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Executive Summary

Training and development are an ideal practice that focuses on improving the competencies of the employees making them more confident in undertaking Complex and challenging responsibilities. I personally worked in the Coca-Cola Company in Greece nine years ago in the packaging department and I know how important it is for the company employees to be trained and satisfied. Training and development foster the creation of a change acceptance culture, innovation and strong synergy amongst the employees. Training and development are crucial in the development of a learning organisation which increases people capability and productivity level. Coca-Cola Company has achieved global brand recognition through constant innovation. The innovations have enabled them to keep and attract a new market segment. There are multiple training approaches that the company adopts to enhance its competitiveness and sustainability. The company significantly utilise the job training where the new employees are taken through the corporate cultures, production and customer care and marketing processes. On the job training allows the employees to understand the unwritten cultures and the strategic business direction. There are multiple coaching programs in which the senior management guide and direct their employees on how to become more proactive. Coaching enhances successive information sharing. The coaching training approach bolsters the realisation of corporate SMART goals and objectives making it easier to utilise management by objective to evaluate the performance progress. The institution of mentorship programs has also fostered succession planning practices thereby shielding the institution from possible leadership wrangle. Coca-Cola is a highly diversified company operating in more than sixty countries and has a presence in every continent. This can provide a significant human resource challenge especially in managing inter-cultural communication and relationship



Performance Evaluation and Training
Training and development are a critical factor that determines and employees' performance and productivity within the organisations.. I personally worked in the Coca-Cola Company in Greece nine years ago in the packaging department and I know how important it is for the company employees to be trained and satisfied. There are many approaches that organisations adopt to ensure employee’s access required competencies relevant for specific responsibilities. Organisations undertake different job appraisal approaches to identify the competency gap and develop an appropriate training program that will help bridge the gap. Performance evaluation enable the organisation to effectively apply the nine training process steps that integrates training needs assessment, training plan preparation, objective specification, program design, methodology selection, plan completion, implementation, evaluation, and review (Whetten and Cameron, 2020, 53). The two most effective performance appraisal strategies that Coca-Cola adopts are 360-degree feedback and management by objectives. The organisation also undertakes regular employees’ surveys to gauge the level of employee satisfaction. 
The 360-degree feedback requires the management to assess employee performance based on employees’ peers, junior and senior leadership feedback (Hosain, 2016, 26). This allows the management to have a holistic view of productivity and the contribution of the employees. The 360-degree feedback eliminates all forms of discrimination and biases. The 360-degree feedback performance evaluation process fosters employee engagement in work practices. Management at Coca-Cola communicates the key performance indicators and performance expectation when undertaking 360-degree feedback evaluation. Effective organisational structure significantly determines how the organisation’s evaluation operations are going to be implemented. Coca-Cola has adopted the divisional structure, which is more effective in its operations. However, some contemporary institutions have adopted flat organisational structures to foster a faster decision-making process. 
Coca-Cola also utilizes the management by Objective strategy to identify the competency gap amongst the employees. The MBO evaluation strategy bolsters communication between different management levels as employees are required to work collaboratively in developing, clarifying, and setting performance goals and evaluation criteria. The MBO is based on the organisation’s ability to set SMART objectives that complement the corporate strategic goals. The adoption of the MBO has enabled Coca-Cola to initiate training and development programs that respond to the shift in the market preferences and tastes (Armstrong, 2018, 132). In contemporary society, the consumer has become more conscious of the type of food they consume. The prevalence of chronic diseases such as cancer and diabetes has forced people to check the amount of sugar and calorie content in their food. Therefore, the company developed a strategic goal of maintaining its market share by developing beverages that meet and surpass the consumers' expectations. This was realized by developing zero-calorie beverages to keeps the health-conscious market segment. Management by objective strategy makes the employees committed to realizing unitary goals. The goal-setting motivation theory informs the concept of management by objective to identify competency gaps. Kasemsap (2016, 1640) indicates that employees are likely to be motivated when provided with complex, challenging, but attainable responsibility. Realizing smart goals bolsters the intrinsic motivations of the employees, making them more productive in the workplace. 
The MBO and 360-degree feedback allow the managers to develop competency-based training. Competency-based training involves identifying the employees’ competency gap and then training them to address them (Nangesh, 2017). Competency-based training involves improving communication channels within the organisation. Communication is an important aspect of the success of the organisation. When there are unclear communication structures, then the high probability of misinterpretation and misunderstanding of organisational goals will be inevitable. Initiating open communication helps reduce misunderstanding among the employees, leading to organisational conflicts and divisions. Improving the employees' communication competency not only improves employee relations but also helps the organisation focus on its goals and objectives. 
