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This piece of writing will consist of the required actions undertaken when a company such as Tesco PLC applies certain development vehicles for the benefit of helping the individuals of this organization. These development vehicles are suitable for the developmental needs of individuals in this organisation. In this assigment three developmental vehicles will be applied which are; reward management, training and development and performance management. Each of these vehicles is and has been used in order to make it successful for an organization to fulfil the requirements and needs of individuals in an organization. 
Tesco operates a variety of programs to assess and improve their employees' skills and knowledge, corporate fulfilment goals as well as employee goals and objectives (Hook and Jenkins, 2019). The relationships of the employees in a organisation Is called the human resource development. This assignment describes how Tesco, PLC assesses the skills and knowledge of their employees and applies various development programs in order to allow the employees to achieve their goals. 
In addition, this assignment describes how to assess the skills and knowledge of employees of Tesco and its people. A development plan will be included on basis of how individuals in this organization can put in place aims and objectives using development vehicles such as the ones included, in order to overcome the needs of those individuals. 
Task 1: The evaluation of the three development vehicles which are suitable for the developmental needs of an individual
DEVELOPMENT VEHICLES: 
	
Development Vehicles are defined as being any ongoing process beings developed and enhanced in a form of driving force for the procedure, so that the company is able to integrate better performance and effort from the individuals of the organization (Ivancevich and Konopaske, 2013). Many managers of organizations fail to understand that it is very important to take time in finding out individual team members needs and this is the only way in which a organisation will be successful in knowing that there team has the correct awareness and expertise needs for the benefit of them performing well and meeting objectives of the organisation. From the American society if training and development a six steps methods has been created in order for managers to understand what type of a training individual worker requires. These are:
1. Re-examine the job description of the team members 
2. Meet with the members of the team
3. Make observations during their work 
4. Collate any additional data 
5. Analyse and make preparation on that data 
6. On basis of the data collated, determine action steps 
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 The first development vehicle which will be discussed is Training and Development. This development vehicle is a prime opportunity for Tesco to expand the knowledge base of its employees, although the development programs that are available for the employees may be expensive and time consuming for many. However these potential drawbacks are nothing compared to the wholesome benefits Tesco and its employees can attain from attending and make the most of such Training and Development programmes. This therefore makes the cost and time given for such programmes a worthwhile investment (Tarique, Briscoe and Schuler, 2016). 
Every employee regardless of which organisation they are part of comprise of having some weakness in relation to their workplace skills. This is where a training programme allows an employee to be successful in overcoming those weaknesses and strengthening those skills that they need to improve. The purpose of the development programmes is to bring all the employees to a level in which all the employees have the similar skills and information. Having a work force in an organisation that has undertaken the necessary training means that employees can take over for each other when required as well as members of the organisation to work well in teams and independently. Due to the training that each and every employee has, no individual will require to work under close supervision.  Analysis shows that the purpose of training and development is a creative way in which organisations provide learning for its employees which ensures that the employees are effectively performing their jobs, gain economical advantage and gain self growth. This considerable performance that is resulted from training and development will enhance an organisations development (Rainbird, 2000). 
An employee whom has experienced training will be better to perform his job and become much more aware of certain procedures and practises in relation to basic tasks that are involved in this organisation. This therefore suggests that trained employees will have an increase in his/her confidence as he has a stronger understanding of the industry he is working in.  By providing training and development for workers, Tesco is enhancing its reputation and profile. With the application of a strong and successful training strategy, the company is able to develop employee brand. Also with the provision of training, the company itself increases its attractive for potential future recruits, whom are interested and seek the opportunities of improving and developing skills in a particular sector. Training that is provided is usually specific to the job role and therefore is delivered in accordance with the appropriate method (Albrecht, 2004). 
The use of training and development prompts Tesco’s analysis and planning. This is done by reviewing the current talent that they have and evaluating the development opportunities there is. Through the assessment of the skills that Tesco has, allows the managers as a team to strategically plan development programmes where potential skills gap s are considered. The integration of digital and online learning will be highly impactful as 52=8% according to the LinkedIn leaning survey prefers to be part of learning opportunities where they go at their own pace. Bu the same report also said that 49% prefer to learn when they require it which means having an independent online access. 
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 A continuous procedure which involves the identification, development and measurement of the performance of members and teams and matching the performance with the goals of the organisation is known as performance management (Coakes, 2000). Every management of an organisation performance is consistently responsible with the help of HR of arranging, planning, monitoring activities and forming a direction in achieving tactical objectives and pleasing the requirements and requests of the stakeholder. 
In an organisation the performance management of the company and individual level is defined as what high performance is and how the leaders on an organisation should be able to achieve it. This management gives details on the way in which performance requires to be calculated and the required actions that are needed be undertaken in order make comparisons between the results and the expectations. For a individual or a team of a organisation to be able to achieve high performance the performance expectations are understood in engagement levels increasing, psychological contract, improving capabilities and skills through training, personal advancement planning and feedback (John, 2010).   
Through this type of management individual’s management can be managed. This would involve making an agreement with the individual about the performance expectations that are required to be met. Performance improvement and personal development plans should be formulated and implementing on basis of those expectations. Vehicles like feedback, recognition and development will have a major role in individual performance management.
In order for performance management to be conducted, an overall assessment requires to be conducted. The recording process can involve many techniques, but one popular method is known as the visual matrix assessment which consists of the vertical axis looking at individual behaviour and the horizontal axis looking at level of business performance. The overall assessment would be base on a general analysis of the individual performance and this would be under the title of performance agreement. The purpose of an overall assessment is to attain an agreement about future actions that needs to be reached. This involves the managers of an organization reaching an understanding with the team members on basis of the analysis and this way the individual will appreciate their performance whether they are improving and reaching the personal aims created     (Kotler and Armstrong, 2012).                           
[bookmark: _Toc13956491]REWARD MANAGEMENT:

