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Executive Summary

The purpose of this report is to analyse the employee’s attributes in a work environment and how managers can use modern development methods to ensure a positive, smoothly running work ethic. Managers can use theoretical models to motivate their employees and decide how promptly to improve the workforce’s operational processes. It will also supply frameworks for efficiently dealing with responsibilities and this is effective as it shows how a task can be accomplished to a high standard. By implementing the theorist’s ideas in an organisation, this will help gain productivity and recognition which will allow the business to prosper.
Development methods are vital within an organisation because they enable employers and employees to contribute together as its benefits individuals to be able to set appropriate tasks and enhance their productivity and employee engagement. This allows employees to strengthen their skills, therefore, provides incentives to complete tasks to a high standard. The investment made by a business enterprise in development shows that employees are valued, which creates a supportive workplace for employees.
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Introduction

Motivation is an inspiring process that motivates team members to effectively accomplish their tasks to give their loyalty to the group, perform the tasks they have accepted properly, and generally play an effective role in the group's work According to Chartered Management Institute (2014), Wellington (2017), Adair (2014), Armstrong (2014), Gill (2015) and CIPD (2018). 
Employee engagement is first a construct of an individual level and then a construct of an organizational level. According to Gill (2015), CMI (2014), Wellington (2017), Adair (2014) and Armstrong (2014) it is mainly the managers who must liaise between the needs for individual and organizational engagement. In their studies, Kahn (1990) gave the result that individual level engagement can yield positive results in terms of monetary benefits, productivity and profitability and higher commitment for both individuals and organizations.
Furthermore, performance management is a set of activities that ensure effective and efficient fulfilment of goals. Wellington (2017), Gill (2015), Adair (2014), Armstrong (2014) and CIPD (2018) states that it can focus on an organization's performance, an employee, a department, or the task management processes in place. Additionally, standards are generally organised and disseminated by senior leadership and task owners at an organization.
Additionally, Individual benefits are a tool to make team feel appreciated, valued and loyal. Wellington (2017), Adair (2014), Yong et al (2013), Hayday (2019), Rampton (2017), Baumeister (2018) et al, and Armstrong (2014) suggest that employees want to work for an organization that makes them feel safe and satisfied from retirement savings to health benefits to flexible schedules. To attract and retain excellent people to represent the organization, consider the types of benefits that employees really value. Then look for cost - effective ways to deliver the most important benefits to employees.
The purpose of producing a personal development plan is to document a personal reflection procedure, self-analysis, and evaluation of honest strengths and weaknesses. According to Grohnert et al (2013) and Greenan (2016) this should allow evaluation of the value of the training received in management and leadership and consideration of the development of future leadership.