During competency-based training, employees are taught the significance of organisational values and ethics, teamwork, communication, planning, networking, interpersonal skills, and planning. These competencies are effectively analyzed and implemented by the corporate’s HR department to reduce and prevent poor employee performance. Training provides a platform where the HR manager can educate the staff on the essence of interpersonal and intrapersonal skills towards enhancing organisational development. 
On the Job Training
 There are different on-the-job training and development practices that Coca-Cola uses to bolster productivity and realize the corporate’s goals. The essence of conducting on-the-job training is to bolster creating a learning culture and provide an opportunity for every employee to increase their skills and competencies to mitigate challenges arising from volatile, uncertain, complex, and ambiguous macro-environment (Shields et al., 2015, 62). 
System thinking highlights how an organisation can undertake complex inter-relationship rather than simplistic linear interaction. System thinking allows leaders to utilize the archetypes to analyze situations, events, challenges and adopt the most effective alternative to change. Team learning is evidenced in the organisation when the team starts to think collaboratively through sharing ideas, knowledge, skills, and experiences. Team learning allows people and teams to develop inquiry and discussion skills and engage in more constructive conversations. This is a precedent of creating a shared vision and deciding on a common commitment. 
Coca-Cola Company has embraced the team learning approach to enhance innovation amidst steep competition with other beverage companies such as Pepsi cola. The company is currently investing many resources in team-based training and team building to foster system thinking (Coca-Cola, 2017). This has allowed the organisation to utilize contemporary technology to forecast the shift in the market dynamics and train employees on how to mitigate the responsibilities. In team-based learning, employees at Coca-Cola are categorized according to their department and specialization. For instance, the marketing specialists are trained in conducting market surveys and establishing an ideal ad that will boost sales turnover. 
Coaching
Coaching facilitates interaction between the employees and their immediate supervisors. The coaching programs allow the management and the employees to set realistic goals and objectives and the performance approach to measuring the results. Coaching relies on the delegation of duties and enhances competition amongst the employees to provide high-quality services. According to Ogbonnaya et al. (2016, 59), the efficiency of the coaching program that Coca-Cola has adopted is determined by proper communication and rapport amongst the stakeholders. The corporate leaders provide regular feedback to ensure the employees understand the objectivity of coaching. Coaching can either be formal or informal based on daily observation of performance appraisal processes. During coaching, managers delegate their responsibilities to the employees to improve their performance and competencies. 
Effective coaching is undertaken under the elaborate framework. Some institutions integrate the coaching practices into employee personal development plans. Managers must ensure their junior workers obtain more competencies making them more capable of undertaking more complex challenges (Jones et al., 2016, 253). Managers can inspire commitment through continuous feedback and eliminating structural bureaucracies that affect positive performance. 
The organisation has adopted executive coaching, which allows the manager to consult with professional coaches and work towards becoming better leaders. Executive coaching enables leaders to explore their potential and address their leadership behavior that derails performance. Coca-Cola has adopted coaching as a strategy to maintain quality performance and safeguard the organisation's reputation. Executive Coaching is applied to the senior management to enable them to adjust and explore their competencies in responding to micro-environmental shifts. This is done through training them on the use of modern technologies such as Decision support system s. The company has established a center for creative leadership to allow the executive leaders to gain leadership skills, strengthen their networks, and help them in their personal lives.
Leaders at Coca-Cola must adopt the Equity theory that encourages them to be fair and just when they engage their employees (Coca-Cola, 2017.). At Coca-Cola, the management ensures they are objective while recommending employees to training programs, promotions, and recruitment and selection processes. The Equity theory indicates that people are often motivated when they are treated equitably. The theory indicates that employees in the workplace often perceive how they are treated vis a vis other to develop either a positive or negative attitude towards the employees (Armstrong and Taylor, 2020). Coca-Cola leaders ensure that the employees are treated justly, and objective means are adopted to recommend employees to specific roles.


Corporate University
The Coca-Cola University offers educational opportunities to the employees, making them more proactive in understanding contemporary practices. The company initiated a virtual university to bolster employees' training and development opportunities through accredited and co-designed company programs/ the strategic goal is to align the training program with the strategic goals. Employees who enroll at the university are taught how to navigate the business uncertainty, gain strategic management and leadership skills. According to Ben-Hur et al., 2016, 53), the university utilizes the concept of internal branding to ensure employees understand the corporate’s trajectory.
