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[bookmark: _Toc532755234]Introduction 

Relationships at the workplace have a significant role in the productivity and performance of an organisation. Regardless of the scale of operation, the human resource acts as a core influencer of achievement of goals, due to the provision of skills and efforts required. Over the years, the concept of relationship generation and sustainability has attracted various management scholars, thereby developing models that help in developing relationships. On the other hand, development of relationships is dependent on the needs at the organisational level, since the aim is to maximise benefits from available human resources. Due to changes in human resource development approaches, the aspect of relationships has also been altered to meet such trends. However, it is the mandate if the organisation, through the human resource department to engage in strategic human resource functions, to initiate good working relations. Tesco is an in-store and online retailer in the UK, the organization works through 14 organizations, completes its business under in-store picking model and multichannel arrange. Tesco's item portfolio incorporates foods grown from the ground, wellbeing and magnificence items, basic supply items, attire, electrical merchandise, home diversion, delicate goods, stationery and kitchen utensils. 

The current study focuses on the case study of Tesco, which has over 310,000 workers and works in excess of 3,500 stores, making it the biggest employer in the private sector of UK. The aim is to assess benefits for developing individuals, both at the organisational and employee level, as well as strategies used as development vehicles by the organisation. It is from the proceeds of assessment that the report formalises a plan for identified gaps and needs of Tesco, based on available management theories and models (Basingstoke, 2016).


[bookmark: _Toc532755235]1)  Provide a critical evaluation of the potential benefits to your organisation and the individual of personally developing individuals in the workplace.
Tesco runs a range of small and large stores in the UK, a factor that makes it have the large workforce. Despite the vast workforce, the human resource criteria used embarks on selecting the best qualified, then focusing on internal development strategies, regarding skills for promotional purposes. Importantly the human resource department is centralised, a factor that has prompted management of workers in the organisation.  From human resource models, structured management promotes good relations, due to the role of mutual benefits that each party gets (Nelissen et al. 2017). While evaluating Tesco, the potential benefits for workers and the organisation include:
[bookmark: _Toc532755236]1.1 Longevity Concept

Longevity embarks on the sustainability of skills and qualities, based on current practices and their impact on existing skills. From Skinner's theory of reinforcement, it is expected that a worker adopts the behaviours and practices that an organisation exposes. At a personal level, such skills act as facets in building the career life, especially when considering the pursuit of own interests and goals (Garavan et al. 2016). For instance, Tesco has derived work levels that come with different skills and qualities, which in turn enables the identification of gaps between the various levels. From such an approach, it is possible to generate training and development, based on the worker level, thereby initiating longevity regarding skill development at the individual level. At an industrial scale, reinforcement promotes long-term professional skills, especially with consistent employee development (Jha, 2016). This is through adapting to industrial trends on matters skills and qualities, thereby elevating the quality of respective workers, regardless of work level.
At an organisational level, longevity comes with many benefits, due to modern trends in human resource behaviour. By adopting a system that ensures consistent training and development, it is possible to tap into opportunities such as innovation that come with skill development. Mostly, innovation encourages competitive advantage, since it enables the organisation to formulate unique policies from new ideologies from within the workforce (Viitala et al. 2017). From a management perspective, longevity comes with long-term relationships between workers and the organisation. In that case, it is possible to improve on management, due to the better understanding of the employee by the managers. With management forming a core role in the success of Tesco, having a workforce that managers understand would enable addressing of all issues that would influence its competitive advantages. Additionally, permanent skills and qualities lead to the development of quality organisational culture, which in the end benefits the organisation, as well as reduce pressure on management (Nelissen et al. 2017). 
[bookmark: _Toc532755237]1.2 Employee Retention

