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INTRODUCTION
This report aim at assessing the vehicles obtainable in meeting the development needs of the individual at Tesco. To achieve this,
This report aim to identify personal development needs and expectations of employee in Tesco.
Tesco is a multinational grocery store formed by Jack Cohen in 1919. The name was formed when Cohen bought a consignment of Tea from Thomas Edward Stockwell.  He used the initials of the supplier’s name (TES) and the first two letters of his surname (CO) forming TESCO. In 1924, the first store was opened in London. From there onward Tesco has enlarged by opening new stores, giving retail services and they have fashioned themselves according to customer’s requirement.
Part of Tesco’s responsibility is to grow their employees. They have vehicles which help to identify development needs.
Tesco has helped in making good programme with present plan which have provided satisfying development in times of challenges. Tesco provides two types of training: on-the-job training and off-the- job training.
On-the-job Training: 
This kind of training can be out by Shadowing, Coaching and Mentoring.
· Shadowing:  This is a case where an employee already on the job teaches the newly employed how the job is done. 
· Coaching:  In this case, a manager or a particular colleague is assigned to help the trainee work along issues and motivate them to proffer solutions
· Mentoring:  This is where a more seasoned employee is an advisor.
· Job Rotation:  This is where a trainee has the privilege of covering a targeted position by having total influence on an interim basis.
Off-the-Job Training: These are external courses carried out by professional training organisations or by qualified Tesco employee.


 STRUCTURED TRAINING PROGRAM FOR TESCO
Structured training means the approach and styles which have been engaged successfully to grow seasoned skills and improved employee’s proficiency to carry out the job better. The principal focal point of structured training is to attain the objective of the job in terms of organisation dividend and growth. The regular feedback performance is avail to maintain the straight forward task focus. To attain the gains of structured training, the employee must be put into consideration with mandatory circumstances set up to assist an organised series of tasks execution.
The structured training is an implied system to enhance the organisation by allowing standard service to consumers and to give training to employee to execute every organisation important activities in a professional way. To a great extend due to training; the efficiency of employees has increased. Employees have been able to handle situations by using the skills and capabilities obtained through training. Trained employees are organisation resources and their abilities are growing over time.

IDENTIFYING INDIVIDUAL NEEDS
Before determining the course of action on training, the observer and observee is required to be transparent about what skills or knowledge the individual actually need and where the outlay will benefit performance in the job and career opportunity. To achieve this, the principal existing or upcoming job necessities need to be assessed and determine what attitudes are required, what skills are required, and what knowledge is needed. This perspective operates both in terms of identifying the gaps as well as considering developing previous strengths.
However, training needs are recognised after positioning the goals in organisation to obtain. To enlarge and expand the organisation, there are two key objectives behind Tesco’s training program. The right individual, in the right place, at the right time is needed to obtain the objectives.
According to the American society for Training and Development, organisations are investing more than $126 billion on a yearly basis on training and development for employee (Paradise, 2007). Training is an arranged system of learning and development that enlarges the efficiency of individual, group, and organisation (Goldstein and Ford, 2002).
Based on the organisation’s targets to obtained, there is a specific demand to recognise the analytic activities and to execute well in such activities in store and non store employees want distinct skills capabilities. The employee with extensive scope of skills are more adaptable and too many productive for organisational growth. 
To accomplish the needs of various consumers in recent opened stores in new environment, need comprehensive understanding of the customer profile in that environment to choose the stock. The training process aids employees to carry out their task productively based on the right skills, understanding, knowledge and resources.
 Employees recognise gaps between their skills and knowledge before beginning the process of training and development.

TESCO METHOD OF DEVELOPING ITS EMPLOYEES 
· Development Method Analysis: Tesco holds its employees development as a shared responsibility though the employee is mainly responsible for their development. The employee is responsible for recognising and growing their development: going to workshops and development days, gathering proof of attainment: and using any feedback collected to enhance their execution and evaluate their development plans. The manager assists to gather the employee personal development plan, coach and protect the employee, analyse and observe the employee’s performance consistently and furnish feedback.
The personal Development program supplied by Tesco assists to enhance the skills and abilities of employees. In the case programs on development, the organisation produces employee who are high yielding, valuable and more pragmatic business improvement. To enhance the motivation of employee, the program on development plays a vital role.  Employee seems to be more efficient to carry out their tasks after having gone through the development process with many skills and substantial responsibilities.
Nonetheless, the Tesco’s employees training programs is however productive and bringing good outcome, still there are some downsides which are required to be put into consideration. Immense money is being spent on employees training programs to make them be at their best for the organisation’s growth. To centre on particular market has become tough as a result of ceaseless expansion in geographical increase. Tesco has uncovered to macroeconomic hardship in some markets. The development
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UNDERSTANDING INDIVIDUAL DEVELOPMENT NEEDS
For training and development to be effective, it should not follow a ‘’ one size fits all’’ approach. Instead the training each individual need should be understood, so that the appropriate training required would be delivered to the right individuals at the right time. Doing this increases performance, resources, saves time and money. Going with this approach, employees will notice they are more empowered, thereby be able to connect what they have learnt to their individual objectives. This enhances employee’s morale and well being.
Obviously some training needs will be general and will be applicable to several individuals. 

