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[bookmark: _Toc140535207]Introduction

Employees are the resources that an organisation needs to meet crucial business objectives. HRM is the establishment of formal procedures within an organisation to manage human talent to achieve organisational goals. Human resource management, according to Wendell L French (1978), "refers to the philosophy, policies, procedures, and practise related to the management of people within an organisation." In the same context Stephen P Robbins (2016), stated that HRM is a process that includes the acquisition, development, motivation, and maintenance of human resources.
Human resource management (HRM) is the process of hiring people, training them, rewarding them, setting policies for them, and devising retention tactics. HRM has changed dramatically over the previous two decades, making it an even more vital position in today's organisations. Former General Electric CEO and management guru Jack Welch summarises the current function of HRM: "Get away from the parties, birthdays, and enrolment forms. Remember, while HR is vital in good times, HR is defined in hard times."
In this report will identify the role of the HRM and the need of development drivers for employee’s efficiency at the Sainsbury’s organization.

1. [bookmark: _Toc140535208]Company Profile
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Description automatically generated]Sainsbury's is a UK-based multinational grocery and retail company that operates supermarkets, convenience stores, and online businesses. Founded in 1869 by John James Sainsbury, it has grown to become one of the largest supermarket chains in the UK, with a market share of approximately 16%. As of 2021, Sainsbury's operates over 1,400 stores across the UK, with around 190,000 employees. Sainsbury's is led by a management team consisting of senior executives and non-executive directors who oversee the company's operations and strategic direction. The Sainsbury's management team is responsible for driving the company's growth and ensuring that it delivers value to its customers and shareholders. The team brings together a wealth of experience and expertise from various sectors of the retail industry. 
"The role of human resource management is critical in strengthening the organization's capability and maximising everyone's potential across the board." (Sainsbury's 2022)
Human resource at Sainsbury's drives the human division of business and partners with every business to ensure that employee development plan is related with conveying the business goals. Sainsbury's employs an HRM strategy to strengthen its financial position; it has employed innovative recruitment and selection strategies to provide job opportunities to a wide number of individuals while also picking the best candidate for the right job through a selection process. 
The aim of this report is to critically analyse the role of human resource management in the development of organizational capabilities and its influence on the firm's performance.
2. [bookmark: _Toc140535209]The Value of Human Resources Management in organizations

Human resource management is the component of an organisation dealing with the "people" factor (DeCenzo and Robbins, 1996). It is an organisational staff or support junction. Its role is to assist line employees, or those directly involved in the production of the organization's goods and services, with HRM issues. HRM is an approach that consists of four functions: staffing, training, development, and motivation, as well as four activities: attracting, preparing, exciting, and retaining employees. 
The current study tries to connect global HRM with a local setting. HRM is concerned with the roles, functions, behaviours, and significance of employees. As a result, the importance of HRM in organisations is astounding. Previously, little thought had been given to organising personnel management, but as time passed, the need for formalisation became apparent. Because the level of HRM practises does not demonstrate a formalised framework, it is determined that the organization must focus on identifying and filling deficiencies. Human resource management is expected to be heavily focused on humanitarian issues.
Effective HRM practices are essential for organizations to achieve their goals and maintain a productive workforce.
Here are some key concepts and practices related to HRM in organizations:
1. Recruitment and Selection
2. Training and Development
3. Performance Management
4. Compensation and Benefits
5. Employee Relations
Effective HRM practices have been associated with better organizational performance, job satisfaction, and employee retention rates. Conversely, poor HRM practices can lead to high turnover rates, low morale, and decreased productivity.

3. [bookmark: _Toc140535210]Critically assess the potential benefits to the organization and the individual of personally developing individuals in the workplace    

Developing individuals in the workplace through personal and professional development programs and initiatives can potentially have significant benefits for both the organization and the individuals themselves. Here are some potential benefits:
Benefits for the organization:
1. Increased productivity: Improved employee skills and knowledge can lead to increased productivity as individuals become more efficient in their roles and take on new responsibilities with confidence.
2. Enhanced engagement and motivation: Personal development and training programs can increase employee engagement by demonstrating the organization's investment in their development and helping to motivate them to achieve their goals.
3. Talent retention: Personal development programs can lead to increased job satisfaction and loyalty to the organization, as employees feel valued and supported in their career growth.
4. Improved performance: Personal development programs can help employees develop new skills and knowledge to perform their work at a higher level, which can lead to improved performance and quality of work.
5. Improved reputation: Organizations that invest in personal development are often perceived as more attractive to potential employees, which can improve their reputation and help attract and retain top talent.
Benefits for the individual:
1. Career growth: Personal development programs can enhance an individual's knowledge and skills, making them more confident and capable of taking on new roles and responsibilities within the organization.
2. Improved job satisfaction and well-being: Personal development opportunities can improve job satisfaction and well-being by providing opportunities for learning and growth that align with an individual's personal and professional goals.
3. Increased confidence: Personal development programs can lead to increased confidence and self-esteem, which can have positive effects on an individual's work performance, relationships, and overall well-being.
4. Career flexibility: Personal development programs can help individuals acquire new skills that can make them more adaptable and flexible to changing job demands and roles.
5. Personal satisfaction and fulfillment: Personal development programs can help individuals pursue interests and passions, leading to personal satisfaction and fulfillment.
To conclude, investing in personal development programs and initiatives for employees can potentially lead to benefits for both the organization and the individuals themselves. However, it is important to note that the effectiveness of personal development programs can vary depending on various factors, including the types of programs offered, organizational culture, and employee engagement and motivation.