Main Findings
Motivation

Motivation is the formation of work environments and incentives that empower people to function at the foremost of their ability. According to The Chartered Management Institute (2014), Wellington (2017), Adair (2014), Armstrong (2014), Gill (2015) and CIPD (2018) Motivation is aimed at engaging people in the work they are doing to achieve the best possible outcomes for individuals and organizations. Vroom (1964) states that motivation is founded within the individual, which influences one to completing a task. Team leaders need to motivate their team to increase productivity and that ensure employees enjoy their jobs. Many theories of motivation have been developed, enabling team leaders to motivate their teams in the workplace.
Herzberg’s two factors theory are applied in the Tesco company via comprehensive wage and benefit scheme, developing group constructing workshops and growing ways to understand desirable performance. CMI (2014) and Wellington (2017) states when recruiting managers are competitive which motivate employees to continue to stay also remain loyal.
Maslow’s Hierarchy of Needs is one of the key motivation theories that discusses meeting employees’ basic needs, including psychological wellbeing, safety, belonging and appreciation. According to Wellington (2017) and Gill (2015) managers apply variety coaching and programs that recognise differences in people by using this theory in an organisation. Safety issues are regulated by law; however, it provides the morale of employees when managers make greater efforts to appear on topics such as desk ergonomics. According to Tesco PLC (2019) Tesco managers restrict the use of authoritarian procedures in employees that invoke fear and employees are respected in everyday tasks by co-workers and managers. In addition, employees are also able to develop a personal success action plan.
Frederick Herzberg and Abraham Maslow, both theorists contributed significantly to knowledge of worker and job motivation as a main factor of organisational behaviour and management by using ability of incorporating the thought of necessity into the work environment according to Gill (2015), Adair (2014) and Wellington (2017). Therefore, it is important to understand the fact that many of the defining motivational procedures that managers are currently using have a strong relationship with these theories. However, the two theories are different in terms of content, purpose and application.
Employee Engagement
Employee engagement is most frequently defined as emotional and conceptual commitment with the organisation or as the voluntary effort that employees have demonstrated in their work. According to Gill (2015), CMI (2014), Wellington (2017), Adair (2014), Armstrong (2014). Employee engagement is the completeness to which people willingly contribute their mandatory effort within an organisation and exceed the workplace expectations. They are keen and willing to do more than they must deliver of their best, displaying inventiveness, and the usage of their initiative. 
William Kahn's (1990) employee engagement theory describes employee engagement as a theory that focuses on how work shapes the method of people presenting and absenting during task performances. Wellington (2017), Gill (2015), Adair (2014), CIPD (2018) and Armstrong (2014) states that employee engagement is a flow concept which is experienced by individuals when they act with full involvement. Little conscious control is needed for their actions when people are in flow state of mind. According to Wintemute (2018) Empirical research on employee engagement has focused on the link between a notion and customer satisfaction and financial success of the organisation. Employee engagement can lead to greater enthusiasm and team effort which makes a sociable place of work. to contribute to the success of the company, additionally employee commitment presents a sense of belonging to the company. Higher motivation contributes to success of the organisation and creates a sense of an individual's identity within the company. 
According to Herzberg's employee management can bring trust and integrity to the manager in an employee. Wellington (2017), Gill (2015) and CIPD (2018) suggests it can bring the employee's mental stimulation for the type of work that the manager has assigned, and managers can work to motivate employees to create opportunities for their own career growth. Moreover, managers can have a significant impact on the level of engagement of employees through increased job involvement and free decision making and friendly workplace coordination.
Performance Management
Performance management has been recognised as a system that generates context for the ongoing monitoring and measurement of individual employee activities within a company. According to Wellington (2017), Gill (2015), Adair (2014), Armstrong (2014) and CIPD (2018) it also measures the performance of the whole organisation in order to achieve organisational goals effectively.
Expectancy theory is a key theory highlighting the performance management concept. According to Vroom (1965) the function of individuals in a specific way is therefore motivated by the beneficial outcome of such behaviour. Wellington (2017) and Gill (2015) states individual overall performance usually be describe with organizational expectations for identified goals to be achieved in the future. It is their expectation that motivates individuals to behave in a significant way above other behaviour.
The theory of expectancy is applied in nearly all kinds of organisations for example Tesco company. According to Wellington (2017) and Gill (2015) this is mainly used to screen worker performance in all factors of the employment relationship. application of expectancy theory is considered as an organisational technique, for example recruitment and decision of personnel for a specific job. Additionally, it is used to analyse the results of organisational training and performance assessment of employees in accordance to organisational goals.
When theory of expectancy put to practice in performance management system, it looks at present day performance and focuses on motivating the employee to function better. According to Wellington (2017), Gill (2015) and Armstrong (2014) and Vito et at (2016) it is therefore vital that employees understand their assessment procedure to observe their ability to perform a task. As a result, performance assessment is one of the main factors that focuses on employee assessment and further development.
Different organisations use the performance management system and has a core component called the performance assessment system. According to Wellington (2017), Dyer (2018) and Jillian et al (2014) it relates to a structural and formal interaction-based system that regularly manages the interaction between a supervisor and the employees. It also focuses on the performance of the employees within a workplace which is then discussed with the manger and the rewards they may get for good contribution. Performance management system concentrates of finding the strengths and weaknesses of an employee and then finding the relevant opportunities to help the employees to improve their skills and knowledge. 