Employee retention can be defined regarding tendency to reduce turnover, through engaging human resource intervention. Tesco operates in a highly competitive field, concerning the acquisition of skilled labour, making a demand for the quality workforce to influence the costs of recruitment and selection. Theories of employee retention embrace convenience and motivation at the workplace, which should come from a commitment by HRM to meet employee expectation. To some extent, trends in the human resource have introduced new mandates to the organisation, with regards to developing the professional skills of their workforce (Meijerink et al. 2016). As part of strategies to retain employees, organisations are coming up with development programs targeting universal and specialised skills for the employees. From such ventures, workers can attain updated skills through professional courses, which have a significant impact in reducing the turnover rate. However, HRM should initiate policies that reduce the chances of losing employees after developments, such as appraisals or job promotion strategies. In either case, the worker benefits from skills and a possible rise in remunerations (Nelissen et al. 2017). 
For a company such as Tesco that deals with over 360,000 employees, any percentages turnover would adversely affect its operations. The resource-based theory of human resource management appreciates employees as an essential resource for an organisation, making their retention rates a determinant of organisational success. On the other hand, retention rates are a factor of development and training, due to good relations developed from these strategies (Wang et al. 2017). With a reduced turnover, organisations can focus on strategic development of the workers, thereby encouraging a quality workforce. From modern models of organisational management, consistency in strategic approaches develops brands and reputation, in addition to promoting competitive strategies for current organisations (Jha, 2016). Largely, reduced turnover at Tesco has enabled the company to focus on expansions and an occasional increase in the generation of new job opportunities, which has promoted organisational growth.
[bookmark: _Toc532755238]1.3 Promotion from Within

Promotion is part of the HRM functions, focusing on the elevation of job positions and work levels in the organisation. Depending with nature of position versus skills availability, managers can decide to promote from within or without the organisation. One of the derivatives of training and development is the promotion of skills and qualities, which diversifies opportunities for employees (Castanheira & Story, 2016). However, organisations tend to confine the skills to the work level, as a regulation means for preventing loss of the employees to competitors. Despite such regulation, some professional training and development provide successive employee development programs placing such workers at the helm of promotions. In fact, some labour acts require promotion of workers after the advancement of skills, a factor that is of benefit to the employees. For a company like Tesco, moving up the work levels would require such training, which in turn has a positive impact on the development of career lives of the workers (Garavan et al. 2016). 
Studies into comparisons between promotion from within and without an organisation prove that internal promotions have better effectiveness and efficiencies (Shields et al. 2015). An employee moving up the ranks at Tesco would, therefore, be of much benefit, regarding experience and expertise on matters of current organisation. Although models of training and development do not include accord promotion as the reason for such ventures, organisation benefit from a cheaper and more reliable strategy for filling top positions in the company (Nelissen et al. 2017). According to the theory of experiential learning, experienced accrued over a period come with an update and relevant skills for particular positions. Applying it in the case of Tesco, this would mean improved managers and top-level leadership that generates internal strengths and opportunities for counteracting threats at the industrial level. Considering the rising cost of expertise in the UK, internal promotions would offer a cheaper but effective strategy in addressing promotional strategies of the organisation (Meijerink et al. 2016). 
[bookmark: _Toc532755239]1.4 Performance and productivity 

Performance and productivity are important factors that are practical at the individual and organisational level. HRM provides policies and frameworks that should enable reliable rates of performance and productivity (Garavan et al. 2016). With workers being the providers of efforts, optimising their skills and qualities acts as part of improving individual performance and productivity. Due to increasing emphasis on the need for maximising these two concepts, modern professional training come with action plans that are consistent with industry trends. By introducing an employee through such developments, it is possible to increase the level of worker engagement in the organisation, which in turn promotes individual performance and productivity. Human resource optimisation models embark on motivational approaches that include performance appraisals and incentives, as part of improving performance (Jamali et al. 2015). Although the aim is to have a significant scale impact on the organisation, the employee experience firsthand benefits, which has a positive impact on the nature of relationships developed with the employer.  
When evaluating the performance of Tesco, as an organisation, it is evident that it is performing well, especially in dealing with human resource management. Any unit increase in individual performance and productivity leads to a proportionate increase in organisational performance and productivity (Viitala et al. 2017). It is through combining the individual productivities and rates of performance that an organisation derives its overall rates. Regardless of approaches used in optimising employee's performance and productivity, the overall positive benefits go to the organisation. In relation to surveys on brand development, having a productive and performing workforce leads to setting elevated standards of skills and competencies, which is healthy in competing with other employers (Nelissen et al. 2017). While using employee development as a tool for enhancing these two concepts, employers tend to have higher rates of return, when compared to sourcing for optimised employees from competitors. With a successive development plan, organisations can benefit from productive relations with the workers, which promotes performance at the industrial level.

