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[bookmark: _Toc7486524]Introduction
In today’s contemporary business landscape, firms are more likely to improve and promote employee skill, knowledge, and competence to gain competitive advantage, because employees are key success driver for an organization, regardless of its size, nature, and scope. The key purpose of the report is to investigate how to develop relationship and maximize workplace achievement. However, the study will begin with analyzing and assessing the individual benefits and organizational benefits of developing individually in the workplace. It will provide several examples to make understand about the individual and organizational benefits of developing individual. Then, it will introduce and analyze different development vehicles, such as training and development, continuous professional development, PDP, performance appraisal, and performance management. Finally, it will develop a professional development plan based on personal SWOT analysis.


[bookmark: _Toc7486525]Tesco: Developing relationship and workplace achievement
Tesco, the largest retail giant in the UK, was founded by Jack Cohen in 1933 (Tesco, 2019). At present, Tesco has more than 2200 stores across the world. Although the company is UK based, it has international business operation in EU, Asia, and USA. The company has already employed more than 280000 employees for addressing organizational goals and objectives. The company believes that people are key driver for organizational success (Tesco, 2019). The chief executive officer leads the whole organization. The executive employees of Tesco acts leadership role. Besides, Tesco has customer service assistant, departmental management, warehouse employees, office based staff, and logistics staff. The customer service assistant directly supports customers or they help customers prepare for order delivery (Tesco, 2019).
“Listening to staff is key to helping us understand use what is working and where we should make changes” (Tesco, 2019)
[bookmark: _GoBack]The department management is responsible for leading and motivating a team of customer service assistant (Business Case Study, 2019).  Office based staff performance several kinds of departmental functions, such as purchasing, finance, marketing, human resource management, sales and so on (Business Case Study, 2019). Tesco identifies training needs of their employee through performance management scheme. For example; in 2018, Tesco provided development training to 2900 managers, who got internal promotion. Prior to providing training and development program, employees identify their skill and knowledge gaps that are stored in personal development plan (Business Case Study, 2019). Tesco provides both on the job and off the job training to their employees. For example; Tesco recruits line manager to guide customer service assistant. In addition, mentor is assigned by Tesco to train up their employees. Moreover, Tesco provides off the job training to their employees (Business Case Study, 2019). For example; Tesco provide leadership and management training to their employees (Business Case Study, 2019).