Individual benefits

1.1 Productiveness
An individual’s productiveness will affect their attitude and commitment and will be influenced by their supervisors and other individuals. According to Wellington (2017), Adair (2014), Dyer (2018)  and Armstrong (2014) the benefits of an individual being productive will mean that they are more likely to be influenced to have fewer absences from work and deliver a high-quality level of performance as they will generally put more effort into the task they are given. It also means that they are more inclined to work harder when a workplaces demands are higher and loyal to their organisation which means that staff turnover will be low and employee satisfaction will be increased, leading towards a significant growth for the company. As well as this an individual’s motivation can lead to increased pay rises and promotions which will additionally improve their productivity.
1.2 Motivation
Motivation of employees is necessary because it enables management to achieve the company's goals and objectives. Gill (2015), Wellington (2017), Dritan et al (2015) and Yong et al (2013) states motivated employees can lead to increased productivity and higher output levels can be achieved by an organization. The advantages of motivated employees are that they will put their best efforts into the tasks assigned to them when they are motivated to work. Employee satisfaction is essential for each business as it can guide to high quality increase for the business. Motivation may facilitate the achievement of an employee's personal goals and facilitate an individual's self - development. Once that employee has met some preliminary goals, they realise the clear connection between effort and outcomes, which will encourage them to proceed higher.
1.3 Promotion
One of the most vital benefits of employee promotion is that it helps to understand and acknowledge the overall performance and challenging work of employees which makes them feel valued.  Hayday (2019), Wellington (2017) and Gill (2015) suggest when an employee’s efforts are valued, then they tend to work harder and try to enhance their performance, in addition it benefits the business.  Additionally, a promotion enhances employees’ ambition and boosts their passion to fulfil their desires as well as the organisation's goals.
1.4 Salary Increase
Pay rise is a quantifiable way to convey a high performance or a well-done job to an employee praise. According to Maslow connecting pay rise incentives to performance assessments gives an employer with a clear skill to reveal to employee that organisation values high productiveness and is inclined to reward employees for that effort. According to Rampton (2017), Jillian et al (2014) and Wellington (2017) this increases the workforce morale and can even result in increased productivity as employees feel a sense of loyalty to the organisation as it indicates loyalty to the employees because a manager-employee relationship is built.  

1.5 Self esteem
Referring to Maslow’s’ theory, Esteem Needs refer to the need for self-esteem and respect, with self-respect being barely greater essential than gaining recognition and admiration from others. Baumeister et al (2018), Dyer (2018) and Wellington (2017) states managers want to account for the esteem needs of their employee by way of imparting praise and recognition when the employee does well a providing promotion and extra duty to reflect their trust to show that they are a valued employee. 
1.6 Better at Job
Improving an individual’s work ethic at their current position can lead to many positive impacts on work life such as a raise, promotion and increased efficiency, as well as this it is important to note that knowing how well an individual is performing at work can increase confidence. According to Wellington (2017), Jillian et al (2014) and Pang et al (2019) Maslow’s theory suggests, with the help of motivational tactics like feedback and support, training and development programs can establish a healthy and enjoyable environment at the workplace. 
1.7 Happy in workplace
A happy employee can be satisfied and feel a sense of accomplishment in their work. According to Sirisunhirun et al (2015) and Wellington (2017) Herzberg’s theory states they are more likely to appreciate themselves and what they do as well as find a sense of accomplishment from their work. What they do will begin to feel important and meaningful whilst also reducing stress which helps to increase productivity in work. 
For organisational success, employee happiness is a vital factor needed. According to Herzberg organisations that recognise this and make effort to enhance employee happiness with the workplace will see the many benefits that come from doing so. Kumar et al (2015), Dyer (2018) and Wellington (2017) suggests it is important to know that people need to understand their personal growth and how to move forward in a way which keeps them engaged and productive. 
in relation to this Fedrick Herzberg’s states that when a person is feeling happy and positive, they function a lot more efficiently. Young (2017) and Wellington (2017) states they can deal with problems better and their creativity within increases. They are also able to work more collaboratively with their peers. As a result, it benefits the organisation as employee productivity increases which can lead to greater profits. 





