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Introduction
The report will be analysing Tesco, evaluating the importance of training and development, evaluating how reward makes an impact on organisational performance and discussing the difference between Performance Appraisal and Performance Management Jack Cohen established Tesco in the year before 1920. The company had a humble beginning, starting a market stall in East End, London. Currently, Tesco is among the world's largest retailers, with an active market presence in over ten countries comprising Poland, China, Hungary, India, Ireland, and Malaysia. The company's business focus is retailing, with its headquarters in the UK, where it derives about 61% of its profits and sales (Ward Howell International, 2020). The company employee's more than 360 thousand colleagues whose primary focus is to serve sustainable, affordable, and healthy food each day, helping them enjoy a more straightforward approach to living and a better quality of life. Hence, it's a business philosophy, "Every little helps." More importantly, the company currently runs multiple subsidiaries worldwide, including telecommunications, supermarkets, petrol stations, and banks (Tesco PLC, 2018).  
Importance of Training and Development in Employee Satisfaction and Business Performance
Workers are the bloodstream and backbone of any organization. Rodriguez and Walter (2017) asserted that the achievements or problems experienced in a firm are contingent on employee performance. Therefore, it is crucial for an organization and its management to identify the essence of training and developing employees in business performance and employee satisfaction evaluation. It is no secret that improved capabilities, skills, and knowledge form the basis for a company's competitive advantage in the current world market. According to research, every organization desire to have a successful business through differentiated or unique products, programs, capabilities, and services. However, to realize such a desire, it would be imperative to envision, develop, sustain, and implement such components as products, capabilities, and services through well-trained individuals (Rodriguez & Walters, 2017). 
Training involves acquiring competencies, knowledge, and skills as an outcome of being taught. In an organizational context, training is programs organized by a firm's human resources to develop employees' skills and knowledge concerning their particular job positions. On the other hand, development relates to how employees can become effective and more productive at work (Marcikić-Horvat & Radovanov, 2017). Slavković and Slavković (2019) asserted that the training and development of workers could be a robust tool for employee retention and recruitment. Thereby investing in employee development illustrates how the firm values its workers, make them more successful at their particular jobs, and enhances their skills while increasing their business performance. 
Following Tesco's ambition to expand and diversify its products, the company has to ensure that it has the right set of workers and in the right place. According to Times 100 (2020), as Tesco expands, its workforce. The company has grown from one man per stall to employing more than 280 thousand employees in the UK and over 400 thousand globally. Thus, for the company to serve its expanding markets fully, it needs a well-trained and flexible workforce who can identify the various customer needs. Besides, most of its (Tesco) consumers' wants and needs are diverse, with each segment presenting different cultures. Therefore, it is increasingly essential for the company to acquire a flexible set of employees who would adapt to the changing and diverse needs of customers to satisfy these needs and wants (The Times 100, 2020). Therefore, Tesco has focused on training and development programs as the most befitting tool to ensure that it gets such employees. 
Tesco identifies that improving skills and increasing knowledge of its workforce would increase their job satisfaction while enhancing its business performance. Foster (2019) found a positive correlation between the training and development of employees and the long-term sustainability of business growth, employee satisfaction, productivity, and performance. He postulated that training and developing employee skills lead to increased employee confidence in their abilities to handle the job, flexibility, and comfort, culminating employee satisfaction and improved business performance (Foster, 2019). 
Therefore, Tesco provides training and development opportunities for each of its diverse employees to ensure its best outcomes. It often appraises the performance of its workforce so that it can anticipate any potential skills shortage. This allows the management and the workforce to identify whether they have the right skills, knowledge, understanding, and resources to perform their duties more effectively. Through career discussions and regular reviews, Colleagues (employees) at Tesco get the chance to apply for training opportunities that best suit their needs. For instance, the Head Office and Distribution Centers can spend a whole week together in a store, learning about each other's skills and work, making every part of the company's operations more robust (The Times 100, 2020). 
According to Tesco (2020), training and development benefit its employees in multiple ways: it makes them more flexible, organized, and productive, improving their abilities to meet customers' external and internal needs. Training increases the employee's sense of ownership in the business. It also provides employees with new skills and skills in such areas as decision-making, which empowers them, making them more effective (Tesco, 2020). In essence, some of the characteristics that reflect employee satisfaction, according to Foster (2019), include low worker turnover, motivated workers who work with minimal or without supervision because they know what is expected of them, and increased work efficiency, which are all sources of increased productivity, profitability, and business performance.
Impact of reward on Organizational Performance 
Rewards include stock or cash bonuses and promotions, which an organization has to use more as an objective measure of performance like employees' productivity to award them effectively. These rewards will not be based on base salary, and as such, they may not compound over time. Nonetheless, rewards are less costly, like promotions and merit pay (Heneman & Coyne, 2007). According to Heneman and Coyne (2007), a company must plan for employee rewards and set apart a budget to work it out. They argued that rewards are essential to help motivate and inspire employees to be more productive. Thus, rewards can be awarded based on individual, group, or organizational performance.
