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INTRODUCTION 

RESEARCH AND DEVELOPMENT PROJECT

In the next report, you can gain an insight into the new project of TESCO PLC. 
This project is carried out as an internship at the request of HMR senior management.
The essence of the project is to mitigate the long-term negative effects of Brexit.
 This means that the currently available workforce willing and able to perform everyday physical and simpler administrative work at the company is already limited due to Brexit. Since the UK has left the European Union, the immigrant labour market has stopped, no more, or only a very small number of new workers are coming to the United Kingdom, so it is in the company's interest to retain and develop the current workforce.
 Therefore, the company is launching a new project for those employees who speak less English, and their written English skills are not outstanding.
 With this project, TESCO PLC wants to secure itself in the market for the long term, since a reliable workforce is one of the most important for the company.
 This is a free training series for employees, at the end of which they learn to speak and write fluently in the workplace.
 This training focuses on workplace language and must provide vocabulary and language skills suitable for the tasks to be performed.
 The goal of the project is to assess how much cost, time and success you can count on, so that you can focus your resources on the next project, where you want to provide the training in two stages at the price of all eligible employees.
 Based on this, this is a research and development project. The start of the project is 20.08.2022. the end of the project is 20.08.2023.
The number of persons eligible for training participating in the project is 300.
This number is limited due to research. All the selected 300 employees met the established criteria, which were as follows:

-You can take a job in the UK with proof.
- He has the appropriate documents and a criminal record.
-He has been working for the company for at least half a year and is a reliable workforce.
- He speaks less English and is not outstanding in writing either.
-Dedicated, loyal and motivated.
- Willing to participate in the project.

This is the first stage of the project, i.e., based on the first experiences, more employees can be involved in the next project.
Based on the experience of the project, future recommendations and changes may take effect.
Success efficiency can be measured with an oral and written language exam.
 The selected 300 people have already written their preliminary survey and participated in an oral interview; this will be the starting point of measurement.
 At the end of the project, the two written and oral interviews will be evaluated, so the effectiveness can be measured.
It is customary to involve fewer employees in similar projects, but due to the diversity of the cultural background, the use of a larger target group is justified in order to get a clearer picture of the efficiency rate.
Employees who successfully complete the course receive a salary increase, thus rewarding their motivation and willingness to develop. With this step, they can also be motivated, and the other employees can become motivated as well.




















PERFORMANCE MANAGEMENT

It is a simple yet effective measurable system. With its help, clear goals can be set for employees, and they can be checked and evaluated. 

PERFORMANCE MANAGEMENT CYCLE 
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The PERFORMANCE MANAGEMENT CYCLE is a model with the help of which company goals can be achieved in a continuous cycle in 4 steps, and work companies can be controlled. The four steps are:
1. Planning  
2. Monitoring
3. Reviewing
4. Rewarding

1, Planning:

 In general, the model lasts for 1 year, then it is evaluated and continued.
This is a great help, as it gives a professionally evaluated, simple, clear picture of the goals achieved so far and those not yet achieved. It also helps to highlight possible shortcomings.
A big advantage is that a colleague who is aware of his own and the company's objectives is therefore better aligned with them, for them it is a clearly understandable schedule. In addition, organizations can reach their maximum capacity, check their employees one-on-one, and distribute rewards.
In the planning phase, the managers sit down with the employees within the framework of a meeting. They discuss their goals for the current year and what exactly is needed to achieve that goal. This discussion includes everything, your person, company goals, behaviour and strategic moments.
Goals should be SMART goals and employees should clearly understand them so they can work more efficiently and be more motivated to achieve them.

- Specific, goals must be clearly understandable so that employees know what they must do to achieve them.
-Measurable, the goals must be such that you can measure their realization or lack thereof.
-Achievable, Goals must be achievable. If goals are set that cannot be achieved under the given circumstances with the given number of staff and tools, then those goals are not achievable.
-Relevant, the goals must correspond to the work of the workers and the goals of the organization.
-They must have a time-bound, precisely defined time limit in order to be able to determine the success of the goals at the end of the year.