Organisational benefits 

2.2 Competitiveness
A competitive workplace may want to include incentives such as bonuses and awards, or it should be about standing out as a follow-up promotion. Jamil (2019), Tallman et al (2018) and Herciu (2015) states good business leaders either way maintain a pulse on the office's competitive dynamics to exploit the benefits and mitigate the negative effects. It is important for organisations to improve their competitive position in a specific location in which competition for business is high. This is to obtain a competitive advantage over other companies and organisations. Knowing the strengths and weakness of the opposing competition can allow businesses to asses and improve their own services and products, allowing them to become more favourable with the public. The more competitive a business is, the higher the change of a greater customer satisfaction rate. 
Competitiveness within a company improves the quality of work, a competitive environment fuels productivity and creativity. According to Mester et al (2014), Bedanand (2014) and Mojtaba et al (2017) it encourages employees to work towards an end goal in which they are motivated to push boundaries and experiment with solutions and problems. It provides an efficient work ethic and therefore business leaders must give their employees adequate freedom to use their instincts to resolve problems effectively and to take advantage of a competitive workplace.
2.3 Efficiency 
Efficiency is a very important factor which contributes towards the overall effectiveness of the organisation. According to Petro et al (2015), Tunowski (2015) and Wellington (2017) to generate organizational effectiveness and ensure sustainability, it is important for business leaders to focus their attention on ordering their workers, the way in which the company operates, the structure and the roles which are used to help maintain the organisations’s strategy. Whilst doing this it is also important to engage their employees with their jobs and with the organisation.
Scientific management of Taylor (1970) mainly looks at organisational efficiency over effectiveness in the organisation. According to Weng et al (2016), Holbeche (2018), Bedanand (2014) and Wellington (2017) managers have the responsibility to maintain organisational efficiency by recording the labour process. Also, managers can increase the efficiency and effectiveness of the workplace by applying the factors of scientific management which can maximise the workers morale. Mangers should analyse all the factors influencing the workers and use scientific methods to arrange the production process in way that is most effective in maximising organisational efficiency. 
2.4 Better Reputation
The reputation of a business is essential to its success as the trust and confidence of the customers can have a positive impact on the workplace. Van (2017) and Mia et al (2018) states a business is more likely to achieve their goals more easily if it has a good reputation among its stakeholders, especially its largest customers. Also, if a company can manage its reputation well and how they are perceived, customers will more likely be attracted to them as be opposed to other businesses. A good reputation will result in customers trusting the business as well as increasing loyalty and it is also an advantage for employee recruitment and development. Customers will spread their positive experiences with the company, and this will help an organization build their reputation with others by increasing customer base.
2.5 Profits
Making profit is very important for a business if they want to expand their operations. According to Shafi et al (2018) and Dyer (2018) earning a profit allows an organisation to open in other business locations, join with larger companies, target a variety of other markets and expand to other countries. Also, a continuous profit is good advantage as it increases the possibilities of investments. 
Additionally, Peter Ducker’s management theory explains how a profit can allow an organisation to work with an employee friendly approach in relation to strong compensation and resource provision as well as developing a sense of security in the workers. Dyer (2018), Jillian et al (2014) and Mandojana et al (2016) states a profit also has the advantage of earning money for its owners. They can generate income from a range of business activities such as the sale of many products or services. Managers of a profit-making business also generally have more control over the business and their investment decisions made, to help the company grow and earn money. 

Personal Development Plan
Personal Development Plan is a process which allows an individual to consider and plan academic and career development. According to Grohnert et al (2013) and Greenan (2016) the lower management of a hotel manager will be required five numbers of different skills.
 
