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Reflective evaluation helps an individual to know about the strong and weak parts of the skills which helps him to develop himself. In this reflective evaluation, the concept of transferable skills, adaptation of different types of transferable skills, community improvement and development, and models of reflective evaluation will be included. The whole report will increase the knowledge and understanding of the concepts mentioned, increased the analytical skills and skills for professional practice. A personal application will also be shown for Tesco PLC. 
[bookmark: _Toc37367189]Reflection
Transferrable skills are those portable skills which can be used in any kinds of organisation and job recruiters may want these skills and if they find these skills, they count the job seekers as their preferred ones (Sevcenko and Ethiraj, 2018). Some of the transferrable skills are communication skills, leadership skills, analytical skills, project management skills, decision-making skills and problem-solving skills. In the first assessment, we have shown an organisational analysis of Tesco PLC where all the details of that organisation have been described. However, when Tesco will want to recruit some employees for the vacant positions of their company, they may analyse these skills. This is needed because without these skills, and employees may not be able to perfectly handle the special works he has been given. Bauman and May, (2019) thought that lack of experience is not any fact to provide a job to job seekers if he possesses these transferrable skills. Every company may do a psychometric test where employees are brought through a process to test the personality of the employees and this test makes the company able to decide that the employees will be perfect for the position. The most effective employees may possess these skills and they are perfect to communicate effectively in any situation, they can handle any kinds of problems and analyse everything very clearly. They may be judgemental which helps them to take decisions where the failure rate is very low. This is why all the recruiters may search for those kinds of employees who possess these skills. Human resource managers of Tesco PLC are directed in such a way that they will select those who are communicative, innovative, flexible and hard-working. 
According to Koprowska, (2020), communication skill is such a skill which is required in anywhere of the company. For example, when the marketing officer of Tesco PLC communicate with the retailers, wholesalers and agents and other people, they may have to communicate and negotiate well to earn the company’s objectives well. Negotiation skills help the employees to maximise the benefits of the company.
Barak (2018) has told that flexibility is another transferable skill which is needed to adapt to any changing situations. This helps people to accept any change willingly and as the situation of the business is changing, this skill is mostly needed.
Creativity is such a skill which motivates the employees to innovate new products and services and find new solutions to the problems of the organisations (Serrat, 2017). Creative employees are always searched by the Human Resource managers of Tesco PLC. They judge the candidates’ creativity by assigning different creative problems to solve. 
Leadership skills are both inborn and built skills which help the higher-level managers to lead their subordinates so that the given works can be completed on time and organisational objectives can be gained without any mistake. Leadership skills are needed in most of the company’s achievement of the organisational function, gaining the objectives and bringing competitive advantage may not be possible with the support of the leaders. 
Adams and et al, (2017) told that team working skill is needed to handle any critical work by taking participation of employees from different departments. Project-handling and problem solving are the two examples where companies like Tesco PLC follow teamwork to execute because completing these kinds of functions may need the help of people from different departments. 
Community development indicates the initiatives to develop all the employees of the business organisations (Aljuwaiber, 2016). As every company wants to gain a competitive advantage in the market, the skill development of all the people is mostly needed. Skilled people are the key to success and managers of Tesco PLC are the ones who always prioritize the skill development of their community. This is helping the company to gain the top position in the market and among all the retail companies in UK market, Tesco has gained 28.4% market share in the UK market and this may be the highest one. This might not be possible if the employees of this company might not have the transferrable skills which are needed to bring excellence in the operation. 
Most of the employees may follow three aspects for their personal development and those three aspects are improving the self-awareness, developing own identity and discovering the talents for working well (Buis and et al, 2019). To develop the self-awareness, employees have to analyse SWOT which will help the person to know the strengths, weaknesses, opportunities and threats. It is important to know these good and bad parts of an employee because knowing the good and bad parts may help them to develop the identity. Identity is what a person knows, can do and this may express the capability of that person for doing a task well. So, developing that identity is another important aspect and taking training and development initiatives can be taken for personal development. Lastly, when identity would be employed in the execution of the functions, then talents would be prevalent. Talents of the employees are the key drivers to handle the function effectively and efficiently and talents are managed well, they can discover their efficiencies well. 
