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1. Introduction
In this report I will write about the ways in which a company, namely the Endava software development company is able to meet the development needs of its’ employees on given particular projects and improve on their skills as well as give them opportunities for growth not just skill wise but also professionally and career wise. I will explain the ways in which the company gives their employees.  In this report I will use various Human resource management theories, including 360-degree feedback, coaching and its’ importance in this organisation and in general, P-CMM human resource management model, the concept of a knowledge worker and the effects this has on the workers within this software development company and how it operates. I will also talk about the ways in which the company is already trying to ensure that these development needs are met with various available programmes for its’ employees and even for those that are only yet looking to work for the company but still require necessary skills that they do not yet possess.
2. Company Context
Endava is a software development company that has been founded in the year 2000 in London and has since greatly grown and expanded throughout Europe and the Americas by being able to leverage its focus on employees and their growth as well as their customer focus in order to deliver products to many other companies. 
Software development is a field in which knowledge is very important and constant advancement of that knowledge and the skills needed in the field are crucial in a company’s growth or even to keep their current place in the market, as the market is highly dynamic and competitive. A big problem for the software sector is also the retainment of highly skilled employees, so many companies including Endava need to develop policies to cater to them in order to heighten employee retainment while also developing their lower-skilled employees in order to replace those that change their jobs. The development of their lower skilled employees is also one of the top concerns of a software management company as more experienced and knowledgeable employees are more capable of achieving the goals of the company and ensure that the products that he company produces are of a higher quality.
Endava has offices in Easter and Central Europe, as well as in the US and South American countries, giving them a wide array of people with various backgrounds, cultures and personality types which can have different development needs to achieve their individual goals within the company. A big part of the growth of Endava has also been the fact that the company regularly cooperates with universities in order to find promising candidates and workers and trains them on their own expense ensuring loyal future workers for the company who also possess the knowledge that is needed to work in the company, but it also has a very growth-centric company culture which promotes constant advancement of skills and career for all of their existing employees.

3. Purpose of Career Planning
Career planning and advancement are important parts of life for many people, depending on their personality types and goals. Indeed it can even be considered a need for such advancement in order for many people to continue working efficiently and going above and beyond for their work. This can be linked to Maslow’s hierarchy of needs, linking such advancement with different needs. For a software development company much of that is not primary survival needs, as the pay that these companies give is usually enough for survival and is actually higher than the median pay in many other industries. Thus, it can be reasoned that career and generally skill advancement is done in order to meet the needs for self-actualization and esteem that the employees have and meeting these the loyalty and efficiency of the workers, especially considering their status as knowledge workers which place higher value on them. (Maslow 1943).
In general development and progress within a person’s understanding and ability are considered a need in itself, as most people regardless of personality types wish to increase their own abilities and efficiency while decreasing the amount of mistakes they make, and having that acknowledged by a rise in career gives them confidence that their better skills are seen and are considered useful by their employer and to help them feel more secure of their employment chances thanks to their more senior and important position which would be more sought after than their previous skill level
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Goals are also important in raising the productivity of the workers, and many other changes like wages, training and so on that come with a higher place in an organisation and advancement in career all have strong positive effects on productivity of an individual and a team according to a meta study by Tohidi, 2011.
4. Individual Employee’s Current knowledge, skills, and competencies, and the paths that they can advance towards:
As Endava is a software development company it is expected of its’ employees to all have good information technology and programming knowledge, able to design and work in teams in order to achieve a specific goal, which most cases would be the development of various applications and computer programs that would be used by other companies to achieve their own needs. The ability to adapt and work within an ever-changing environment is also very important as their work involves an AGILE working environment in which they need to be able to adapt to changing customer demands and workflows and be able to show regular results to be tested and shown to the customers. 
All of this knowledge, skills and competencies are expected of the regular employees, though much of that knowledge can be gained using their internship programme to directly learn from experience or their university cooperation programmes that help perspective students learn the skills that are required in the industry.
Should the employees wish to progress further though, depending on which direction they wish to go towards, they could try to gain managerial skills and leadership skills in order to be able to lead a team of their own and advance in their career as a team leader and manager, or they could instead further their programming knowledge and experience and become acknowledged as a senior developer which has more responsibilities and works with more complicated parts of the software but which also receive more pay and recognition.
5. The Endava current career progression and training programmes
As Endava is a company with a strong focus on their workers it is important to note that the company already uses various techniques in order to advance the knowledge and competences of their employees and to help them advance in their career goals inside the company.
Endava uses guidance and support through coaching by more senior developers and career coaches, line managers, and compensation reviewers in order to ensure fair-minded promotions within the company. This means that Endava regularly assesses the performance of their employees and tries to form a meritocratic system so that the most deserving employees will get promoted to better positions so that the company can encourage all employees to try harder and develop themselves more so that they may be selected, while also ensuring that they are not upsetting the employees that don’t get promoted.
The 360 degree feedback technique is also used to better guide teams and individuals towards their future careers goals within the company and give them a better overview over which goals are more rational for each employee, as the 360 degree technique uses feedback from both self-evaluations as well as co-worker and manager evaluations to make better informed and more rational decisions that otherwise. (Craig and Hannum, 2006)
Not only that, Endava developed an online platform named “Endava University” which allows employees to browse and learn on-demand with courses, videos, presentations, and tools that help them learned new knowledge and advance in their own skills with the help of the company. This puts a strong focus on individuality within the company and consequently on the employees choosing their own path of progression and what they wish to learn thus making them feel far more in control of their own careers and futures and helping them set their own goals while also monitoring it so that the company can react appropriately to them. (Careers and Progression - We Care | Sustainability at Endava, 2021)
Naturally within the software development field of work coaching and teamwork also both become avenues for growth for employees, as they learn and adapt their own work and habits to increase their efficiency and to better standardize with their teams and the company in general in order to avoid mistakes. In many cases informal coaching also happens between more experienced and less experienced software developers, in which the more experienced party teaches the nuances of the work and points out and corrects the mistakes of the less experienced party is done, a relationship which forms naturally as the working environment that they work in requires cohesion and mutual understanding on how one’s work affects the others’ work in order to be able to develop products that can be properly reviewed and changed in the case that the customer requires a different approach or a different purpose for the product that they bought.
Indeed it can be said that the entire company culture at Endava is a factor in the continuous growth and development of its’ employees, as their focus on them through these programmes and even their own purpose statement  “We exist to create an environment and a culture that breeds success by caring for our customers as individuals and enabling our people to be the best that they can be” shows that the company relies on their focus on their employees to be able to exist and develop, and that it tries to encourage their employees through it’s company culture and its’ programmes for development to create a more inclusive but also personal growth-promoting company.

