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[bookmark: _Toc55343237]1. Introduction
Large organisations have a large number of employees and it is important to develop a relationship between the employees and how the employees are motivated to be committed to their assigned tasks. There are certain elements that an organisation uses to achieve its targets. This report will be discussing and assessing critically three main elements that are vital for the achievement of the set goals. To fulfil the aims and objectives of the organisation all the employees need to be trained so that their skills can be developed. These developments will collectively result in organisational development. This development does not only help the organisation there is also an increase in the reward for employees. It is also important to consider what factors motivate the employee to do more and stay committed to the works of their organisation. 

COMPONENT ONE
[bookmark: _Toc55343238]2. Part 2
[bookmark: _Toc52120427][bookmark: _Toc55343239]2.1 Tesco
Tesco was established back in 1919. It is the oldest and the longest-running chain. The operations of Tesco were limited to the United Kingdom only till 1993. From 1994 and onwards, Tesco started to expand its operations in the foreign regions. Tesco is now found globally (Rosnizam, 2020). 
[bookmark: _Toc52120428][bookmark: _Toc55343240]2.2 Importance of Training and Growth
Training and growth are taken as two varied notions. Training is considered as the process of enabling the staff to take responsibilities and perform according to the set standards. Whereas, development is contemplated as an action of mounting skills and capabilities that are required to fulfil responsibilities and performing more challenging roles and tasks in an organisation (Mulang, 2015).
Human resource is an important asset of an organisation. It is a useful resource to hire and manage other resources. Training and development are taken as a premeditated course of action that an organisation plans to enhance knowledge, abilities and capabilities and make them competitive enough for the organisation. This program enables human resource of the organisation to perform the task as per the expectations which lead to achieving the aim and objective set by the company (Frost, 2016).
[bookmark: _Toc52120429][bookmark: _Toc55343241]2.3 Training and Development in Tesco
	


