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Introduction:
For a company to thrive, it must establish healthy relationships between employers and workers. The success of an organization is dependent on its employees as they are the driving force behind improving performance and achieving goals. A positive work environment, where employees feel valued and supported, is crucial for building these relationships and motivating employees to give their best effort. Such an environment fosters excellent customer service, creates a competitive advantage, increases employee productivity, enhances the company's reputation, and improves overall organizational effectiveness.
Apart from a positive culture, recognition, and communication, effective management and leadership styles, opportunities for professional growth, and adequate training are critical factors that contribute to building a successful relationship at work. By meeting the physiological, safety, self-esteem, and self-actualization needs of employees, organizations can empower their workforce, improve efficiency, and productivity. Personal development is a key factor that contributes to job satisfaction, boosts employee morale, and motivates employees to perform better. Therefore, companies should prioritize providing training and development programs to enhance employee capabilities, which ultimately leads to improved career prospects, cost reduction, and better performance for the organization.
To achieve an organization's goals, it is essential to foster healthy relationships with employees, prioritize personal development, and offer various training opportunities to support growth. This paper will focus on the benefits of personal development for both employees and organizations, particularly in the context of Tesco, and explore the development vehicles used by Tesco to improve employee capabilities.

Company Profile:
Asda is a British supermarket retailer that was founded in 1949 by Peter and Fred Asquith. The company's name is a combination of the founders' last name and the word "Associated Dairies," which was the name of the company they acquired to start their business.
Asda is a subsidiary of the American retail giant Walmart and operates more than 600 stores across the UK. The company's headquarters are in Leeds, England.
Asda's mission is to provide their customers with quality products at low prices. The company is known for its "rollback" prices, which are discounts on popular items that are meant to be long-term, rather than temporary promotions.
In addition to traditional supermarket products, Asda also offers a range of financial services, including insurance and credit cards. The company also operates petrol stations at many of its stores.
Asda has a commitment to sustainability and has set ambitious goals to reduce its carbon footprint and eliminate waste. The company has also launched a program to support local farmers and has a policy of sourcing products from local suppliers whenever possible.
Asda is a major employer in the UK and has more than 150,000 employees. The company has a strong commitment to diversity and inclusion and has implemented a range of initiatives to support its employees and promote equality.
Overall, Asda is a successful supermarket retailer with a strong focus on low prices and sustainability. The company is committed to providing high-quality products to its customers and supporting its employees and local communities.

Performance Management: 
Organisations use performance management as a procedure to make sure that their staff members are contributing effectively and efficiently to the achievement of the organization's objectives. It entails establishing specific objectives and expectations, keeping track of development, giving feedback, and, where required, remedial action.
The key components of performance management typically include:
1. Goal setting: Establishing clear, measurable, and achievable goals for employees, aligned with the organization's overall objectives.
2. Performance monitoring: Tracking progress towards goals through regular check-ins, performance reviews, and other evaluation methods.
3. Coaching and development: Supporting employees in their professional development by providing training, coaching, and other resources to help them improve their skills and achieve their goals.
4. Feedback: Providing constructive feedback to employees on their performance, identifying areas for improvement, and acknowledging areas of success.
5. Rewards and recognition: Recognizing and rewarding employees for their achievements and contributions to the organization, which can help to motivate and retain top performers.

[image: ]
Valamis (2023)
Organisations may benefit from effective performance management by increasing productivity, encouraging employee engagement and growth, and aligning individual performance with organisational goals. It is a continuous process that demands management and staff to communicate and collaborate on a regular basis.
Theory:
360-degree feedback:
A 360-degree feedback process is a performance review method that collects input from numerous sources, including the individual's management, colleagues, subordinates, and, in some cases, customers or clients. The purpose is to offer a thorough perspective of an individual's strengths and shortcomings to establish an action plan for growth. Feedback is often acquired through surveys or interviews, kept anonymous, and provided in the form of a written report. 360-degree feedback may be a helpful tool for personal and professional growth, but its efficacy is dependent on the quality of input and the individual's desire to use it. (London, Smither, & Reilly, 2014)

Management by objective (MBO):
Management by Objectives (MBO) is a management approach that involves setting specific and measurable objectives for employees or teams within an organization. MBO is a collaborative process that involves the participation of both managers and employees in setting objectives, developing action plans, monitoring progress, and evaluating results (Armstrong & Baron, 2005).
The effectiveness of MBO largely depends on the clarity of objectives, the quality of communication and collaboration between managers and employees, and the availability of resources required to achieve the objectives. MBO can be an effective tool for improving employee motivation, performance, and organizational productivity when properly implemented.