Rewards may also include; pay increases and benefits. Pay increases are a big deal in increasing employees' motivation to work diligently and feel appreciated for their significant input (Heneman & Coyne, 2007). Pay increases will be provided based on two strategies; promotion pay and merit pay. The organization can correlate the pay increase with performance rating based on merit pay. Thus, the higher the employee's performance, the higher the increase. Therefore, for a company to minimize the cost of merit pay, merit raises will be connected to the employee's position in pay grade. In awarding promotions, the company will consider such criteria as the employee's position in the pay range, the difficulty of the job, employee expected performance, and previous performance. 
On the other hand, benefits exert a profound impact on employees' performance and productivity while it also encourages teamwork (Heneman & Coyne, 2007). Based on the heavy cost of benefits on the employer, benefits may constitute a more significant portion of the total cost for rewards. Therefore, a company may seek to ensure an acceptable return through employee performance. The focus on such benefits includes a company car, work-life balance policies, holiday, healthcare, pension, Christmas benefits, insurance, and employee housing and voluntary benefits (Heneman & Coyne, 2007).
Over the past ten years, the Tesco brand has become one with its values mirrored through its slogan "Every little helps," a philosophy that applies to its products on offer. Among its reward strategies, Tesco decided to build staff housing to respond to an accommodation shortage in London. This, based on their slogan, underpins the company's voluntary benefits scheme. The move came after the company registered an all-time high annual profit in 2018 (Tesco, 2020). Notwithstanding, Tesco is also focused on making its employees feel unique and valued by adopting smaller reward offers with more substantial content and great value. Among its strategies, the company implements employee rewards and benefit plans that competitor cannot replicate and remain unique to its employees. Thus, guided by its philosophy, its strategy aims to have a substantial reward offer that adds value to employee wages, well communicated to all staff. Among its rewards and benefits strategy, the company accords its employees' benefits such as Christmas benefits, employee share schemes, and communication benefits, all on top of employees' salaries (Lovewell-Tuck, 2007).
Nevertheless, Tesco is committed to recognizing and rewarding the exceptional efforts of its employees through promotion. The company treats its workforce as the most valuable asset, and people who live by its company values do their very best to satisfy customer needs. Therefore, in keeping up with its vision to be highly valued and attain increased productivity, the company makes annual employee promotions to reward the best efforts asserted by individual workers and teams. For instance, in 2019, the company recruited over 2800 new managers, of which about 85 percent were internal promotions. Also, thousands of employees were promoted in various capacities (The Times 100, 2020). 
Difference between Performance Appraisal and Performance Management
Companies depend heavily on their intangible assets to create value in the current knowledge-based economy. As a result, performance management at the individual worker level has become most important, and so is the business strategy for applying systems to measure, evaluate, and improve employee performance. Thus, the importance of performance management and performance appraisal in an organization cannot be understated, specifically based on their potential to not only ensure that performance meets organizational goals but also in decreasing turnover rates (Tool, 2019). 
Performance management refers to the process of recognizing, developing, measuring, and managing human resource performance within a firm. According to Tool (2019), performance management primarily involves determining the best possible way employees can perform and then enhancing the performance rate. When implemented effectively, performance management is a structured evaluation and measurement of employee performance, encompassing the effective communication of that analysis to the individual employee that can be used to enhance performance (Tool, 2019). Unlike performance appraisal, performance management focuses primarily on helping employees increase and develop their productivity and performance. It perceives employee performance based on the future and present. It involves proactive management of workers' performance and ascertains that they have attained all the set organizational goals, core values, mission, and vision. Besides, performance management takes a holistic model in evaluating the relationship between the organization and employees while assessing how employee engagement can be promoted (Tool, 2019).
On the other hand, performance appraisal takes centre stage in managing human resources within a company. Therefore, performance appraisal is defined as the approaches and systems implemented by organizations to analyse employee performance. Like performance management, it involves measuring workers' performance rate and providing them with feedback regarding the quality and level (Van Dijk & Schodl, 2015). In contrast, performance appraisal as an ongoing process assesses the actual employee performance but fails to focus on worker's performance productivity. Unlike performance management, performance appraisal examines workers' performance based on their past performance, and it only perceives employee performance objectively for a certain period and provides ultimate feedback. Also, the performance appraisal process is individualistic and operational as it follows particular performance protocols (Tool, 2019).
Tesco applies several methods to monitor and evaluate its employee's performance. According to Ward Howell International (2020), the objectives, strategies, aims, and values of Tesco PLC are irrelevant without any system to measure and evaluate their impact. Therefore, the company uses a variety of models to gather data and assess organizational progress against targets, for instance. In combination with an online panel of customers, Tesco uses the Clubcard scheme and telephone-based research to determine what customers think about their services, how satisfied they are about Tesco employees' performance, and what they would want to be incorporated within their services in the future. At each of Tesco's business units, there are "stretching targets," which are kind of inspirational targets used to monitor its employee key performance indicators (KPIs). Employee performance is further monitored continually and reported on a monthly basis to the board to the company management. 
Personal Development Plan (PDP)
A personal development plan (PDP) refers to the process of creating a long-term career goal and establishing ways to achieve them. The purpose of developing a PDP is to capture a process of self-analysis, honest evaluation of personal weaknesses and strengths, and personal reflection. PDP allows one to appraise the value of the management and leadership training and reflect on their future leadership development (Manktelow, 2014).


