the employee and that's how the employee get a bad performance.

ASOS did not valued their employees when they pushed them to their limits and tried to do the best for their company. Efforts of the employees were not recognized and the whole system crashed like that which turned into firing the whole nightshift teams.


Fundamental developments in human resource management
The development of human resource management in the institutional and functional sense is linked to the emergence of large industrial enterprises. Prior to this, the owner/entrepreneur in small commercial, craft and industrial enterprises shaped personnel work. He alone steers his business according to his own ideas (Armstrong, 2020). Due to the growth of the enterprise, the owner can no longer give all the instructions alone. Regulations for the distribution of competences and functions become necessary. Management levels downstream from the entrepreneur emerge. In large industrial enterprises, a progressive specialisation of sub-functions can be seen. This was accompanied by the establishment of wage offices. Finally, in the middle of the 19th century, i.e., already at the beginning of the industrial revolution, the demand for more democracy in the factories was formulated. Workers organise themselves, demand, among other things, higher wages, the prohibition of child labour and provision in case of illness and want to have a say in questions of management and work organisation. Social legislation and the increase in a wide range of labour regulations make further institutional and functional regulations in companies necessary.

The institutional perspective of human resource management addresses the institutions, or the groups of people involved in human resource work in organisations. The functional perspective of human resource management, on the other hand, is directly linked to the tasks that need to be covered in order to effectively control the performance processes in human resource work. How these tasks are fulfilled and to whom they are assigned remains open here for the time being. 

Tasks of personnel development
Well-designed staff development satisfies both sides: Employees are guaranteed an improvement in their career prospects with individual staff development plans. They acquire new qualifications to secure their opportunities in the company and on the labour market. At the same time, their income can increase, and their scope of duties can expand. ASOS, on the other hand, receive well-trained, motivated employees.

Goals for the ASOS in employee development
ASOS should sharpen the professional as well as the social and methodological skills of their staff through strategically oriented staff development. Promotion is seen as appreciation, and employee satisfaction increases. In this way, companies benefit from motivated employees who are closely tied to ASOS. In this way, targeted staff coaching secures managers and skilled workers from within the company's own ranks without costly recruitment. Personnel development measures also help to identify and eliminate knowledge deficits. A high level of knowledge and optimal qualification also mean more competitiveness on the market for companies and create better conditions for solving future challenges in the industry.

Employee appraisals
The appraisal interview is the central and most frequently used management tool. It gives employees the time and space to discuss issues relevant to them with their supervisors. The meeting, which takes place once or twice a year, is recorded; the minutes, signed by both parties, can be discussed again at a review meeting (Armstrong, 2020).
Other reasons for an appraisal interview can be
- End of the probationary period or even a project completion, - Return after a longer illness,
- Conflicts within the team,
- desire for performance appraisal,
- sudden development opportunities 
In terms of content, the interview focuses on the past months, the current situation and an outlook on future work. Other topics may include Target agreements, further training measures, perspectives in the company, etc.



Process flow in employee development
The development of employees must be precisely aligned with the goals of the company. Above all, a precise analysis of the entire process is important in order to be able to correctly assess the success of measures.

Needs analysis: In the beginning there is the need for personnel development. In the best case, both sides, employees and company, see this need so that a motivating process can be initiated.

Set goals: Once a common need has been identified, goals can be set together. Individual concepts should be found for different hierarchical levels. After all, a clerk has different needs and wishes than a manager, for example.

Creative planning: In this phase, suitable personnel development measures are found that are appropriate for achieving the goals. Courage is needed here to take unusual paths, such as job rotation. For those who question themselves can also develop. This phase culminates, among other things, in an efficient staff development plan with the following details: 
the positions in the department
areas in which staff will be developed
possible reorganisation of areas of responsibility
definitions of goals
the estimated budget

Monitoring success: It is not always easy to determine whether staff development is actually successful. A longer period of time has to be considered. Different indicators should be consulted in order to find an overall picture that is as realistic as possible (Armstrong, 2020). Possible indicators would be, for example, the amount of financial resources a PE project takes up. Or you can measure employee satisfaction through anonymous surveys in the company. With this concept, ASOS will see real success in the near future.


