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Introduction
In this report, I will be writing about the company Uber. Founded in March 2009, the organization which has its main service as ride hailing and moving passengers from point A to B has since spread to over 70 countries.
With its headquarters in San Francisco USA, it has as of June 2019 $3.166 Billion in revenue and 91 million active users as of December 2018.
Its Human Resources department is responsible for tasks such as employee recruitment, payroll processing, staff training, development, and performance review of employees.
Being a HR trainee in the company, I will be engaging staff in this report, discussing development vehicles such as appraisals performance and techniques in our organization and how they can inspire individual effectiveness and satisfaction towards shared goals for both drivers and staff of our organization.
I will discuss about plans and objectives to meet the development needs and expectations of individual staff.
Human Resource Management 
Human Resource Management is a way within an organization in which they employees are managed in other to achieve a common objective or goal. This is usually done by recruitment and direction for the workers of the organization.
The main objective of the Human Resource Department is to recruit the best skills in the labor market to help achieve their shared goal in an organization.
The diagram below shows the 5 main objectives of the Human Resource Management.
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Human Resource Management Objectives
Determining structure and steering productivity:
This is one of the main objectives of the HR Management. It also defines aims and how the aims can be achieved. It also helps in the recruitment of employees for vacant positions and organizes trainings, workshops, and seminars to develop the skills of the recruited staff.
Enabling seamless coordination and harmony:
Every employee hired comes with a different mindset, views and opinions. Things such as arguments can shake the harmony within the organization. Constant vigilance by the HR can keep this in check.
Ensuring employee satisfaction:
When employees are unhappy, this can show in work performance. They don’t work at their best. It is therefore important the HR department keep them at their by best by giving incentives such as rewards and recognitions in their various fields to keep them happy.
Improving employee performance:
Key Responsibility Area (KRA) is a way of measuring employees performance. By getting feedbacks and rewarding good performance helps them to focus more thereby bringing out the best in them.
Facilitating inclusivity:
The HR Management must work to end the differences in gender for salaries. Time of recruitment also should be looked at to keep everyone happy and satisfied at the organization.
Performance Management for drivers and office employees
Uber has a good relationship with its drivers. Drivers can sign into the app whenever they want to work and sign out when finished. It uses an algorithm system in the app to manage its drivers in areas such as surge pricing, ratings and online training.
Drivers and riders rate each other after each trip. By doing this, they both impact each other’s ability to use the app continuously. Uber uses these ratings to monitor both drivers and rider’s behavior as they can’t be physically present.
Uber also uses a automated performance management system to measure the following areas:
Goals- There are goals and expectations set for especially new drivers and when expectations are not met, their accounts can be deactivated which practically means they have been fired.
Feedbacks- At the end of each trip, both the driver and rider give feedback about the trip. This process is used to measure performance of both people.This tool is very effective for knowing how especially drivers behave to its customers.
Reviews- Uber does performance appraisals for its drivers. Reviews from the ratings means if a driver’s star rating every falls below 4.60, the driver gets dismissed. Drivers with high star ratings gets rewarded with good benefits.
For drivers and riders to connect properly, it created two applications. One for the rider and the other for the driver. Both parties will need to register to be able to use their applications effectively.
For Uber direct employees that work in the offices, it uses a system called “T3 B3” process. This works by asking employees to name their top 3 strengths and weaknesses which are stored and made assessable to everyone. The main reason for this is to focus on employee development rather than their behavior in the past.
This tool helps in transforming employees by doing better at their jobs and give s room for individual development in the organization.
Theories and Models
The Havard Model
This composes of five segments:
· Stakeholder interest- This are a group of people with an interest in a business. Their interests can serve as a guide for HR policies.
· Situational factors- These are elements such as the environment and workforce that can influence stakeholders.
· HRM policies- These are policies in the business that can affect stakeholder interest and situational factors.
· HRM outcomes such as employee competence and retention. These are tools of performance for the HR.
· Long term consequences- This measures the overall analysis of the organization and all its employees. How the organization is doing within the market and staff wellbeing.