Personal Development Plan

Name:	Fulmodina Hannan								Date: 10th April 2019

	Objectives
What do I want to be able to do
or do better?	Success criteria
How will I recognise success?
How will I review and measure my improvement?	Actions
What methods will I use to achieve my learning objectives?
	Implementation
How will I practise and apply what I learn?
	At present the researcher studying B.A management leadership degree. (Greenan, 2016 and Doyle, 2019).		With the Cert He BA degree  	the researcher will be carrying out a Hotel Manager’s role. (Target Job, 2019)		Will need to attend the course regularly	to achieve a certificate and degree 	management and leadership.	(Greenan, 2016 and Doyle, 2019).		The degree I achieve will help towards my job as a hotel manager. (Target Job, 2019).	
	Transferable skills							Will have to assess the skill, set targets	And need to be motivated to do the	Tasks effectively. (Greenan, 2016).		Through prioritisation of tasks and time	management will help to perform full	potential and excel in achieving goals.	(Target Job, 2019) and Wellington, 2017)			Employers in a potential employee	seek this skill and by having it will	help towards my job. (Target Job, 2019).
	Adaptive skills					Monitoring the effectiveness of	intervention and through designing	implementing skills. (Greenan, 2016	and Wellington, 2017),		expectations for learning will clearly	stated, and frequent assessment	processes help identify progress toward	meeting the outcomes. (Greenan,2016	and Doyle, 2019).			Having this skill will help to work	without boundaries and be open to finding	various and unexpected solutions to	workplace problems and challenges.	(Wellington, 2017 and Doyle, 2019).
	Communication skills					Will need measure the progress of task 	to ascertain whether communicating	effectively. This skill is very	important when dealing with customers	and clients. (Target Job, 2019 and	Doyle, 2019)			Ensure to make plans throughout 	learning and create objectives which 	will help stay on task and focused to 	achieve set goals. (Doyle, 2019).		Communication skills is vital within	workplace as this can assist to carry on	and communicate effectively within	the workforce. (Target Job, 2019).		
	Team working Skills									Listen and try to understand the task as	well as members of the group as being	involved in the new effort. Have self 	confidence and have faith of others. 	Know that leading and following are	both imperative elements of high	Quality teamwork. (Target Job, 2019	and Doyle 2019).			Will need to actively listen to team	members, provide feedback and create	an environment where people can	speak comfortably. (Doyle, 2019,	Target Job, 2019 and Wellington, 2017).		Teamwork skills will help to build workplace	morale, be productive, improve profits, solve	problems more easily, and work together to	create a creative solution. (Target Job, 2019	and Wellington 2017).			
	     5. Presentation Skills		Will need to practise more, get well	prepared, relaxed and feel confident	that the overall performance will have	the desired effects on the audience.	(Doyle, 2019 and Greenan, 2019).		when presenting will need feel relaxed	and comfortable speaking in front of	others. Will have to improve on this	skill through presentation and have	to progress through it. (Target Job,	2019).		Company management can appreciate	presentation skills and it can easily catapult	the researcher’s future career. (Greenan,	2019).













Conclusion 

In a workplace, development methods, such as motivation, employee engagement and performance management are vital for the organisation and employee benefits. According to Wellington (2017), Dritan et al (2015) and Dyer (2018) it brings things such as profit, productivity and many more. It also brings crucial characteristics which help develop a happy and creative work force therefore enables a suitable work regime. By applying these work methods, managers can work cooperatively along side employees to give them a sort of work ethic and moral.
Employees can benefit as well as managers by working out of there comfort zone which allows them to receive luxuries and substantial rewards. According to Adair (2014), Dyer (2018) and Armstrong (2014) This helps because it brings productiveness to the organisation and leads a happy work force and allows a type of work ethic, in this case a productive one.
By creating a personal development plan, according to Grohnert et al (2013) and Greenan (2016) it helps assist an individual develop into their career and guides them to accomplish work targets and meet success criteria with high standards, which also allows them to aim higher each time to progress through each objective.
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[bookmark: _Toc5223215]Appendix