[bookmark: _Toc532755240]2)  Critically evaluate development vehicles available to your organisation and explain the extent to which you think they are appropriate in meeting the development needs of the individual.
Employee development adopts various strategies, based on the respective human resource development policy that an organisation has. With the availability of varying models of development, HRM has the mandate to prioritise on the best frameworks to develop the workforce. From effective and efficient management models, such strategies should be informed by needs at the organisational level, in addition to practices that would foster good relations with the workers (Analoui, 2017). For this reason, most managers embark on different development vehicles, based in the classifications of needs of various levels of workers in the organisation. 
[bookmark: _Toc532755241]2.1 Workforce Plan 

Tesco’s workforce plan entails self-evaluation procedures to establish the current state and future needs of employees. These needs include numbers, skills and geographical needs, which relate to the development rate and plans of the organisations. In any organisation, workforce planning provides a mechanism for assessing the achievement of objectives. It is through such plans that an organisation identifies issues and gaps in the workforce, based on the HRM policy. Due to modernisation, the numbers of employees is a vital factor in determining expense versus returns, given that technological advancements are replacing human efforts for most organisations (Viitala et al. 2017). However, in the case of Tesco, the plan is informed by consumer needs, given that each of the types of stores has expected consumer benefits. From this approach, it is possible to deduce required skills per workstation, as well as an expected rise in demand for numbers or skill quality.
While assessing the effectiveness of workforce plans, the baseline is on impact at individual levels. From management theories, planning is an essential constituent in determining the functional roles of a manager (Jamali et al. 2015). On the other hand, HRM practices recognise planning as a tool for eradicating human resource risks, which would pose adversities to an organisation. For Tesco, the focus is on identifying gaps and opportunities in the workforce, including needs for skill development. This means that the employees benefit from occasional skill development, to address noted gaps in the plan. However, some of the drawbacks could include the fact that the organisation would develop skills that are relevant for particular business or organisational objectives. To some extent, this would limit the size of employee development, unless the plan includes individual objectives as part of its development. The locality factor is however critical due to the job of demographic generation changes of effective human asset the executive’s models for particular organisations (Tzabbar et al. 2017).
[bookmark: _Toc532755242]2.2 Talent Plan

The concept behind talent plans embraces the significance of diversity of skills and competencies within the workforce. It is through such plans that an organisation capitalises on the selection and recruitment process, which seeks to attract best-qualified individual for the job. For Tesco, the talent plans relate to the identified abilities within the available workforce, which acts as a source of candidates from various vacancies. From the constructivism theory of HRM, personalities and personal abilities are crucial for organisational development. It is through tapping into such abilities that organisations generate adequate competitive advantages (Wang et al. 2017). Through talent plans, the organisation sets platforms for recognising and appreciating talents, which would translate to innovations for the organisation. Importantly, the talent pool has been useful in the generation of top-level managers, considering the effect of combining experience and talents. In most cases, talent plans come with subsequent action plans that seek to develop these talents, for the benefit of the employee and the organisation (Chang & Chin, 2018). 
From the theory of learning types, in training and development, promotion of intellectual skills promotes the overall quality of an employee. In the talent plans for Tesco, it seems that the company focuses on abilities based on job descriptions that would refer to intellectual abilities of an individual. When defining talents, spontaneous nature of such skills is critical, in differentiating them from acquired skills. Unlike the latter, talents come with passion, interest and cognitive abilities that are beneficial at an organisational level. However, organisations have the mandate to tame these abilities by regulating their application, in the context of meeting specific objectives (Tzabbar et al. 2017). Even though Tesco utilises the plan to fill internal vacancies, it could also be vital in the generation of internal strengths, due to significance in generating unique but functional approaches towards organisational performance and productivity.
[bookmark: _Toc532755243]2.3 Training and Development