The Warwick Model
This is a refined version of the Harvard Model developed in the 90’s by Chris Hendry and Andrew Pettigrew while working at the Warwick University.
This also composes of five segments:
· Outer Context- These are factors that affects the HR policies such as environmental, legal, political etc.
· Inner Context- Inner factors within an organization that can influence HR policies such as technology, culture, leadership etc.
· Business Strategy- This are the strategies used by HR within an organization.
· HRM Context- These are roles, human resources organization etc within an organization and HR.
· HRM Content- Policies and its implementation within the HR.
The 5P’s Model
This model was developed by an HR expert in the early 90’s called Randall Schuler. This model influences the behavior of human resources in the following ways:
· Company’s mission, vision, and objectives in the space of the business.
· These are business and HR processes used daily for operations.
· From the top leaders to the new recruits, they are involved in the business.
The Ulrich Model
This was developed by Dave Ulrich in1995, and it focuses on influencer of HR policy into one of the following 4 roles.
· Strategic Partner
· Agent of Change
· Administrative Expert
· Employee Champion.
The Standard Casual Model
This is a conceptualization of different models and was developed in the late 90’s. Its concept is like the Harvard model in the following ways:
· Its business strategy rests on the structure
· Financial performance is essential for the final result of its processes.
· Internal performance shows the overall way that businesses perform using existing practices.
Other models are the 8 box Model, the ASTD Competency Model.

Professional Development Plan (PDP)
This is a system, part of performance management process that helps build an individual towards career development in their chosen fields. It tells you the required skills and achievements to master which can in turn help with career development. The process also helps employer to maintain a strong workforce.
Provision of learning and development paths for employees also helps in boosting their morale. Employers gain tremendously from employees with improved skills and talents too. When employers provide room for training and development, they tend to attract more applicants from the labor market as well.
PDP development by employers helps to build its core competencies. When employers carry out an analysis of their current skills with employees, it helps to show their skills shortage and they can plan for training of development of staff.
PDP helps with employee motivation and motivated staffs tend to stay loyal to an employer.
Building Professional Development Plan
This can be done in the following ways:
Assessment- Employees are asked to do self-assessment as part of an appraisal which form part of employees with their manager. This can be used as basis for career development.
Goal Settings- Employees and their managers can discuss career progress and necessary changes for career promotion and possible move to new positions in the organization.
Timeline Creation
Steps can be taken towards Goals discussed with mangers by employees. This can come in different forms such short term, mid-term and long-term goals for which they can be measured against. For performance reviews, professionals can be reached to carry out trainings appropriately.

Resource Identification
This identifies what an employee needs to undertake in other to reach their goal. This could come in the form of a training or further studies. It also means managers can have real time visibility and have a better control over delivery.
SMART Framework
SMART stands for Specific Measurable Attainable Relevant and Time-bound. This provides a clear path to achieving and shared goal in Project Management. Setting SMART goals means you can focus your effort on the things that will help you achieve your goals in the most achievable way.
Specific: Being explicit about what we want and how we want it should be a benchmark for achieving our goals.
In this area of project Management, we must consider answering the following questions:
· Who needs to be involved in achieving set goals and target.
· What we want to achieve
· Setting a timeframe to achieve it
· Location if any to help achieve it
· Determine if there are any barriers or criteria
· What motivates the goals
Measurable: What measures are to be used in achieving our goals.
Objectives must be made quantifiable to stay focused and motivated so progress can be easily tracked. Both quantitative and qualitative techniques can be used to achieve this.
Achievable: Know if your goal is achievable and realistic or not. Ways can be found in making our goal reachable by finding resources that might help move us closer to our goal.
Relevant: this makes sure our objectives and goals are aligned by giving support to one another.
Time Bound: Every project, goal should have a time limit to work towards. It helps to monitor progress and to know if a project is achieving its goal and purpose.
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