The final development vehicle included in this report is called the Reward Management. This type of management includes a rewards strategy which defines what an organisation intends to do in the future years and how they would like to do it. The rewards strategy leads to the development of a rewards system. A rewards system is simply interrelated practises and processes that ensure that the reward management is conducted in the aim of benefitting the organisation and the individuals that work there. The importance and impact of the reward system are lies in the design, maintenance and implementations of the rewards system which aims to please the needs of the organisation and the stockholder in a fair, equal and consistent way (Hook, 2019).
Reward management does not just focus on employee benefits and pay, but rather it high concerned with the rewards that are non-financial such as increased job responsibility recognitions, development and learning This system is implemented by the employer on organisation as a method of assessing the performance of their employees. Most of the time this assessment will determine the rewards that individuals will receive. Human resource managers make sure and keep updates on employees receiving rewards which are the similar other employees that create the equal value. 
Essentially the reward management revolves around the employees and used a motivational tool in the side of management. Employees are rewarded for their hard works and their effort of contribution to the success of an organisation. It has also been suggested that the primary purpose of reward systems it to build up employee’s motivation (Rainbard, 2000).  The purpose of the reward management is to promote high performance, support achievement of business goals, and develop the organisations culture. 
A major role that is played in the functioning of the reward system is the previous development vehicle which is performance management. This is because the reward elements are all linked together and treated as an entire cohort. The elements of this system consist of merit related pay, non – financial rewards and base pay from the work itself. How the performance management play a major role in the reward management is that it provides wide range of rewards that are used to influence employee engagement and endorse commitment within the individual of an organisation. 
An organisation can be benefitted greatly by putting into practise a total reward programme. The total reward programme attempts to motivate employees and this is done through the satisfaction of all the diverse needs employees may have. By fulfilling an individual needs, a considerable and extended effect and impact is made on the motivation of an employee. This system encourages the workers to respect their managers and employees as well as cultivate the employer’s aspiration to work for their workers. This produces excellent relationships between the employees and their employers (Budhwar, 2007). 
Task 2: Critical analyses of the use of these development vehicles on individuals and organisation suing organisation examples
TESCO SUPERMARKET: 