In the human resource plan of Tesco, employees are at liberty to set ambitions which lead to training goals and targets, depending on a work level and goals in individual career-life goals. One of the functional roles of HR managers is the establishment of training and development plans that relate to employee needs (Chang & Chin, 2018). While looking into the effectiveness of training and development, the focus should be on the noted gaps or identified issues by the employees, which should later be aligned to organisational objectives. For Tesco, the managers have the mandate to derive requirements in technical skills from ambitions set by the employees. Trends in HRM indicate high affinity of employees to individual development goals, which should guide HR managers in developing training and development (Dysvik et al. 2016). Importantly, much focus on Tesco training and development programs is on technical skills, which entail practical qualities that would be beneficial to the employee organisation.
Regardless of the motive behind the initiation of training and development, addressing employee needs in skill gap has a compound benefit to the organisation. The concept of developing employees majorly focuses on the connection around employee and the organisation (Jamali et al. 2015). It is through this relationship that each party benefits, making it a useful tool in promoting the development of the organisation. Tesco's approach focuses on the individual goals and targets in designing plans for developing the development programs. While using theories of reinforcement, under training and development, such an approach renders all development strategies subject to employee ambitions and plans (Meijerink et al. 2016). Considering the detailed proposal that the company uses in recruitment, it is likely that all employees have interests in the current field. This means that their ambitions and targets align to organisational objectives, making the effective in meeting both individual and organisational goals, with regards to quality of skills and qualities that are relevant in the industry.  
[bookmark: _Toc532755244]2.4 Appraisal Schemes

Appraisal schemes relate to the appreciation of performance and productivity of the workers. For a company dealing with a huge workforce, organisational performance would be a dependent individual contribution. The appraisal scheme acts as a tool for identifying workers that are dedicated to improving their performance or productivity and are liable for incentives or professional development. From human resource development models, appraisal plans serve as important told for the creation of effective strategies for promoting individual performance (Wang et al. 2017).  However, performance comes with demands for skills generation and development.
For this reason, the HT policy should be considerate of such requirements, to lay out a performance criterion. Tesco appraisal policy embarks on outstanding performance, given that the overall performance at the individual level is assured through talent and skill development for various levels of workers. Mostly, these approaches have been critical in generating good relations between the employees and the company. 
The significance of appraisal schemes in developing employees comes in the systematic approaches used to appraise the workers. Generally, employees are expected to perform and are productive, even without incentives or any forms of motivation (Castanheira & Story, 2016). However, for companies such as Tesco that is operating in a competitive market, it would be critical to enact appraisals in such a manner that they optimise performance. Therefore, the suitability of the current scheme would be based on the direct development benefits that an employee gets. As part of human management functions, managers are expected to come up with collaborative standards that consider the worker's performance objectives (Saridakis et al. 2017). Whereas this requires an understanding of the entire workforce, it is a useful approach, especially when performance is key to organisation development. Furthermore, the appraisal scheme ought to encourage workers to perform beyond expectation, which would create interests in the need for upgraded skills and qualities, promoting employee development (Dysvik et al. 2016). 
[bookmark: _Toc532755245]3)  Develop a plan to meet the identified development needs and expectations of an individual.

In addressing  employee needs, human resource management requires to adopt flexibility in the policies, to accommodate the various ambitions. On the other hand, organisations have objectives to achieve, which should be derived from development programs. Regardless of flexibility in human resource development, studies indicate ranges of inefficiencies, due to the diversity of individual needs (Chang & Chin, 2018). Despite such facts, Tesco needs to address some of the issues noted in the development vehicles, to optimise the proceeds from all the employee development strategies that it adapts. From the evaluation, the following should be considered in the development of the improvement plan:
[bookmark: _Toc532755246]3.1 Intensify on Employee Needs Analysis

Looking into the human resource development models, it is evident that needs vary, especially for an organisation dealing with the huge workforce.
On the other hand, to have a successful relationship with employees, companies are expected to address their development needs (Dysvik et al. 2016). Given the elaborate recruitment plan that the organisation has it is possible to classify the workers regarding needs. From these classifications, the HR managers should come up with strategic training per each class, which would have an overall impact in objectivity in the development of individual skills.
While using the concepts of hard versus soft HRM, it is also possible to deduce issues in the current system of addressing employee needs at Tesco. The current development plans focus more on the number of workers, with quality coming as a second option, thereby aligning to a hard systems approach. However, adopting a soft form of HRM would place workers at the core of organisational strategy, including in assessing improvement throughout relationship (Brewster & Hegewisch, 2017). With the welfare of the workers taking centre-stage in all human resource practices, addressing specific needs at the individual level would be much more comfortable and with consistent results over time.