[bookmark: _Toc7486526]Benefits of individual and organization in terms of personally development individually in the workplace 
In the contemporary human resource management literature, scholars believe that HRM is now no longer confined to the recruitment, selection, training, and development, and performance management (Storey, 2014). Rather, HRM is more likely to understand the performance objectives of a business. Many scholars believe that individual employee development is an important doorway to gain overall organizational success and profitability (Cascio, 2015). Many studies have already been conducted to identify the benefits of individual and organization in the case of developing individual in the workplace. The current study sheds light on critically analyzing and assess the benefits of individual and organization
[bookmark: _Toc7486527]Individual benefits 
According to Cascio (2015), employee development program refers to those activities, and initiatives, taken by an organization to improve and promote skills, knowledge, and competences of their employees. For example; Tesco, the largest retail giant in the UK, offers probationary training period to the employees, leadership training, and management development workshop to improve and promote their employee’s skills and knowledge (Tesco, 2019). In addition, the company has own training and assessment center where the company provides cultural training so that employees can cope up with organizational culture. A research by Tooksoon (2011) found that if the interest of employees match with organizational interest, it maximizes job satisfaction, employee engagement, and organizational commitment that in turn promotes and maximizes organizational productivity, efficiency, and growth (Cascio, 2011). In response to this statement, Tooksoon (2011) state that employee development program does not only improve skills and knowledge of individual employees but also increases the career potential of an employee. For example; 60% of the Tesco’s leader are recruited from the internal employees who are properly trained up with relevant leadership and management skills. 
According to Alfes et al., (2013), on the job and off the job training are two popular mode of training that are available in the workplace. Cascio (2015) depict that on the job training improves and promotes the tactical skills of employees. Storey (2014) define tactical skills as those skills acquired by employees from informal training.  Conversely, on the job training contributes to develop theoretical learning of employees. For example; the leadership training enables employee to gain knowledge about personality traits, skills, and knowledge required to be an effective leader. According to Alfes et al., (2013), training provides an opportunity to improve and promote the task performance and declarative knowledge of employees. Cascio (2015) state that the declarative knowledge allows an employee to improve the ability to understand the facts and the meaning of the terms. A research by Tooksoon (2011) found that training and development program does not only improve the tactical and declarative knowledge but also develops strategic and procedural knowledge of employees. 
At Tesco, employees are provided different kinds of training, ranged from cultural training to leadership development program (Tesco, 2019). The employee development program adds several benefits to the individual employees. First, it allows employees to understand own roles and responsibilities. Second, the training and development programs reduce the skill and knowledge gap of employees. Third, they contribute to increase future career development opportunities. According to Storey (2014), training and development program improves both soft and hard skills of employees. For example; training and development programs improves communication skill, interpersonal skills, emotional intelligent, motivation skill, team working skill, decision making skill, and so on. On the other hand, they improve and promote hard skills of employees, including statistical knowledge, mathematical knowledge, IT skill and knowledge, and other hard skills required to perform day to day tasks and activities (Employee benefits, 2019).
To sum up, employee development program does not only improve and promote soft and hard skills of employees but also increase employee performance, job satisfaction, and organizational commitment.
[bookmark: _Toc7486528]Organizational benefits
In mainstream human resource management literature, a large strand of studies deal with identifying and assessing the benefits of training and employee development program towards individual. However, a large number of studies are also available to depict the organizational benefits of training and development program (Hyman, 2011). A study by Frost (2016) found that the effectiveness of training program is widely measured by the monetary terms, such as return on investment (ROI). However, Malloch et al., (2010) argue that organizations are now more likely to evaluate the benefits of training and development program based on non-monetary terms. For example; many organizations conduct employee satisfaction survey to measure the effectiveness of training program. Alfes et al., (2013) found that training and development program maximizes employee satisfaction, employee engagement, and organizational commitment. Similarly, Tooksoon (2011) showed that training and development program maximizes employee performance by reducing staff turnover, and maximizing staff satisfaction. In response to this, Hyman (2017) claimed that training and development program maximizes organizational effectiveness, productivity, and growth by increasing sales, profitability, return on investment (ROI), and return on asset.
According to Frost (2016), on the job training is fare better than off the job training to improve and promote employee competences, knowledge, and skills. However, Malloch et al., (2010) argue that the effectiveness of training and development program depends on the nature, purpose, and method of evaluation. In spite of having debate about the effectiveness of training and development program, scholars (e.g. Alfes et al., 2011; and Foster, 2016) found that training and employee development program improves and promotes employee satisfaction, which in turn increases organizational sales and profitability. In their study, Hyman (2017) showed that training and development program maximizes employee satisfaction, staff satisfaction, quality of products and services, organizational commitment, employee engagement, and overall employee productivity.  To sum up, training and employee development program contributes to maximize organizational productivity, efficiency, and growth (Allencom, 2019). 