Planning leadership and talent development
The development of employee competencies is one of the central factors for the success of an organisation. The search for and development of personnel, as well as the promotion of junior staff and executives, is therefore of great importance. The planning and implementation of junior staff and management development is one of the tasks of staff management (Tracey, 1997). This includes, on the one hand, the targeted development of employees to become managers and, on the other hand, the targeted promotion of junior staff who are to be deployed as experts in important positions in the organisation. These measures (the time and cost involved must be precisely defined in advance) also serve to prevent a shortage of skilled workers in the future.
Managers are seldom adequately prepared for the demands associated with their leadership role. The targeted promotion of junior staff and managers includes targeted competence development in the areas of leadership, social and communication skills. 

Management by Objectives
Management by objectives is a form of management in which the manager plans goals together with the employees. In this way, the values and strategy of the company are to be implemented and the long-term success of the company is to be ensured. Leading with objectives is one of the classics of business administration and was already introduced in the 1950s by Peter Drucker as "Management by Objectives" (MbO).
MbO is therefore also an attempt to equip employees with appropriate competences so that they can actually complete the delegated tasks and also see greater meaning in them (which in turn has a positive effect on intrinsic motivation).
If you want to achieve something, you have to set goals. 
Goals are indispensable for success - they define it and make it measurable. Without a fixed goal in mind, we can't get anywhere or chart a course. Only goals give employees orientation and incentive and drive at the same time (Armstrong, 2020).

However, these goals need a greater sense and connection to an overarching corporate goal. If just any goals are agreed upon in staff meetings, they do not motivate. No common plan and approach develop. Moreover, the goals should be defined according to the top-down principle in sub-goals and individual goals. Sub-steps (and partial successes), which are tailored to the respective area of activity and are comprehensible, demonstrably increase the control of goal achievement as well as motivation (Armstrong, 2020)
Secondly, the nature of the goals plays a role. Aiming only at turnover is often too short-sighted. A mixture of tangible and intangible goals (e.g., concerning customer orientation or service ideas) is just as promising. The best way to formulate goals is to use the SMART method:
The name of the SMART method is made up of an acronym that summarises the five most important criteria that make up a clear goal:

1. specific
Concrete and precise formulations are necessary for a clear goal. They get to the heart of the intended objective, without any room for interpretation.

2. measurable
The goal should be clearly measurable and the result comprehensible. If the goal is to save money or maximise profits, this is quite easy. But not all goals are so easily quantifiable, especially in the case of intangible goals. Here, the goal can be made measurable with the help of substitute values.

3. Attractive
The more attractive the goal is to the employee, the greater his or her commitment. This can be achieved, for example, by a positive formulation that encourages the employee to get started and become active. This motivation is also important because there are usually obstacles and setbacks to overcome on the way to achieving the goal.




4. Realistic
The goal must be realistic, i.e., feasible. Lofty dreams are doomed to failure from the outset, which is why excessive ambition only leads to frustration and problems. Ideally, you should reach an agreement with the employee where the goal is challenging but achievable.

5. Deadlines
Every goal needs a deadline within which it should be achieved. If there is no deadline, the work stretches to infinity and procrastination sets in. At the end, a comparison is made to see if everything has been achieved as discussed.


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

	Motivating employees

	Start As soon as possible
	Sit them down, ask them how they are getting on and what you can do to encourage them. Do 1:1 regularly.
	Use your notes and look for solutions for the specific things each employee said told you.
Perusing long-term goals
	01.11.2021
	01.02.2022
	Success rate will go up higher; customers are satisfied and employees as well.




The core tasks and core competences of managers include the following aspects:
- Building teams
- managing conflicts
- conducting appraisal interviews
- thinking and acting globally
- motivating employees,
- initiating change processes
- creativity and the ability to innovate
- vision and the ability to shape things


Employee surveys
Employee surveys collect qualitative data. If ASOS had this in plan, a lot of things would have gone different that is now or when I was working there. Surveys can therefore be compared to an internal opinion poll. This instrument can be used at various organisational levels to survey the working atmosphere or attitudes or to conduct surveys on specific topics. In the context of human resource development, questions about development needs at the departmental level are useful. The extent to which employees are eligible for this is clarified in staff appraisals or by means of 180° feedback (Grieves, 2003).