Bourn and et al, (2017) has given the idea of four stages model of learning which includes unconscious incompetence, conscious incompetence, conscious competence and unconscious competence and this is the actual path of gaining competency in the functions of the organisation which are assigned to an employee. An employee may be hired in Tesco PLC where he will go through all the stages of learning mentioned here. In the first phase, he will face unconscious incompetence where he will try to do well but he will make mistake more and more. This will be improved by that person after some days of executing functions by making mistakes. In the second stage, the employee may face conscious incompetence where he may know several rules of working but he will not be competent well and make mistake as he is not still expert on his function (Bourn and et al, 2017). So, this may also be recovered after some days of function-handling and he may not come to the third stage which is conscious competence. He may now know the function and may be working well but he has to be conscious so that nay mistake might not be occurred by him. When he will continue this, he will reach the magical phase which is unconscious competence. This is the final stage, where the employee would be able to execute the functions well, although he is not conscious of his functions. After a long working experience, employees may come to this stage and there are many employees of Tesco PLC who are operating in the company. They are the key to the success of that company.
Mann and Walsh, (2017) have told that reflective practice is the reflection of the personal knowledge and insights which have been applied in the company and evaluation of those knowledge, skills and insights to do better performance in future. Horton-Deutsch and Sherwood, (2017) have added that the purpose of reflective practice is to grow the confidence by analysing the skills and experience so that productivity can be increased. As a marketing officer of Tesco PLC, I will now reflect my development of self-management skill, communication skill and interpersonal skills with the description of Gibbs reflective cycle model. 
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Figure: Gibbs Reflective Cycle
Source: (Potter, 2015)
The description is the first phase of the Gibbs model where the job is described and the skills needed for handling the function of that job is described (Miller and Sprang, 2017). After the joining of marketing officer, of this company, I faced several difficulties for doing the function well because I was a fresher. I have been brought through a training period, where I have been known all the functions of mine. I tried to adapt myself with the functions given to me. Every day I was learning new things and the senior managers might be helping me. The mentors and seniors staffs were leading me to bring me in the right direction. 
In the feeling stage, the description would be related to my feelings and thinking regarding the work (Stallard, 2019). I have been assigned a task to make a deal with a client who will purchase some reasonable number of food products for his conference. I was a little bit confused about how I started the conversation and I took some time to start the conversation with the client. I found that communication skill is a must for doing this function well. However, I handled the deal with the client when my senior officer was noticing my function by sitting behind me. I felt that I might make a mistake by negotiating with the client. After the completion of the deal, my mentor called me and told to improve negotiation skill as I made some mistake to hike the price altogether for the bulk of food products sale. 
In the evaluation phase, I have to be evaluative about my function in the company and have to decide whether I was doing well in the function (March and et al, 2018). So, In Tesco, I find myself unskilled I negotiation skills and skilled in communication skills. My mentor mentored asked me to increase my skills about the product and price details which helps me to handle the negotiation well. Therefore, I have to be updated about the functions and technologies of the company to execute my function well. 
In the analysis part, the description would be related to the learning from the situation occurred (Morrison and et al, 2019). When I was handling the customers, I found that I have to be confident about the quality of my product, have to be strict about the price written and I have to be responsive and communicative. As I told that my mentor told me to increase my negotiation skill, I found the reasons. The reason behind this is that not having previous experience about such a situation and lower knowledge about the products and pricing details. 
From some days of operation in Tesco as a marketing officer, I found that communication, problem-solving, negotiation skill, research skills and team working skills are needed. I faced problems in working in the company due to having lower skills in negotiation skills, research skills and problem-solving skills. I will gain much knowledge in these areas besides my working in this company because I got that without these skills, I will not be perfect to handle my responsibility well.
Lawrence, (2018) said that an action plan is drawn for doing well in future and this is also made not to re-make the mistake as like the previous situation. As I told that I have a lack of knowledge in three areas, I have to work on those areas. I will increase my negotiation skills by listening to the experience of the seniors and gathering knowledge from online sources. Secondly, I will try to increase the research skills by directly involving in the activity and taking a course on business research from any research firm. Therefore, I will carefully notice all the seniors know how they solve different problems and after that, I will read some articles and case studies on problem-solving.  

[bookmark: _Toc37367190]Conclusion:
Reflection is nothing but getting known about the skills and competencies of an individual and employees should do this reflective evaluation after a while to be successful. This reflective evaluation has included different concepts related to self-management and transferable skills development. This has included different kinds of transferable skills, concepts of community improvement and development, models of development and reflection through Gibbs reflective cycle model. The whole discussion has made us known about the concept of transferrable skills, why this is needed, how to develop ourselves and how to make a reflective evaluation to develop ourselves.
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