Individual pay related performance (IPRP):
Individual Pay Related Performance (IPRP) is a performance-based pay system that links an employee's compensation to their performance in the workplace. IPRP rewards employees who meet specific performance targets, such as sales goals or customer satisfaction ratings, with salary increases or bonuses. This approach incentivizes employees to work harder, ultimately leading to improved business outcomes. However, there are potential drawbacks to IPRP, such as creating unhealthy competition between employees and discouraging collaboration. Therefore, it is essential to consider the potential benefits and drawbacks of IPRP before implementing such a system in a workplace. (Chiang & Birtch, 2010)
 
Evaluation of The Theories:
360-degree feedback:
360-degree feedback is a type of performance evaluation that involves gathering input from a wide range of sources, including managers, colleagues, subordinates, and, in some cases, customers or external stakeholders. As it integrates opinions from several angles, this strategy strives to present a more thorough and balanced assessment of an employee's performance. As you can see in the table below, I've included some bullet points highlighting the advantages and disadvantages.
Advantages of 360-degree feedback include:
· It provides a more complete picture of an employee's strengths and weaknesses.
· It can help identify areas for improvement that might not be apparent to the employee or their manager.
· It can help employees understand how their actions impact others and improve their interpersonal skills.
However, 360-degree feedback also has some potential disadvantages, such as:
· It can be time-consuming and resource-intensive to collect and analyse feedback from multiple sources.
· It can be difficult to ensure the feedback is accurate and unbiased.
· It can be challenging to use the feedback constructively without causing defensiveness or demotivation.
Overall, 360-degree feedback can be a valuable tool for performance management, but it should be implemented carefully and with clear guidelines to ensure it is effective.

Management by Objectives:
Management by objectives (MBO) is a performance management strategy that entails creating clear, quantifiable, and attainable goals for employees and then evaluating their performance based on their progress towards those goals. MBO focuses on aligning individual performance with organisational goals and objectives, and it often entails regular feedback and coaching to assist employees in meeting their goals. As you can see in the table below, I've included some bullet points highlighting the advantages and disadvantages.
Advantages of MBO include:
· It provides a clear focus for employees and helps them understand how their work contributes to the organization's goals.
· It can increase motivation and engagement by giving employees a sense of ownership and responsibility for their work.
· It can help managers identify areas where employees need additional training or support.
However, MBO also has some potential disadvantages, such as:
· It can be time-consuming to set and track goals, especially if they are not well-defined or are constantly changing.
· It can create a competitive atmosphere that may discourage collaboration or teamwork.
· It may not be appropriate for all types of jobs or work environments.
Overall, MBO can be an effective performance management approach when used appropriately, but it requires careful planning and ongoing communication to be successful.

Individual Pay Related Performance:
Individual pay related performance (IPRP) is a performance management strategy that directly correlates an employee's salary or compensation to their performance. This can take numerous forms, such as merit-based pay increases, bonuses, or commissions. The concept is that employees who do well should be compensated more, while those who perform poorly should be compensated less. As you can see, I've provided several bullet points explaining the advantages and disadvantages.
Advantages of individual pay related performance include:
· It can motivate employees to perform at a higher level and achieve better results.
· It can help attract and retain high-performing employees.
· It provides a clear and objective measure of performance that can be used to make decisions about pay and promotions.
However, individual pay related performance also has some potential disadvantages, such as:
· It can create a competitive atmosphere that may discourage collaboration or teamwork.
· It may not account for external factors that may impact an employee's performance, such as market conditions or resource constraints.
· It may lead to a focus on short-term results rather than long-term goals or the organization's overall mission.
Overall, individual pay related performance can be an effective performance management approach when used in conjunction with other methods and when care is taken to ensure it is fair, objective, and aligned with the organization's goals and values.