2, Monitoring:

Adequate monitoring is indispensable in order to check the progress of the objectives. However, this is not a one-time event, the more inspections that take place in the current year, the better it is possible to refine and specify the goals and to aid in achieving them.
 A common problem is setting goals that are too big and too far-fetched in the planning phase, so companies can feel that they are very far away. 
Therefore, the more appropriate procedure is to divide them into quarterly or monthly goals, so that employees are more motivated, and management can more easily check the goals achieved.
These audits are great opportunities for management and key to keeping employees motivated, so everyone can clearly see the results and not feel far away from achieving them.








3, Reviewing:

In this phase, the employer's representatives and the employees sit down again and evaluate the goals achieved in the previous year. 
Here, everyone can tell how they performed in achieving the objectives, whether they achieved them specifically. 
Furthermore, if you encountered obstacles or were given too big goals, you can discuss them here at this meeting and make suggestions on what could be done differently in the future. For the employees, this is a stage where they can voice their opinion, it motivates them even more that the management is interested in them and that they matter to the company. 
Here, both parties can evaluate their ideas and associate proposals with them.
Here, they can discuss bonuses and additional rewards, as well as compensation.

4, Rewarding:

This is the last and most important step for employees.
Employees who have invested a year of hard work in achieving the company's goals and have fully achieved these goals deserve a reward. 
The reward should reflect the employee's value to the company. 
If this is not the case, employees who have achieved their goals will look for other work, as they may feel that their invested energy, performance and time do not matter. 
However, if employees who did not, or only less, participated in the achievement of the goals receive rewards, they can also trigger a wave of emigration from the company, because they cannot feel the justice in this decision. 
The most appropriate distribution of rewards is when employees who have clearly made more effort to achieve the goals receive the big rewards, thus motivating their colleagues that those who work more can take home more. 
With this fair system, motivation, loyalty and commitment to the company can be ensured.







CRITICAL EVAULATION OF PERFORMANCE MANAGEMENT TOOLS


360-degree feedback method 

This helps them get feedback on their performance from their superiors. The method can be applied by obtaining feedback from the employee's direct colleagues, sometimes also from customers. These can be concrete, developed feedback or short opinions, for example with behaviour, meeting deadlines and activities, all of which can reflect the employee's performance, practical knowledge, and attitude.

Advantages of the method:

- the employee receives opinions from several people,
- you can develop the willingness to work in a team,
-makes it more controllable, they can show the problems that can cause difficulties in the way of development,
- it can also reduce the tendency to discriminate and bias, - it shows how hands are needed.

Disadvantages of the method:

- only a part of the survey,
- if they are administered incompletely or too hastily, it may cause organizational problems,
- if you cannot be a part of the current performance, you cannot add new values,
-Focuses on employees' shortcomings, putting their strengths in the background,
-Requires large data sets and processing.





540-DEGREE FEEDBACK METHOD

540-degree feedback is a way to get more feedback about your workers. In this method, every single person with whom the employee is in contact gives feedback during their work, and they even give feedback themselves. 
This circle includes colleagues, superiors, even subordinates, themselves, suppliers and customers. It also provides help with shortcomings, strengths and motivation.
This method is an extended version of the 360-degree feedback method where customers also participate in the feedback process, in this case they can be identified as external evaluators from the point of view of the method.

Advantages of the method:

- the close cooperation with the installers enables the development of better business relations,
-can identify more problems than traditional methods,
- also sheds light on the customers' points of view.

Disadvantages of the method:

- this method can consume large amounts of money,
- the survey and evaluation take a lot of time.










MANAGEMENT BY OBJECTIVES (MBO)

The MBO performance evaluation system is quite popular because it works based on setting SMART goals.
With this model, it helps in coordinating the individual and organizational goals of the employees and improves the quality of communication and feedback.