It is not a surprize that all of these techniques that Endava uses can be mapped on the P-CMM model of human resource management, as it is a model specifically made for use in the software industry. This is a 5 stage model which shows more development and team-focus as the development of the individual is done and constantly improve the ways in which employees can be developed and managed increasing efficiency and retainment within the company. (Hefley, Curtis, Miller and Konrad, 1995)
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6. Scheduled Annual Review and Performance Assessment Plan
Naturally reviewing training and progress is crucial for any development process, as reviewing allows the individual employees to better assess whether the approach that they have taken to develop their skills and competences is working and thus decide if they wish to continue using that same development vehicle or request to change to a different one that they believe would suit them better. This type of review also helps improve the systems that the company uses and increase their efficiency based on the feedback of the workers, and it also serves as a way to view the progress of the employees in order for the company to decide whether some employees can advance in their careers and are deserving of a promotion. 
The same 360 degree feedback that was first used to ascertain the developmental needs of the employees here can be used to assess their progress and performance after those need were met, though other review types can also be used.
In the P-CMM model reviews are also important in order to complete the optimizing stage in which the techniques used are reviewed and improved upon and through which continuous innovation of these techniques and the working environment in general is achieved.

7. Conclusion
Concluding this report, I believe that I have gained a better grasp on the developmental needs and expectations of employees within an organisation based on the example of a software development company, as well as how that company is able to meet these needs while also trying to improve its’ own efficiency and increase its’ profits. This example in particular shows that it is profitable to do so, as otherwise this company wouldn’t employ such an array of techniques and encouragements which otherwise can cost the company a lot of resources and money to set up to develop the skills of their employees.
 I have also learned about the ways in which human resource management theories can be used in practice by analysing the way in which the P-CMM model maps onto the ways in which Endava works and deducing that whether or not this fact was an accident, the theory itself is able to function and predict the most efficient ways in which various techniques serve as an improvement in the workings of a given company.
Finally, I was able to further research into what types of development expectations I should form in the future based on this example and how to properly plan my future career based on the developmental vehicles that a company I may work for in the future has access to, maximizing my potential while also staying realistic about what the company can provide and finding my own individual ways in which I can develop myself.
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