The surveys, which are always anonymous, are conducted by means of feedback sheets, via the intranet or a "SharePoint". The survey fields and topics are as follows:

- personal training and development wish
- description of the cooperation with colleagues and supervisors
and supervisors,
- description of internal communication,
- Satisfaction with training and development opportunities
- assessment of management behaviour
- deficiencies and needs of operational performance,
- Description of working conditions,
- satisfaction with pay and benefits.

Employee surveys give employees the feeling of having a say in the organisation. Therefore, following employee surveys, it is usually necessary to implement changes in the organisational structure, in collegial or leadership behaviour or in the implementation of employee interests and needs.


Conclusion
The Professional Development Plan is about monitoring the transfer of learning and its results. The data collected in this context provide ASOS with information on whether the resources invested have been used in the right place, when the measures start to have an effect and when, if necessary, new measures can be started. At the same time, the quality of the measure is verified in education controlling; under certain circumstances, improvements can and must be made. The proof that a measure was successful and that what was learned, i.e., the new skills, competences and knowledge content, was transferred into practice, can serve ASOS as evidence that their money was "invested" correctly.

Being able to make statements about the quality of a measure also enables ASOS to make improvements to future instruments if necessary (e.g., to look for new providers, to change content, to design the staff selection differently). The results of professional development plan can be used to exert a lasting influence on future development processes, career planning and personnel decisions. In this way, ASOS makes a decisive contribution to a multitude of change and further development processes of the company and makes them transparent and understandable for all those involved.
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What is a Human
Resource Officer

= Human resources (HR) officers
are responsible for hiring,
developing and looking after
employees. This involves functions
such as fraining and monitoring
performance.
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Key expectations of HR Officer Roles

Working closely with various departments, increasingly in a
consultancy role, assisting line managers to understand and implement
policies and procedures.

Promoting equality and diversity as part of the culture of the organisation
Preparing staff handbooks

Administering payroll and maintaining employee records

Interpreting and advising on employment law

Dealing with grievances and implementing disciplinary procedures

Developing HR planning strategies, which consider immediate and long-
term staff requirements
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® TARGET

American retail founded by George Dayton
& John Geisse in 1902

Retail chain with 1,926 stores in the U.S

20 Offices Globally

Logo is a bullseye

Annual revenue for 2020 was $93.6B

(Latson, 2005)
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Knowledge, Skills and Behaviours of

and HR Officer within Target

«  Developing staff, Recruiting and training

. Getting staff paid on time and correctly

*  Administration of pension and benefits

*  Monitoring staff performance and attendance

Approvingjob descriptions and advertisements

ible for the welfare, health and safety of all employees
Mangging and scheduling training sessions and activities for staff
Regponsible for advising line managers on company policies, procedures and employment laws
Epsuring candidates have the right to work at the organization

ust participate in negotiations on contract, salaries, redundancy packages and working condition for staff and
presentatives
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Microsoft Office suites
(Office, Exel & Powerpoint)

Taking notes of disciplinary
(Notes with all
comespondences in the
meeting and time stamps)

Personal Skills Audit

Email (Clients such as
Microsoft Mail)

Produce material to support
presentations

Explore more than one
solution in order to solve a
problem

Internet (Browsers such as

Chrome and
browsers such as Firefox)

Delivering a training session
(Eg, Training staff members
on tips and trick on how to
be efficient on Office 365)

Consider the ideas of others
to help solve problems

Writing Reports (Drafting of
memos and information
packs for employees)

Interviewing candidates
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Benefits and objectives of providing fraining
and development as a company

» |mproving the social behaviour of employees,

» Recognising and exploiting the potential of employees
®» Increasing the performance and flexibility of employees
» |mparting key qualifications such as course certifications

reating an incentive for employees to develop
professionally

®» Promotions from within
» Job satisfaction




image10.png
Benefits of training and developing a HR Officer

Identifying and avoiding misallocations

= Generating and promoting a wilingness to innovate

= Keep up with changing industry

= Creating an incentive for employees to develop professionally
= Provide policy and procedures advise

iding in-house training material

Online Classes and certifications
Feedback from management
Shadowing projects

Training courses
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Conclusion

HR Officer is a crucial role for any business for the following
= Keeping staff members satisfied

= Providing training

= Keeping business up with industry

= Providing policy and procedures advise

It's important for any business to keep HR staff trained and ready for any
changes.
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