The educational program allows employees to realize their full potential through diverse curriculum programs. The educational curriculum ranges from e-learning that improves staff’s professional growth ad classroom training. Other training areas of Coca-Cola University includes marketing, finance, human right, sustainability, diversity, and ethic. The company had more than 1720 classroom sessions, 27,000 associates in 2019 globally (Staff, 2021).
The trained associates are identified after conducting performance appraisal practices. The annual performance appraisals allow the management to develop program-specific training aimed at covering the competency gap. Coca-Cola undertakes the appraisal processes biannually, and those with a desire to advance their educational qualification and professional standing are provided scholarships into the academic institution. Apart from training employees at the corporate’s university, Coca-Cola has numerous scholarship opportunities where the promising employees are provided with an academic scholarship to learn in different universities (CCSF, 2020).


Mentorship Program
The mentorship program is a development activity where more qualified and competent people train selected employees to gain exclusive skills necessary to undertake complex duties. Therefore, unlike coaching, which every employee can undertake, mentorship is for employees with higher responsibilities. The mentees are guided by their mentors on tackling technical, administrative, management, and operational challenges. According to Rothwell et al. (2018, 153), there are various mentorship approaches that the organisation can adopt to foster productivity. Job enrichment is when an employee is provided with more challenging and higher responsibilities to prepare them for senior positions. Mone and London, (2018, 114) argue that job reengineering facilitates succession planning, thereby ensuring the organisation realizes smooth transitions. The organisation also adopted a job reengineering strategy by changing the nature and responsibilities of a specific position to align with the corporate goals and change dynamism. Job-reengineering can be used to bolster productivity by eliminating role ambiguity and redundancy, which can be costly to the institution. The last form of job design that institutions adopt to bolster the employee's development is job rotation. Managers can be tasked to work in different departments or divisions to have a holistic understanding of the corporate operations. Job rotation allows an employee to get multiple skill sets to spearhead the organisation when facing uncertainties.
External training
Coca-Cola faces significant threats from other multinational corporations, which forces them to invest in external training and development strategies to bolster their sustainability and competitiveness; Coca-Cola is a highly diversified organisation with a presence in more than sixty countries. The company has organised various global conferences and conventions for the employees to enhance their cross-cultural competencies. The contemporary workforce has embraced diversity and inclusivity. As a multinational corporation, Coca-Cola attracts employees from every country. Failure to train workers on cultural competencies increases the corporate’s risks to intercultural conflicts, harassment, stereotypes, and discrimination (Baah and Bohaker, 2016, 23). Conferences and conventions allow employees in Asia to interact with Africans and Americans with Europeans and establish sustainable rapport. The cultural dimension of people differs depending on regions. For instance, people from Asia are considered highly collectivistic with high power distance. This implies that Asian employees prefer team-based training, rewards, and responsibilities.
On the other hand, Americans are individualistic, meaning they prefer individual assignments. They also have lower power distance as they consider flat organogram to be more effective. Thus, when people from different cultures work together without ideal cultural competencies, cases of stereotypes and harassment is inevitable. Organising global employee training conducted by external experts makes it easier for the employees to learn how they can effectively relate. Appreciating diversity fosters innovativeness and creativity. For instance, Coca-Cola developed a CONA platform that allows employees from the North American region to interact effectively and advance their careers. Coke One North America (CONA) program provides employees opportunities to train and gain the contemporary skills relevant to achieve production efficiency (Coca-Cola, 2018).
Leaders at Coca-Cola ensure that they equitably allocate training resources to allow employees to undertake their work effectively. The focus of Coca-Cola is to grow to epic levels. And achieve greater market share and revenue generation. The CONA program's institution enabled the company to save more than $20 million using contracted trainers. The CONA program improved the employees’ entrepreneurship skills, crucial in ensuring organisations make qualitative decisions that improve brand quality and public image (Staff, 2021).
Conclusion
Training provide an opportunity for employees to improve their competencies and ability to mitigate macro-environmental challenges. Coca-Cola conducts performance appraisals to identify the skill gap and develop competency-based training programs. The company uses management by objectives and 360-degree feedback to identify competency gaps. The MBO evaluation enables employees to understand their roles in realizing the strategic goals of the organisation. The company embraces both internal and external training programs to bolster productivity. The company initiates team-based training to create a learning organisation culture. Coaching allows supervisors to guide and direct employees to gain relevant skills to perform their responsibilities effectively. The mentorship program is focused on facilitating succession planning by preparing senior leadership through providing them with challenging duties. Coca-Cola also organises international training programs to foster cross-cultural competencies amongst the employees to eliminate stereotypes, discrimination, and harassment. The company also offers academic scholarships to employees to advance their educational qualifications.
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