HOW TO DEVELOP PEOPLE IN ORGANISATION
According to the American Society for Training and Development Strategies Needs Analysis, six steps have been given that would aid understand individual’s training and development needs:
· Evaluate the job description of team members.
· Reach out with them.
· Take note of them at work.
· Collect extra data
· Examine and get ready data
· Establish action steps.
EVALUATE THE JOB DESCRIPTION OF TEAM MEMBERS
One need to reason the kind of job the team members would be carrying out. This will be done by describing their job descriptions. Their skill should be identified where they need to do tasks well.
REACH OUT WITH THEM
After evaluating the team members’ job description, the next thing to do is to meet with the team members’ face- to-face. One’s objective is to have an extensive discussion about the type of training and development they believe would need to work effectively and grow their job. The use of emotional intelligence as well as good questioning method and active listening to convey with respect and responsiveness.
The following question should be asked to have a good understanding of the individual’s training needs:
1. What is the most frustrating job role?
2. What are the challenges faced daily.
3. What skills or extra training that would help to work effectively or productively?
4.  What scope of role, or the organisation, need to be known more.
TAKE NOTE OF THEM AT WORK
The next step is to watch how the team members are attending to key tasks. For example, could they be quicker with essential tasks, or are they delaying on project? This may suggest that they are not certain in their capabilities or not adequately trained in essential skills scope.

COLLECT EXTRA DATA
A lot can be learnt from others working directly with the individual to be assessed, when data collection are used sensibly. The individual could be internal or external clients, former bosses or even former colleagues. The following should be considered when collecting data from these sources: 
· Abstain from generalising things. Individuals should ask to give coherent and precise examples when making comments. 
· People’s culture should be respected in such a way that it does not infringe on them.
EXAMINE AND GET DATA READY
Information gathered in the four steps above should be closely looked on. That is: what trends are seen? What skills do the team members say they need? Are there any gaps in skill?  In this case the objective is to collate the most important information, so that a training plan for every team member is created.
ESTABLISH ACTION STEPS.
At this stage, a good idea of the training and development each individual in the team needs. Lastly, the decision on how to bring it to reality is considered. Many training and development alternatives are considered. Such as :
· Instructor lead training 
· Active training 
· Cross training
· On the job training
· Mentoring/ Coaching

HOW TO IDENTIFY EMPLOYEE TRAINING AND DEVELOPMENT NEEDS
Constant training and development for every employee should be an essential aspect of an organisation culture. 
Training is important and good for all employees. It aids to keep one ahead of competitors by staying up with the newest development in the sector. It is good for employee retention. Also it enhances job satisfaction which is a main benefactor to the well being of an employee. 
Organisation should offer to employees the sort of training that is really going to make clear difference, and not just give a training and development for the fun of it.
Below are some ways one can discover and fill up skills gap in an organisation
· UNDERSTANDING EMPLOYEE TRAINING AND DEVELOPMENT
It should be understood that all training provided to employees drops down into one of the three classes: job training, industrial training and personal development.
Job Training: This is the kind of training that assists employees do their work better. This could be sales training or safety training for warehouse employee.
Industrial Training: This might include assisting employees to get up rush on new products, equipments or processes.
Personal Development: This involves training the employee behind the role. This can include leadership skill training, emotional intelligence training and every other training that can make an employee more flexible.
However, it is not all employees that will need every kind of training.
· TALK TO YOUR EMPLOYEES
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Sourced From: https://www.e-days.com [Accessed: 28/08/20]
Talking is always good. Knowing the kind of training employee need can only be achieved by asking. This can done scheduling a friendly talk with every staff of a team. It should be made clear to employees that it is not a review on performance rather ask them if there is any where they are lacking in their job role. They should be asked if they have anything to say about the present training programs and ask if it assist their goals.
All the same, feedback should be collected from supervisors and managers about the staff they oversee. The feedback will productively help the kind of training the employees want.
· SET CLEAR EXPECTATIONS AND GOAL
For all employees in an organisation, a clear responsibilities, expectations and goal are set, making it easy to know everyone’s performance 

· CREATE PERSONAL DEVELOPMENT PLAN
Producing a personal development plan is an important aspect of job satisfaction, retention of employee and employee engagement. Creating an employee person development plan for all employees actually make them feel their success is being invested on, which will in turn infuse their best in the organisation. However personal development plan has could also aid identify the required training needed. Personal development plan should regularly be discussed with employees. Goals should be set and reviewed. When they are struggling meeting a set goal or are not meeting a targeted goal, training might be needed. 




Conclusion
The principal aims for Tesco is to make sure employees are properly trained to enable customers have reliance and can enlarge. This is the reason employees development is vital as they are the basis for their growth.
The findings give insight and comprehension of individual needs and expectations .
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