Advantages of the method:

-employees understand their work, set SMART goals,

-encourages employees in setting goals, thereby motivating them,

- provides feedback and recognition, which increases the work morale of employees,

-helps managers track the achievement of goals and ensures more efficient work.



Disadvantages of the method:

- it poses a challenge in achieving realistic goals and its imprudent application may result in conflicts or biases,

- it is difficult to focus on the achievement of qualitative and quantitative goals, it can only be ensured by using sufficient time and tools.




PERSONAL DEVELOPMEN PLAN (PDP)

	Development Objectives
	Priority
	Activities to be undertaken
	Resources
	Target Start Date
	Target End Date
	Evaluation

	General knowledge of conversational English
	Medium
	Special English-language personal interview with an English teacher.
	Empty small room, English teacher, desk chairs, computer, internet access.
	20.08.2022
	20.10.2022
	The goal is fulfilled, it is appropriate.

	General knowledge of written English
	Medium
	Special English-language personal written assessment with an English teacher.
	Empty small room, English teacher, desk chairs, computer, internet access.
	20.08.2022
	20.10.2022
	The goal is fulfilled, it is appropriate.

	Workplace vocabulary development in English
	High
	English vocabulary development with the help of an English teacher in groups.
	Large classroom for 30+ people, desks, chairs, computers, internet connection.
	01.10.2022
	20.12.2022
	The goal is fulfilled, it is appropriate.

	Workplace vocabulary development in written English
	High
	English vocabulary development in writing with the help of an English teacher in groups.
	Large classroom for 30+ people, desks, chairs, computers, internet connection.
	01.10.2022
	20.12.2022
	The goal is fulfilled, it is appropriate.

	Development of the use of workplace computing devices in English
	Very High
	Special group computer education in English with the help of a teacher.
	Large classroom for 30+ people, desks, chairs, computers, internet connection.
	01.02.2023
	20.08.2023
	The goal is fulfilled, it is appropriate.





RESEARCH AND DEVELOPMENT PROGRAM COSTS

The obligation only applies to investments in things that were not available to TECO PLC until now.

Salary of English language teachers:
2 English teachers were employed for the project, who taught groups of 30 people. Their wages were £32,575/year each.

Computer science teacher:
1 computer science teacher was hired for the project. His salary was £46,525/year per person.

The classroom, internet network and computers were all available before the project started.
Considering all this, the total investment cost for the project was £111,675.
This was £373 per person.















RECOMMENDATION

Analysing the complete documents of the research, it was revealed that most of the employees over 50 years of age initially had problems with learning. It is likely that this is due to the age of the people. That is why we recommend mixing ages in group lessons, because based on feedback, the help provided by younger colleagues to employees over 50 was essential. This can all increase teamwork, work ethic, helpfulness and willingness.

The research also revealed that the younger 20-35. for employees in their prime, delays were initially a problem, which, based on their feedback, could have been caused by managing their schedules. That is why we recommend teaching time management in this development course, which is essential for any kind of work or study the employees are doing.

The third suggestion is to assess basic IT skills as part of the first round of assessments, so that the company can prepare for who needs how much training in IT. Regardless of age, gender, or origin, 32 percent of employees had little or no knowledge of computer technology. Therefore, in their case, extra supplementary teaching was necessary.


CONCLUSION

All the employees participating in the research and development program successfully implemented the agreed goals.
The success of the program depended on the dedication of the employees and the helpfulness of the teachers.
This was a powerful project designed to establish the stability of the company, each employee can expect a 10 percent salary increase in the following year. TESCO PLC remains committed to retaining, developing and rewarding its employees.
Between the surveys that took place in the very first round and the last evaluations, clearly visible changes in quality can be observed. All employees have demonstrably improved and can perform their work alone and responsibly. For the company, a workforce that is loyal, committed and willing to develop is worth every single investment.
By using the appropriate evaluation tools, surprisingly good results were achieved. Based on the proposals, these values can be maximized in the following projects.
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