[bookmark: _Toc7486529]Other benefits 
Apart from the individual and organizational benefits, Storey (2014) identified other benefits of training and employee development program. For example; leadership training program enables employee to understand the leadership traits, qualities, knowledge, and attributes that facilitate them to be an effective leader. The leadership and management training program create a sense of manager and leader among employees. A research by Alfes et al., (2010) found that the management and leadership development program increases staff morale and overall employee’s organizational citizenship behavior (OCB). Similarly, Hyman (2017) found that the training program increases employee’s OCB by maximizing employee participation, employee loyalty, and employee obedience. To sum up, training and development program improves and promotes employee’s OCB, hard skill, soft skill, employee satisfaction, employee engagement, and organizational commitment. 
[bookmark: _Toc7486530]Development vehicle available to an organization 
[bookmark: _Toc7486531]Training and development program 
According to Frost (2016), training and development (T&D) is an important discipline of human resource management, concerning with identifying skill gap of employees, setting up employee development goals, devising employee development plan, executing function as per planning, and monitoring whether employee’s skills are development. However, the extant literature identifies several benefits of employee development program. Sanford & Sokol (2017) claim that T&D creates a sense of accountability and transparency among employees. For example; the cultural training creates a shared belief among employees about organizational culture, belief, and values (Business Jargon, 2019).
 Similarly, Hyman (2017) showed that T&D enables employee to understand own roles and responsibilities. For example; Tesco provides six month probationary training to newly joined staff so that they can understand their own roles and responsibilities. Further research by Frost (2016) depicted that T&D increases decision making and problem solving skill of employees. For example; Tesco provides management training to their executives in an effort to improve and promote decision making and problem solving skills of the employees. However, several scholars have questioned about the benefits of training. Cascio (2015) claim that the cost of training exceeds its benefits for short run. On the other hand, Storey (2014) note that the benefits of training exceeds its cost in the long run. However, researchers agree that training contributes to maximize both individual and organizational benefits. For example; Tesco invests a lot of money to improve and promote the leadership and management skills of their executives so that they can lead the organization in future (Tesco, 2019). To sum up, T&D is an important vehicle to develop individual employees, and overall organizational benefits in the future. 
[bookmark: _Toc7486532]Continuous professional development (CPD)
According to Hyman (2017), continuous professional development is an important vehicle to address skill and knowledge gap of employees. Similarly, Frost (2016) define CPD as a development vehicle, which does not only improve and promote skill, knowledge, and competence of employees, but also contributes to maximize organizational performance, productivity, efficiency, and growth. A research by Shah and Gupta (2018) showed that CPD begins with identifying the skill and knowledge gap of employee and end up with addressing the knowledge and skill gap. For example; Tesco conducts 360 degree performance appraisal scheme, in which individual performance of employee is assessed. Sanford & Sokol (2017) claim that the performance appraisal scheme enables organization to identify skill and knowledge gap. 
[bookmark: _Toc7486533]Professional development plan (PDP)
Professional development plan (PDP) is one of the most powerful tool to improve and promote employee skill, knowledge, and competences. PDP is a discipline, concerned with identifying individual employee’s strength, weakness, opportunities, and threats. Based on the personal SWOT analysis, employees develop own professional development objectives. Then, employees define a set of action plan to accomplish development objectives. For example; improving communication skill, management skill, motivation skill, decision making, problem solving, and interpersonal skill are several development objectives for an employee. Shah and Gupta (2018) identified several benefits of professional development plan. First, it allows employees to identify own performance needs. Second, it enables to develop strategic action plan. Third, it contributes to address employee needs and demands. Finally, it improves skills, competence, and knowledge of employees, which in turn maximizes organizational performance, growth, and productivity. 
[bookmark: _Toc7486534]ROI of training
According to Malloch et al., (2010), it is very difficult to measure the effectiveness of training and development program based on monetary terms. The ratio of training cost and benefits provide an idea about the benefits and costs of training (Alfes et al., 2010). The cost benefit analysis is an approach to identifying the potential benefits and costs of training and development program. On the other hand, Frost (2016) note that the measurement of non-monetary benefits of training is also difficult to measure. The reason is that training and development program generates benefits either slowly or rapidly. For example; it is difficult to measure the impact of supervisor training in short turn.
According to Hyman (2017), the measurement of the return on investment (ROI) is directly associated with accounting terms and concepts. Thus, it is difficult to measure the ROI of training. Storey (2014) claim that firms are less likely to measure the benefits of post training. However, the measurement of ROI enables an organization to develop future training and development program. The extant literature identifies several indicators to measure the ROI of training. These indicators include customer satisfaction, employee satisfaction, organizational profitability, organizational productivity, and organizational commitment.
[bookmark: _Toc7486535]Criticism of performance appraisal 
According to Murphy et al., (2018), performance appraisal is an approach to measuring the performance of an employees in order to assess whether employee performance is adequate to meet organizational goals and objectives. However, performance appraisal system varies from organization due to the nature, size, and scope of the organization. In the mainstream literature, scholars often apply several methods to measure the individual performance of employees. According to orthodox technique, organizations should identify the weakness and strength of employee performance in order to identify knowledge and skill gap (Hyman, 2017). The performance appraisal does not only identify skill and knowledge gap of employees, but also take important actions to reduce skill and knowledge gap (Shah & Gupta, 2018). The mainstream literature has identified several benefits of performance appraisal scheme, including identifying the knowledge gap, overcoming skill and knowledge difficulties, maximizing employee performance, and increasing organizational performance and productivity. According to Murphy et al., (2018), most often managers and line managers fail to properly assess employee performance. This misjudgment increases employee dissatisfaction, which reduces employee performance and employee motivation.  Similarly, Sanford & Sokol (2017) claim that negative evaluation of employee performance or misjudgment of employee skills increase employee stress, morale, and overall employee performance. 
According to Frost (2016), organizations are required to apply ‘central tendency approach’ in an effort to evaluate the performance of employees based on certain benchmark criteria. However, Malloch et al., (2010) argue that central tendency approach may be often misused by using politics and power of organization. For example; the judge can assign unfair marks to protect the personal interest.
Tooksoon (2011) highlight the ‘halo effect’ to criticize the performance appraisal system. Hyman (2017) claim that when the overall judgment is made based on specific set of criteria rather than evaluating all determined criteria, halo effect occurs. Conversely, horn effect also contributes to unfair judgment of employee performance. In horn effect, it is provided positive review but does not comply with the fair judgment procedure. Moreover, due to the regency effects, ratings are often made based on the latest events. This does not consider the past experience and background of employees. 
According to Alfes et al., (2010), organizations often discriminate to properly judge employee performance based on age, gender, sex, belief, values, personal feeling, and attitudes. In spite of having a lot of criticism about the performance appraisal system, it contributes to identify the knowledge and skill gap of employees. Further, it helps improve employee performance, productivity, and overall efficiency. 
Performance appraisal versus performance management 
According to Mone & London (2018), performance appraisal is often considered as traditional method of identifying, analyzing, assessing, and managing employee performance. Conversely, performance management is often considered as the contemporary form of performance appraisal of employees (Murphy et al., 2018). Hyman (2017) define performance management is a discipline of human resource management, concerned with identifying, analyzing, assessing, managing, and controlling overall employee performance of an organization. However, many scholars (e.g. Shah & Gupta, 2018; and Murphy et al., 2018) define performance management as a form or performance appraisal. In line with the changes in internal and external business environment, organizations are now more likely to consider the proactive performance management system, rather than reactive performance management. 
According to Frost (2016), performance appraisal is a classical or traditional form of performance management, in which supervisors or line managers define a set of criteria to assess employee performance. Then, the supervisor or line manager guide, instructs, and motivates employee to increase their performance. However, Malloch et al., (2010) note that performance management contributes to create a learning oriented organizational culture. 
Mone and London (2018) note that performance appraisal is an approach to identifying gap between projected and actual performance of employees. For example; conducting 360 degree performance appraisal is an example of performance appraisal system. On the other hand, performance management is a complete framework of identifying, analyzing, assessing, and managing employee performance. To sum up, both performance appraisal and performance management contribute to reduce skill and knowledge gap of employees, which in turn increases employee satisfaction, organizational commitment, employee performance, and overall workforce productivity. Ultimately, it increases organizational performance, productivity, and growth.
[bookmark: _Toc7486536]Development of a plan
[bookmark: _Toc7486537]Gibb’s reflective cycle 
Description
During my academic work placement, I got a chance to work as a customer service assistant of Tesco. During this time period, I worked with a team of some energetic, dedicated, and committed people. A line manager of Tesco guided up to perform day to day task. At the very beginning of my work, I was trained up few months to understand my own job roles and responsibilities. After working some months, I found that I have good communication and interpersonal skill. However, I was still required to improve my management, leadership, and motivation skill.