. The founder of Tesco was Jack Cohen in 1919. It is one of the largest retailer in the UK in relations to the gross revenue. There a several stores that this company has based in in seven countries in Europe and Asia. It has a market share of 28.4% making it a leading retailer in the UK. This organisation is well renowned in the UK with large amounts of customers purchasing from this store for items such as food, clothing and home ware. Due to the powerful brand of Tesco it has become extremely successful and popular. The low prices and prime focus on its customer has built its respectable reputation. This company has excellent marketing strategies which persuade and lure in customers to visit the store. 
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The development vehicle of performance management is certainly used by this organisation. The performance management system that Tesco has in place acts a medium that makes sure that the business goals that have been set by the organisation is met by its employees. This system is simply a strategic tool that allows Tesco to take high importance in the organisation and its individuals (Tesco, 2005). Tesco’s management in its entirety thinks that the company may have a exceptional performance management system. However this system can only be effective if it is implemented correctly by the manager. Tesco performance management includes the organisations strategic goal and the employee’s performance into account. The main driver of this system for this company is the requirement of coordinating the goals of the business with the human resource aims. Tesco has identified their employees as the greatest assets and their contribution towards organisational goals are only possible if their personal goals are aligned with Tesco’s goals. Tesco for its performance management has seven key features but a few of the attributes will be discussed. Tesco performs annual goal settings in which all of the employees need to write annual goals and similarly this is done keep an eye on the performance of the individual workers. The goals are always associated with the policy in Tesco. In addition, Tesco involves its staff in the procedure of setting goals in the attempt to increasing the ownership the employees have. Tesco team management create goals that have inputs provided by other and different employees. The top management has high commitment, support and ownership and this is the same for senior management and line management of Tesco (Barnes, 2011).  
With Tesco implementing a well performance management, the employees are motivated to develop and improve their performance. By the managers setting goals with their employees, giving the employees regular feedback and monitoring them, the employees will get a objective and precise perspective of the certain skills and attributes they must develop or gain. Performance management also fulfils the basic human need where the employees are valued and recognized. This then leads to motivation and higher self - esteem. 
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Tesco's Human Resources Division takes the global approach and sets out the overall HRM strategy and objectives. Managers use a variety of strategies to develop a complete and viable HR plan and manage employees.
Tesco's changing HR strategy discusses the benefits associated with training and developing employees, communicating and mentoring, and achieving goals. This approach for human resource management has been successful for many years and has benefitted the company by recruiting and retaining staff who are motivated and work professionally for Tesco. 
Tesco HRM strategy has a very important part which is the training and development on money and time. The employment size in Tesco is very large, making it very important that when recruiting new staff they should look for high quality graduates. When the new staffs has been recruited, they are trained into the ‘Tesco system’ and are familiarised with the organisations structure and perspective. The academic background of the recruiters is also taken into account. 
In addition, there is a alterative program available in Tesco. This program consists of providing the members of staff with the opportunity in which they choose the skills that they want to develop for the purpose of moving they way up in the levels of Tesco. This can also be called the self – guided professional development programs. One in thirty employees take part in such a program in the UK according to Tesco. As this program has been successful, which has resulted in the program expanding in Central Europe and Asia? 
Similarly, Tesco respects the opinions of its employees and intervenes in their issues. This is the second major part of the Human Resource Management Program, which focuses on communication and consulting to solve problems. This includes face-to-face interviews and internal Internet usage. In addition, Tesco conducts an annual staff survey and perspective form, which is anonymous and confidential. Tesco uses this as a means of finding work problems as quickly as possible so that they can be addressed and responded to in a way that maximizes returns (Alvey, 2009).
The third part of the Tesco HR strategy deals with benefits. Tesco strives to keep its competitive edge on top of its major supermarket rivals by offering higher salaries. This is enhanced by long-term benefit plans and equity bonuses.As well as this, Tesco has always been very focused on the ongoing training and development of its employees and they take it very seriously and they believe that development is the gateway to opportunity. Therefore, continuous training helps to educate the workforce who leads to employee skills development and this directly impacts Tesco's performance in various parts of the UK (Boothby, 2007).
Here are some of the benefits employees get from training:
· Employees become more productive, flexible and organized because of the training 
· Internal and external customer needs are met 
· Employee performance is effective by providing new skills and abilities in areas such as decision making.
· Customers' confidence in the skills and knowledge of staff helps Tesco's business image grow.
· Tesco's training and development module is flexible to the needs of each employee.
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Reward management is seen as one of the most important strategies used by the human resource management. Tesco has delivered their staff with the total reward statement and those employees whom have been working with Tesco for less than a year for the very first time. The reason for this move is because this supermarket is trying their best to reduce employee turnover. They are trying to do this by promising their employees with future entitlement benefits. By using total reward statements, Tesco is making the employees aware of what is available when the workers retire by joining the defined benefit scheme. Tesco want to send the message out to those staff that if they realize what benefits they will get from 12 months onwards; it might incentivize them to stay on further." Tesco has offered its staff with an access to a range of benefits and rewards that suits the employees alongside the competitive salary that they provide. They benefits that Tesco provides is a key part of the total rewards package which has been made in order to offer the Tesco team with a variety and range of different rewards and flexible benefits with something available for everyone regardless of what stage of their life or career they are in. Flexible benefits, life assurance, colleague club card, motor insurance, long service awards, discounted home and bonus scheme as some of the examples of the type of benefits and rewards that are given. In order to give a brief insight on what specifically this organization has to offer, we will go into depth on the Flexible Benefits program which Tesco has to offer. This program allows employees to choose what is important to them. The employees get the option of choosing what benefits they want depending on their individual needs (Albrecht, 2004). 
These programs that have been put into place allow the employees of Tesco to feel motivated to work harder and they feel committed to their work and their level of productivity increases. Productivity will benefit the organization greatly as work will be performed effectively as objectives will be met. The reward systems will increase the level of loyalty employees have towards Tesco (Rowley and Benson, 2004).  The programs will allow the employees to feel valued and are aware that their opinions are valuable. The employees will appreciate their work and will constantly stay loyal to the organization 
.
Task 3: 
[bookmark: _Toc13956496]EMPLOYEE DEVELOPMENT PLAN:

The HR department or team of the organization must prepare all the work related to the success of the organization and its implementation. A development plan must be full of changing business conditions and crisis situations.
The employee development plan is required to consist of activities and programs that take in to the organisation in the attempt on improving skills and performance levels within the workplace  (Guerra-Lopez, 2008).. These plans are also known has actions plans and documentations that are used both by the employee as well as the managers. The purpose of this type of development plan is to make sure that the employees achieve more in the workplace and reach the organisations goals.
Employee Development plan for customer service 
	Long term Goals:
Customer service manager role

	Short term goals:
Improving customer service ,coaching and management skill

	Goals
	Objectives
	resources required
	Measurement
	Target date
	Impact on company 

	Improve customer service skill
	Work to improve customer service by always being friendly, professional and agile. Identify the customer's needs and preferences and act accordingly. All the time
Be polite to the customer.
	customer facing shift such as front desk
	feedback from customers, customer satisfaction score for service interactions
	4 Months 
	Customers will stay part of the organisation for a longer period of time and may even become loyal. These customers will promote Tesco to other customers 

	Information technology knowledge
	Joint with the IT staff and get Information technology knowledge
	Working at least 20 hours per week in IT section 
	Feedback from IT manager or IT supervisor
	4 Months
	The company will have specialised IT teqniqtions whom can deal with any technological issues that may arise and dealt with it quickly and promptly. 

	Improve coaching and communication skill
	Provide training materials to new staff and support them according to the resolutions taken at the meeting.
	required 8 hours of office work

	Review of updated training materials by human resources and the guest services manager
	1 Month
	The training that the workers will receive will be sufficient and successful if the individual training is provided by is excellent in coaching and communication.

	
	complete coaching certification program and gain recognition as a coach in shift
	Training

	Complication of training
	4 Months 
	

	Improve management skill
	It should be aware of corporate procedures, staff management and employee behaviour and accept one or more responsibilities. Procedures, key control procedures and billing issues
	More authority and responsibility on shift
	feedback from shift manager and customer service manager
	4 Months 
	The managers role is vital for an organisation to prosper, and by developing or improving any lackings Tesco will have a strong leader. 

	Technical Skill
	increase product understanding by working more closely with store staff
	support to the store staff
	number of hours working in stores
	4 Months 
	The company will have individuals whom are efficient and confident workers. 



Business strategy and performance: the role of human resource management contro, Personnel Review
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Tesco Plc. implements a variety of professional development plans for staff members, as the company grows its business as a result of having talented board members. However, the success of the training programs does not depend on the employees themselves, but rather on their ability to be employed in the company. Tesco is a UK retail distributor and conducts all of its operations in the country's wider markets. The implementation of the performance management and reward management system has benefitted this organisation greatly in allowing the organisation to identify the individual needs its employees has. The organizational examples that had been provided have shown how beneficial these development vehicles have had on an organisation such as Tesco. 
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