Motivation
Motivation is the factor that influences people to behave in certain ways which requires a goal and taking action. According to Armstrong (2011) and Wellington (2017) it requires an individual to be aware of a need or desire which energies them and gets their attention in satisfying this need. 
Frederick Herzberg developed the Two-Factor theory of motivation in 1959. Chartered Management and Institute (2013) and Wellington (2017) states according to Herzberg’s theory there are two factors that play a vital role in the improvement of satisfaction of an employee within the workplace. They are known as the hygiene and motivator factor. Hygiene factors are aspects to avoid unpleasantness while working but do not guarantee satisfaction. Meanwhile, motivator factors will lead to personal growth as well as job satisfaction.  Herzberg also states that to truly motivate an employee a business needs to create conditions that make their employee feel fulfilled in the workplace.
According to Wellington (2017) Herzberg’s believe that organisation motivate their employees through some methods which are:
Job enrichment – was an extension of Herzberg’s hygiene motivational theory. He saw it as a continuous management function that involved embracing motivators in job design and giving responsibility and accountability. He also suggested giving a specific task to enable them to become expert in that field plus occasionally introducing new and more difficult tasks for self-development purpose. Motivator factors can be used to achieve higher levels of satisfaction with a job.
Job enlargement – employees should be given a wide range of tasks to undertake as it should make it more enjoyable and interesting.
Empowerment – giving employees more power to make decision of their own over their workload.
According to CIM (2013) although Herzberg’s theory is not highly regarded by some psychologists, managers have found in its useful guidelines for action. It is a basic theory which is easy to understand and can be applied to all types of organisation. Furthermore, it appears to support the position and influence of management. 
Herzberg’s theory also provides support for principles that will help employees manage their personal lives. That is, money and materialistic pursuits will not buy long-term happiness. According to Sachau (2017) lowering hygiene expectations may simplify one's life. Finally, long-term happiness can only be found in opportunities for psychological growth.
The key advantage of Herzberg’s theory of motivation is that it lays emphasis on motivation coming from within the employees themselves rather than focusing on other external factors. According to Parikh (2017) by adopting this theory ensures that on the part of the company it can improve its working environment and conditions so that employees feel motivated to work hard which in the long term will benefit the company as a whole. Another benefit is that money is treated as secondary because factors like the job promotion, recognition, relationships between employees are considered to be motivating factors rather than money. Herzberg theory brings a change by measuring employee satisfaction not in terms of money but through other equally important factors.
The disadvantage of Herzberg theory is that different people have different meaning when it comes to job satisfaction. For example, some people may like flexible working hours whereas for others it may not be suitable. According to Parikh (2017) some people like to have more salary as against promotions and power while some give more weight to power and promotions as compared to money. Likewise, young people have different perception while old people have a different understanding when it comes to salary, additional benefit, promotion and so on.
Definition of Performance Management
Performance management is the process of creating a work environment or setting in which people are enabled to perform to the best of their abilities. According to CIPD (2018) and Wellington (2017) it is the main vehicle by which managers communicate what is required from employees and give feedback on how well they are achieving job goals. It brings together many of the elements that make up the practice of people management, including in particular learning and development. Performance management establishes shared understanding of what is to be achieved and provides an approach to leading and developing people that will ensure it is achieved; as such it is an essential element of role and will support relationship with individuals within the team.
Performance Management system applied at Tesco
[bookmark: _Hlk2708599]The performance management system of Tesco is a means of ensuring that employees meet business goals and objectives. According to Tesco PLC (2018) and CIPD (2018) for the company, it is a strategic tool that helps to focus on employees and organisation. Tesco's management believes a company may have a world - class performance management system in place, but the system is just as effective as the managers implementing it. Tesco's performance management is an all - inclusive process that encompasses the strategic goal of the organisation and the performance and skills objectives of individuals and groups .Once these critical factors are defined, the next procedure is how to synchronize the organization's goal with the management of human resources where all the entitlements, rewards and other criteria are embedded for the success of the organizations in achieving their goal. One must be seriously considered in the process of implementing performance management is an "integrated training facility" that provides essential training based on the status and responsibilities of the employee to achieve the goal of performance management.
According to Tesco PLC (2018) there are six performance management system components available for Tesco. These components can be dealt with as follow:
1. The performance planning component which is the performance management system's first step and most important component.
2. Performance appraisal and review that happens between managers and employees.
3. Feedback mechanism on employee performance. The managers and supervisors provide feedback.
4. Component of the pay and reward system that focuses on related performance plan, bonuses, annual compensation, rewards and benefits.
5. Employee performance enhancement plans that include mentoring, coaching and training needs.
6. Future or potential employee appraisal that includes employee promotion and future growth plan.
[bookmark: _Hlk2711514]According to Tesco PLC (2018) and CIPD (2018) the impact of the performance management system was positive and emerged as a critical business function with a high impact for Tesco. The employees can work with a high degree of motivation and productivity with an established performance management system. It has helped employees to define their goals and work towards achieving those goals. The performance management system's impact is also positive for the organisation. Tesco has been able to manage its employees well with the established performance management system. According to CPID (2018) that both the organization and the staff have positive vibrations for the performance management system, and this impact is expected to remain positive for Tesco and its staff.
Performance Management system applied at Police Authorities
[bookmark: _Hlk2698559]Police authorities have a role in the overall performance management of force activity, and they are the main stakeholders in police performance management according to Library Collage Police (2018). The police authority also has a key role in appointing chief officers and is also involved in the appraisal of the chief officer. These activities are also linked to the role of the authority in the management of force performance.
Many forces have made significant progress over recent years in establishing performance management structures and processes and developing a performance focused culture. According to CIPD (2018) the chief officer leads the internal performance management arrangements of the force and is central to the performance management of the force along with the rest of the command team.
To be able to manage force performance effectively, authorities have access to adequate professional resources and expertise to provide members with the advice they need. According to CIPD (2018) authorities plan out what performance management resources they need and consider the number and type of performance management officers the authority employs or has access to, the type of support they provide, and the member profile.
[bookmark: _Hlk2633170]According to Spottiswoode (2018) it is recommended that authorities regularly review the level of resources and expertise they can access for advice and support on performance management. This does not necessarily mean that an authority needs a large team of officers, but it does need to be sure that it has the necessary expertise available to advise and support members on performance management. This is particularly relevant when it comes to the formation of strategic police authorities: strategic authorities ensure that adequate officer resources are included in performance management issues when considering the overall resources needed for each new authority.
According to Spottiswoode (2018) and Lugwig et al (2017) the type of support for performance management considered by the authorities when reviewing the resources is included in the following:
1. A range of expert teams supporting the different authority functions, in addition to the authority’s executive team (i.e. chief executive, treasurer, monitoring officer, etc.) 
2. The equivalent of at least one full-time performance officer/adviser, or a team of officers/performance experts.
3. Access to independent analysis of force, possibly producing the main performance report internally, providing additional information in the form of newsletters, and leading independent work (“screening” projects) 
4. Provide learning and development activities for members, such as seminars and training sessions.
According to Lugwig et al (2017) the performance management has helped the police authorities by as follows:
1. The police authority:
· Is clear about what their role is, and what they mean by "holding accountability" and
· securing efficient and effective policing." The force shares that view of the role of the authority.
· Has informal connections with force and does not communicate with force only on a formal basis through meetings.
· Members and officers also have informal access to force members at all levels on a regular basis.
2. Members:
· Are knowledgeable about policing
· They earned respect from the chief officer who appreciates the input of the authority.
· Are confident enough to ask the chief officer and other police officers challenging questions without harming the relationship.
· Provide ideas and support that help their strength tackle performance issues from their wider involvement in community and public services.
3. The force:
· The chief officer and other nominated officers attend the performance committee and any other meetings they are invited to attend.
· The role of the authority in performance management is clearly communicated to the chief executive team. Force members understand and support the remit of the authority.
4. The force and the police authority:
· At high - profile events and press conferences, the chief officer and the police authority chair appear together in public.
· There is a two - way relationship with the force.
· The force may ask the authority why it is interested in exploring a particular issue and the authority is prepared to explain its interest to ensure that force and authority time are used in the most productive manner.
The process of performance management has helped build trust, confidence and respect between authority and force. Both sides have accepted the integrity of the resulting targets.