[bookmark: _Toc532755247]3.2 Human Resource Policy

Human resource policy acts as guidelines on how HR practices take place in an organisation. With development being part of the roles of HRM, it is imperative for the managers to look into gaps in training and development. From human resource management theories, stimuli for change come from trends at the sectoral levels, which tend to affect the expectations of workers (Saridakis et al. 2017). Currently, most of the workers are dependent on organisational policies to foster career development and achieve set targets. Therefore, the inefficiencies noted in the work and talent plans would only be addressed through the utilisation of the HR policy. Importantly, the current plans focus more on general issues that demand additional workers and skill development, rather than embrace individual goals and career objectives. By incorporating trends in HR management into the policy, it would also be possible to create flexible platforms for accommodating changes in employee behaviour, concerning expectations from the employer (Kadiresan et al. 2015). With the HR policy in place, it is possible to incorporate all other changes required, since it acts as the guiding framework for the expected functionality of the HR department. 
[bookmark: _Toc532755248]3.4 Reevaluate Human Resource Plan

Planning is essential for preparing for possible vulnerabilities and risks (Saridakis et al. 2017). While evaluating most of the issues that affect employee development, planning takes a significant portion of influence. For Tesco, all the plans are structured within the organisational framework, which enables a centralised approach. However, the talent plan seems to focus more on the resource that the company has, rather than the need to develop such talents for individual benefit. This would mean that with no vacancies at the organisation, the talent plan is obsolete. As a rectification plan, the company should focus on developing such skills, as a tool for motivating and creating productive relations with such workers (Brewster & Hegewisch, 2017). 
From the Connectivism learning theory of training and development, it is possible for training to occur from multiple environments or sources. Current trends in HRM have incorporated online professional skills development courses that can be used by employees for development purposes (Tzabbar et al. 2017). However, Tesco seems to focus on internal training and development, with minimal emphasis on the need for workers to engage in such independent ventures. Through carrying out campaigns, it would be possible to develop an interest for such an independent venture. As part of a human resource plan, it should incorporate recognition of such ventures, through appraisals, promotions or incentives (Kadiresan et al. 2015). 
[bookmark: _Toc532755249]3.4 Address Feedback

From the evaluation of HR strategy at Tesco, it is evident that it adopts plans and policies that are geared towards generating a relationship with the workers. The levels of ineffectiveness noted especially with regards to talent, and workforce plans could be emanating from a lack of defined systems of accessing and addressing feedbacks. Regardless of approaches used in employee development, impact at the individual level is vital for evaluating the success of the training and development plans (Brewster & Hegewisch, 2017). The concept of human resource service delivery requires interactive measures in employee development, which would be useful in the case of Tesco for developing effective and detailed employee development strategies. Modernisation has introduced the use of online platforms to provide real-time feedback on programs initiated through such platforms (Chang & Chin, 2018). As part of improving the HR approaches to employee development, such modernised structures would act as measures for increasing interactions with the employees. Given the vital role of positive relationship in employee development, such platforms would enable the workforce and talent plans to be consistent with employee needs. Additionally, designing the appraisal programs would be based on the achievement of personal goals, even though the overall impact would be felt at the organisational level.
[bookmark: _Toc532755250]Conclusion

In conclusion, employee development is among initiatives that an organisation can use in generating relationships with the workers. This is because of the significance of development in building a positive image, attractive for modern employees. From the evaluation of Tesco, the report found out on the presence of human resource approaches and practices that are geared towards ensuring the development of employees. Being among the top employers in the UK, the company focuses on workforce and talent plans to assess the need for increasing employees or developing technical skills. From such approaches, the expected befits include longevity, employee retention, improved performance and productivity as well as enabling workers to scale up the ranks.  Even though the HRM recognises the need for employees to set and achieve their personal goals, much focus is on applicability on current skills for upcoming positions. This is inclusive of the relevance of talent plans, which seem effective only when filling out vacancies in the company. Due to these issues, most of the employee needs for development are not addressed. The study, therefore, comes up with a plan that proposes intensification of methods of requirements analysis, change of human resource policy and procedures as well as the incorporation of measures to promote the use of employee feedback, in developing relationships through skill development.
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