	Current Position
	Company
	

	Customer Assistant
	Tesco
	

	Career Mission Statement

	To make a real positive difference in society by growing my skills and experience while taking higher roles in my career.

	Major Career Goals 

	Goal: To get stable employment 
	Target Date: Feb. 2022
	Goal: To get promotion to a managerial position
	Target Date: 2026

	Goal: To take short courses on leadership and management 
	Target Date: June 2022 -Feb 2023
	Goal:  To become a consultant in business and management
	Target Date: 2028

	Goal: To take a Master’s degree in Business & Administration 
	Target Date: 2023 – 2024
	
	

	Skills Audit
I have taken a diploma course in business management
I have gained real skills in business management but still requires more practical experience.	
I need to improve my leadership skills	
I need to put in considerable effort to finish my degree course and secure a stable job.
I need to acquire real-life or practical experiences to realize my career goals

	Skill
	
	Skill
	

	
	Now
	6m
	1yr
	3yr
	
	Now
	6m
	1yr
	3yr

	Excellent management skills and competencies 
	
*
	
	
	
	Creative and innovative thinking 
	*
	
	
	

	Advanced computer and IT skills
	*
	
	
	
	Team development skills
	*
	
	
	

	To polish my leadership skills
	
	
	*
	
	Honesty, Integrity, and professionalism
	*
	
	
	

	Excellent communication skills
	
	*
	
	
	Excellent organization skills
	*
	
	
	

	Key competencies in project management
	
	
	*
	
	Decision-making skills
	*
	
	
	

	Excellent problem-solving skills
	*
	
	
	
	
	
	
	
	

	Excellent conflict management skills
	
	
	*
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	





	Action Plan for the next 12 months 

	Development Goal
	Action Steps
	Complete by (Date)
	Obstacles/Solutions
	Evaluation

	Increase my knowledge base
	Take a short course in leadership
Doing a master's degree
Attend workshops/seminars
	


December 2024


	Time constraints
Financial limitations
Losing focus
Seeking financial help, like education loans
Creating time schedules to manage all the learning activities
Increase focus by setting priorities 
	Review outcomes after every three to six months


	Improve financial status 
	
Finish my degree studies
Work while studying
Find a stable job
	


July 2022




	Failing course units
Increased course workload
Lack of experience

Increase focus in my studies
Work during weekends and holidays
Take internship offers to increase experience
	

	Personal development and growth
	Develop positive mindset
Improve critical and creative thinking
Gain good work habits and personal discipline
	




August 2022
	Increased setbacks on set goals
Laziness
Peer pressure and wrong friends

Develop resilience and persistence with great endurance overcome obstacle
Choose right friends and develop personal motivation
	Test and assess influence from friends

Take personality and ability tests

Measure goals and objectives 

Forecast possible obstacles



Conclusion
In conclusion, Tesco leading retailer globally. It is evident from the discussion above that its success did not come just from nowhere, but it is an outcome of great leadership, motivated, well-trained, and highly skilled employees coupled with strong customer services. The company achieves such great qualities from its effective monitoring and evaluation programs, excellent employee relationships, effective training and development programs, and unique but effective reward system.
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