[bookmark: _Hlk3829967]How have changes in customer expectations affected Tesco and their need to train staff?
[bookmark: _Hlk3828691]With customer demands increasing and technology and the internet becoming more involved in the day to day lives of a customer, expectations are increasing such as click and collect and online shopping. As a result, customer expectations have affected Tesco as they have now introduced a variety of different services such as online shopping, insurance plan services, airtime, telephone equipment, electrical goods and banking according to Tesco PLC (2018) and Business Teacher (2019). This increases customer satisfaction as they are able to purchase all their desired items and products in one place at their own convenience. As Tesco expand and diversify it is important that the right workers are employed in order to keep up with the demands of the store. The workers will need to be trained in the different areas of work such as the internet and it is important that the staff are trained to regularly keep up with the relevant skills required for the job. 
Moreover, as Tesco open new stores in a variety of areas and new locations it is important to recognise and adapt to the different demands made by the customers in that specific area. To further explain Tesco would need to sell products that have a high demand in highly populated areas in order to meet the requirements of the customers compared to a low demand of a product according to Tesco PLC (2018) and Business Teacher (2019). 
The training process insures that employees are capable of using a wide range of skills and flexibility in order to carry out their roles effectively relying on correct knowledge skills and understanding required. This to ensure that the demands of customers are seen to and that they are happy with the service they are receiving and that there is an increase in business growth according to Tesco PLC (2018) and Business Teacher (2019).
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