Feeling
I was very happy, because I got a chance to work with the leading retail giant in the UK. Besides, the job was valuable for me to get financial support. However, performing day to day task was challenging, because I had to perform several academic tasks.
[image: Image result for Gibbs reflective cycle]
Figure 1 Gibb’s reflective cycle (Source: Potter, 2015)
Evaluation
While working in a team, I found that I have good interpersonal and communication skill. This enabled me to create a good relationship with my colleagues. On the other hand, I found that I often failed to resolve at least 90% of customer problem. So, I realized that I am required to improve my decision making skill, motivation skill, and team working skill.
Analysis 
As a graduate, I found that I needed to improve some employability skills. In terms of soft skills, I am good at communication and interpersonal skill. However, I need to improve management skill, leadership skill, decision making skill, and leadership skill.
Conclusion
During my work placement, I made an attempt to identify own strength and weakness. For example; communication and inter personal skill was my area of strengths. On the other hand, I need to improve management skill, leadership skill, decision making skill, and leadership skill.
Action plan
I will read recommended books and articles. I will attend leadership workshop. I will take short course on management and leadership skill development in future.
[bookmark: _Toc7486538]SWOT analysis 
According to Tooksoon (2011), SWOT analysis is an important development vehicle to identify own strength, weakness, opportunities, and threats.
Strength 
· Communication Skill – I have sound communication skill. This means that I can easily communicate with both familiar and unfamiliar person. For example; I have a good relationship with my colleagues, friends, and family members due to have good communication skill.
· Networking skill- Having a sound communication and interpersonal skill, I can easily expand my network. The networking skill will help get future employment.
· Proactive and assertive – While communicating with others, I attempt to consider you-view point. This means that I try to understand what other intends to say.
Weaknesses 
· Management skill – I often fail to execute tasks timely. For example; I often face difficulties to finish my academic assignment properly. Thus, I am required to improve my management skills.
· Leadership skills- In line with changes in internal and external environment, leaders are required to be strategic. So, I am required to improve my leadership traits, qualities, and skills.
· Decision making – The success of both personal and professional life depends on good decision making. In order to improve my decision making skills, I need to improve tactical and declarative knowledge.
Opportunities
· Problem solving – I have opportunity to resolve at least four-five business case study in a week. This will help improve problem solving skill.
· Strategic Thinker – For creating a managerial career, I must have to be strategic. This means that I need to create a big picture. 
Threats 
· Loss of employment – If I fail to overcome my weakness, I can loss my employment 
· Financial crisis – The economic recession and slow growth of GDP contributes to decrease the disposable income. It increases the possibility of unemployment.