4. [bookmark: _Toc140535211]Analyse an individual’s expectations in respect of personal development. 

Individuals may have various expectations in respect of personal development, depending on their career goals, personal aspirations, and stage of life. Individuals may seek personal development opportunities to enhance their skills, knowledge, and qualifications, with the goal of advancing their careers and taking on new roles and responsibilities. Also, individuals may expect personal development opportunities that help them acquire new skills and knowledge, which they can use to improve their work performance and job satisfaction. Personal development opportunities that help individuals achieve a better work-life balance by improving their time-management, prioritization, or delegation skills, may be valued by those who seek to balance their work with personal life. Individuals may also expect personal development opportunities that help them achieve personal growth and self-awareness, which can improve their overall well-being and satisfaction in life. The ability to network with peers, mentors, or experts in their field may be an expectation for individuals seeking personal development opportunities. Individuals may value personal development opportunities that are flexible and can be completed on their own time, allowing them to balance their work, personal life, and other commitments. Personal development opportunities that include fun and enjoyable activities, such as team-building exercises or creative projects, may be valued by individuals who seek to learn and grow in a stimulating and engaging environment.
Overall, individuals have diverse expectations in respect of personal development, depending on their needs, goals, and preferences. To design effective personal development programs, it is important for organizations to understand and cater to the individual expectations of their employees, while aligning the programs to organizational goals and priorities.
5. [bookmark: _Toc140535212]Development vehicles

Work, organisation, and job design are the fundamental factors for running an organization. Organisation development is a methodical approach to increasing organisational capabilities that focuses on process - how things are done. According to Beer (1980: 10), OD is "a system-wide process of data collection, diagnosis, action planning, intervention, and evaluation." Motivation, engagement, performance management, and training are some of the development vehicles accessible to an organisation that are relevant to an individual's development needs.
Motivation
Motivation is the driving force that propels, guides, and sustains behaviour. Motivation is concerned with the strength and direction of behaviour, as well as the elements that influence people's behaviour. Maslow (2018) defined motivation as "the activation or energization of goal-oriented behaviour". 
Motivation is a critical aspect of human behaviour that influences various areas of our lives, including work, education, and personal relationships. Understanding motivation can help individuals and organizations create more effective strategies for achieving their goals and aspirations.
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Figure 1. Motivation Model (Porter and Lower) Source: Armstrong handbook of human resources management


Engagement
Engagement is an individual's purpose and focused energy, visible to others in the exhibition of personal initiative, adaptability, effort, and tenacity oriented towards organisational goals. Employees that are engaged believe that their jobs are a significant aspect of their identity, Macey et al (2009). Also, MacLeod and Clark (2009) mentioned that employee engagement is a workplace strategy that ensures people are dedicated to their organization's aims and values, driven to contribute to organisational success, and able to improve their own feeling of well-being.
Employee engagement involves creating an environment where employees feel connected to their work, colleagues, and organization. Engaged employees are more likely to take an active role in their personal and professional development, seek out opportunities for growth, and recognize how their development contributes to organizational success. Employee engagement is a critical aspect of organizational success. Engaged employees are committed, motivated, and enthusiastic about their work, and are more likely to contribute to organizational goals and deliver high-performance outcomes.

Performance Management 
Performance management is a continuous process of setting goals, measuring progress, providing feedback, and improving performance in an organization. According to Armstrong and Taylor (2014), performance management "is concerned with establishing a culture in which individuals and groups take responsibility for the continuous improvement of business processes and of their own skills and contributions."
Performance management involves the entire spectrum of activities from planning and setting expectations to monitoring, coaching, and evaluating performance. It is a strategic approach to managing human resources that focuses on aligning employee performance with organizational goals and objectives.
The purpose of performance management is to improve organizational effectiveness by improving individual performance. It provides a continuous feedback loop that enables employees to improve their skills, knowledge, and abilities, as well as helping organizations to identify and address performance gaps. As such, performance management is integral to an organization's success, as it ensures that the workforce is properly aligned with the organization's objectives and mission.
6. [bookmark: _Toc140535213]Critical evaluation on development vehicles available to Sainsbury’s organization appropriate to the development needs of the individual. 