Professional Development Plan (PDP):
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Professional development (2020)
A Professional Development Plan (PDP) is a crucial tool for individuals looking to advance their careers. It is a document that outlines an individual's current skills, knowledge, and experience, as well as their goals for future development. A PDP can help individuals identify areas for improvement and create a plan for achieving their career objectives. It typically includes a self-assessment, a statement of career goals, a development plan, and an action plan. By following the steps outlined in a PDP, individuals can develop the skills and knowledge they need to succeed in their careers. It can also help organizations to support their employees' development by identifying training and development needs, creating learning opportunities, and aligning employee goals with the company's strategic objectives. Overall, a PDP is an effective way for individuals and organizations to plan and achieve professional growth and success.

	Development Objective
	Priority – Low Medium High
	Activities to be undertaken
	Resources
	Target Start Date
	Target End Date
	Criteria for Success

	Customer service
	High
	NVQ Level 3
	Funding programme
	1st of April 2024
	6 Months
	Have meeting Team Leaders

	Data analysis
	High
	Data protection training
	Attend an online course/in person

	10th of April 202
	3 Months
	Regular Updated from Managers and program organiser

	IT skills
	High
	Microsoft course 
	Funding programme
e-learning
	1st of May 2024
	3 Months
	Updated from Managers and program organiser

	Communication skills
	High
	Workplace programme

	Funding programme
	1st of May
2024 
	3 Months
	Regular updates from management

	Leadership Skills
	
	Leadership Course 

	Attend an online course/in person
	1st of June 2024
	1 to 2 years
	Regular updates with management



Asda is committed to enhancing the skills and talents of its employees to improve organizational performance. Through a personalized development plan, the company is providing a variety of resources to meet the individual needs of each employee.
Recognizing that some workers may lack key skills that are essential for success, Asda is offering comprehensive training programs that include workshops, e-learning, mentoring, and other tools to help employees develop their skills and reach their full potential. By investing in the growth and development of its workforce, Asda aims to create a more engaged and motivated team that is better equipped to tackle future challenges and contribute to the company's ongoing success.

Recommendation:
Asda is doing a good job in terms of providing opportunities for personal development and supporting their employees' growth. However, one recommendation I would make is to consider implementing a formal mentorship or coaching program for employees. These programs can provide valuable guidance and support for employees, particularly those who are new to the company or looking to advance their careers. Mentorship and coaching can also help employees develop a stronger sense of connection to the organization and its goals, which can lead to higher levels of engagement and job satisfaction. Additionally, mentorship and coaching can help to identify and develop future leaders within the organization, which is important for long-term success. Overall, a mentorship or coaching program could be a valuable addition to Asda's existing personal development offerings.
Another recommendation I would make is for Asda to conduct regular skills assessments for their employees. These assessments can help identify areas where employees may need additional training or support, as well as areas where they excel. This information can then be used to create personalized development plans for each employee, which can help them to grow and develop their skills in a way that is tailored to their unique strengths and weaknesses. Additionally, conducting skills assessments can help Asda to better understand the capabilities of their workforce and identify areas where they may need to hire new talent. By investing in the skills development of their employees, Asda can create a more skilled and engaged workforce that is better equipped to meet the challenges of the future.

Conclusion:
Personal development is a vital component of employee satisfaction, motivation, and efficiency in the workplace. By offering various training and growth opportunities, organizations can encourage and support employee growth, leading to improved productivity, career advancement, cost reduction, and enhanced overall performance. A culture of growth is crucial for personal and organizational development, starting with the owner's commitment to their own growth. Employees need access to personal development resources, including coaching, e-learning, work-based learning, and self-directed learning, to develop their skills and knowledge. Supporting employee growth not only benefits individual employees but also contributes to the organization's success, competitiveness, and innovation. In today's competitive business landscape, investing in personal development is an essential strategy for organizations to create a sustainable advantage and stay ahead of the competition.
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