[bookmark: _Toc7486539]Professional development plan (PDP)
	Objectives 
	Actions required to do 
	Outcome 
	Start data 
	Finish date 

	Develop management skill 
	Read at least five journal articles on management skill development
Take a short course on management skill development
Attend workshop on management skill 
	Be good manager 
	May 2019
	June 2020

	Improve leadership skill
	Take a short course on leadership development.
Read recommended books and journal articles 
Attend workshop on leadership development 
	Be good leader
	June 2019
	November 2020

	Develop decision making skill 
	Solve at least five business case studies in a week
Read a lot of journal articles, books, and newspaper
Participate in day to day problem 
	Good decision maker 
	July 2019
	March 2021

	Strategic thinking skill
	Read a lot of books, journal articles, and recommended book.
Attempt to identify market gap
	Good strategic thinker 
	August 2019
	June 2022

	Improve statistical knowledge 
	Take a short course on statistical package for social science (SPSS)
Solve statistical problems 
	Good statistical knowledge 
	May 2019
	June 2020

	Create small venture 
	Identify market gap
Develop product and service or ideas to start new venture
Fund collection
Start business 
	Owner of a business venture 
	May 2019
	N/A














[bookmark: _Toc7486540]Conclusion
The key purpose of the report was to analyze and assess different aspects of developing relationship and workplace achievement. It has been successfully addressed the purpose of the report. It found that training and employee development program does not only maximize individual benefits but also facilitate organizational benefits. The training and employee development program increase employee satisfaction, employee engagement, and organizational commitment. On the other hand, they maximize organizational productivity, efficiency, and growth. The study found that training and development program, continuous professional development (CPD), performance appraisal, and performance management are several employee development vehicle, required to improve and promote employee knowledge, skills, and performance. Prior to developing professional development plan, it is required to conduct personal SWOT analysis. Then, it needs to develop SMART objectives and define set of action plan to address objectives and goals. 
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