 Sainsbury's, as a large organization, offers a range of developmental vehicles to its employees, including training programs, coaching and feedback, mentoring, job shadowing, and on-the-job training. These development vehicles appear to be tailored to the needs of individual employees and the overall goals of the organization. For example, Sainsbury's offers a "Learning and Development" program that includes a variety of classroom-style training courses, online learning resources, and job-specific training. This program is designed to ensure that employees have the knowledge, skills, and competencies they need to perform their roles effectively and efficiently.
Sainsbury's also offers coaching and feedback programs to help employees identify areas for improvement and develop new skills. The company has a well-established mentoring program that pairs more experienced employees with those who are less experienced. Additionally, job shadowing opportunities are available to allow employees to experience different roles and gain an understanding of the broader context of the business. However, despite the range of developmental vehicles available to Sainsbury's employees, there are limitations to these programs. Some employees may find that the training courses or coaching sessions are not tailored to their specific needs, or they may not receive enough one-on-one attention from coaches or mentors. Additionally, there may be limited opportunities for certain employees to participate in mentoring or shadowing programs due to the limited number of available mentors or shadowing opportunities. 
Therefore, while Sainsbury's appears to have a wide range of developmental vehicles available to its employees, there is always room for improvement. The company could explore the use of more personalized development plans that consider the specific needs and goals of individual employees. Additionally, the company could consider expanding its mentorship and shadowing programs to ensure that all employees have access to these valuable developmental opportunities.



7. [bookmark: _Toc140535214]Personal Development Plan of an individual working in Sainsbury’s

Personal development is a continuous process that motivates you to increase your knowledge, abilities, and experience to attain your objectives. A personal development plan (or PDP) is a means of breaking down your goals into manageable milestones that will help you stay on track with your personal development.
Personal development plan of an individual working in Sainsbury’s
	Goal
	Action plan
	Timeframe

	1. Improve Communication Skills
	- Attend Sainsbury's Effective Communication training course
   - Participate in monthly team meetings to practice communication skills
   - Schedule regular feedback sessions with manager to receive feedback on communication skills and identify areas for improvement
   - Read books and articles on interpersonal communication to enhance skills
	1-2 months

	2. Increase Knowledge of Sainsbury's Products and Services
	   - Attend product knowledge training courses offered by Sainsbury's
   - Shadow colleagues in different departments to gain a broader understanding of the business
   - Read Sainsbury's newsletters and annual reports for up-to-date information
   - Participate in online learning resources provided by Sainsbury's
	2 months

	3. Develop Leadership Skills
	  - Attend Sainsbury's Leadership Development Program
   - Participate in cross-functional team projects to learn to lead and collaborate with others effectively
   - Volunteer for leadership roles in community events sponsored by Sainsbury's
   - Schedule regular meetings with a mentor at Sainsbury's to discuss leadership development and receive guidance
	3-4 months

	4. Improve Time Management skills
	   - Attend Sainsbury's Time Management training course
   - Set clear priorities for tasks and plan daily schedules to ensure deadlines are met
   - Use technology tools such as time-tracking software and productivity apps to assist in time management
   - Track progress and adjust strategies accordingly to improve efficiency
	2-3 months

	5. Increase Customer service skills
	   - Attend Sainsbury's Customer Service training course
   - Participate in on-the-job customer service training exercises and receive feedback from managers and colleagues
   - Seek out customer feedback and use it to improve service delivery
   - Participate in role-playing exercises to improve skills in handling difficult situations with customers
	1-2 months


By setting clear and measurable goals for personal development, and regularly reviewing progress, an individual can improve their skills and abilities and ultimately contribute more effectively to the success of the organization.


8. [bookmark: _Toc140535215]Conclusions
 
In conclusion, HRM is critical in any organization as it ensures that the organization's human resources are managed effectively and efficiently. The development drivers available to an organization play a crucial role in influencing organizational effectiveness. By providing training and development opportunities to employees, organizations can improve employee skills and knowledge, increase job satisfaction and engagement, and ultimately enhance organizational performance. Effective use of development drivers can also help organizations to attract and retain top talent, which is essential for long-term success. By investing in employee development, organizations can show that they value their employees and are committed to their professional growth and development. 
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FIGURE 15.2 Motivation model (Porter and Lawler)

Value of rewards

Probability that
reward depends.
upon effort





image1.jpg
" T crent
korrms |

GREAT
OFFERS,

-
§ o~