Tesco’s main goal for the training and development program is to inflate and broaden horizons of their business operations. Their training programs are rooted in the vision of creating the best experience for their customers and attaining maximum satisfaction of their clients by providing them superlative feel. Moreover, they through their program to train and develop human resource they want to create a professional environment in their business (Qing, 2019).
Furthermore, the other reason for the training, as well as the development of human resource in Tesco, is prosperity and enlargement of business. According to Tesco's HR team, training and development enhance customer's satisfaction and increase professionalism in the firm. This leads to the better productivity and growth of the firm (Vu, 2016)
Customer’s contentment includes their preferences, demands, concerns, choices, their likes and dislikes etc. These expectations can be met by training the staff as per the needs that are required to be fulfilled to satisfy consumers and to meet the objectives and achieve goals of the business. The major motive of the training program is to augment the business growth and performance as well as keeping the customer's intact to the services provided (Samantara, 2015).
Moreover, Tesco has a firm belief that training and improving employee’s skills are essential for the organisation because the employee's hiring does not guarantee employee's and firm’s success. New employees sometimes are not aware of their duties and role in the organisation. Therefore, it is highly important to explain the demands of the job and expectation of the company during orientations and training programs (Evans, 2018).
[bookmark: _Toc52120430][bookmark: _Toc55343242]2.4 Training and Development Program in Tesco
[bookmark: _Toc52120431][bookmark: _Toc55343243]2.4.1 Training Programs
Tesco offers a variety of training programs that are mentioned below:
[bookmark: _Toc55343244]2.4.1.1 Introduction Training 
It lasts for one whole day. This training is to break the ice for fresh employees in the company. This training is to aware of the employees about Tesco. What is Tesco, how employees are important to the organisation? The safety measures that are necessarily taken to keep the employees safe and sound and how employees should react to the uncertain situation in the company are discussed in this training (Walsh, 2015). 
[bookmark: _Toc55343245]2.4.1.2 First Class Serves
Leaders of Tesco are of opinion that the first impression is crucial and very important to create a good experience for customers. If the first experience is good, customers will keep returning again and again. The employee needs to cultivate these skills to make sure that customers keep returning again and again. The core 5 rules that are taught in this training are related to the eye-contact, positive gestures, smile, warm welcoming and contended farewell (Zarqan, 2017).
[bookmark: _Toc55343246]2.4.1.3 Other Training
These pieces of training are given based on the need of an hour. The actual cause for the preparation is to eliminate the gap between the actual execution and the expected performance of employees at Tesco (Dillon, 2015).  
[bookmark: _Toc52120432][bookmark: _Toc55343247]2.4.2 Development Programs
These programs at Tesco involves the development and improvement of skills and abilities that are necessary for the better performance of employees and business as well as attaining the maximum level of satisfaction of employees. These skills involve core skills, team building, authority taking, decision-making, personal effectiveness etc (Mikulska, 2016). 
[bookmark: _Toc52120433][bookmark: _Toc55343248]2.5 How Training and Development Support Employee Satisfaction and Business Process During Economic Crises
Training plus development is an important part of an employee's progress and performance. During training, employees are taught to be conscious and be ready for uncertain conditions and situation. Tesco in the introduction training program teaches the employee to be ready to face uncertain threats from the internal and external environment, which enables employees to be ready and stay composed in the situation which is new to them (Coetzee, 2015).
The training and development are crucial for the business to maintain its performance in a hard time, which is important. Business performances are affective by internal and external threats. It hinders the performances of the business. Some employees are trained and are encouraged to develop skills and capabilities, which can help them face the threats wisely and become smart in their decision-making ability (Asfaw, 2015).     
These training and development programs enable the employees to face and take the decisions wisely. Due to training employee can adjust with the new patterns of business which have become remote now. Initially, the companies face lots of issues and had to undergo a serious threat but after some time, they were able to understand and react to this economical and health threat in a manner that now the performance of businesses are improving. This is because employees are trained and are told during development that changes should be adopted and embraced intelligently to reduce the negative impact on the organisation's performance. Moreover, employee satisfaction is also an important subject that should be looked over. Employees during training are told at Tesco that their safety is the concern of organisation and therefore, an employee at Tesco understands that company own them as family. This creates a feeling of being important to the company and they are ready to work for the company in any uncertain situation. 
[bookmark: _Toc55343249]2.6 Weaknesses of Training methods adopted by TESCO
Training is vital for the economic growth of an organisation which is highly desired by the organisations. However, training brings huge costs along. TESCO spends huge sums of money in all the training programs carried out all around the TESCO store in the world. As TESCO is spread all over the world it has to carry out training on an extensive level. Also, to ensure the consistency of service same trainers is hired to train staff all around which also adds travel expenses to the costs of training. Moreover, there is an increased difficulty in the training processes with time there is the geographical expansion to international levels. 
[bookmark: _Toc55343250]2.7 Training programs of other organisation sharing market with TESCO
TESCO is one of the largest supermarket chains in the world and has a lot of competition. The biggest competition to TESCO is from Sainsbury’s. Job rotation is the training method used by Sainsbury’s. This method is based on the idea that employees’ job descriptions be rotated after a certain time which means that the employees get to do more and in turn learns more from the diversified jobs assigned to the employee. Job rotation does not involve any costs as the same staff is being used to do different tasks at different times unlike the training methods adopted by TESCO which involves huge sums of money.
  

[bookmark: _Toc55343251]3. Part 4
[bookmark: _Toc52120434][bookmark: _Toc55343252]3.1 Impact of Reward on Organisational Performance
Rewards are significant factors in the organisation's performance. Rewards are crucial in developing and sustaining the steadfastness of human resources which result in expected standards of functioning and consistency in the progress of the business. Rewards are also important to identify the performance of employees expected at the job as well as to keep them motivated and excited about their work (Noor, 2018).
Rewards work as the therapy for the employees who are encouraged in the organisation to make the employee feel worthy and acknowledged and release the stress. Employers use this tactic to attain anticipated organisations performance. Employees are the ultimate asset that makes the organisation able to attain the expected performance and increase the productivity of the organisation (Foss, 2015).   
Rewards amplify the intensity of competence and execution of a task by employees which results in the prosperity and increase in progress of the organisation (Ghosh, 2016).
Rewards are also a method of retention as it enables the organisation to make the employee feel an important asset to the business. Retention of the employee is an important factor to maintain and sustain the performance of employees.  
[bookmark: _Toc55343253]3.1.1 Tower Perrin Total Reward Model
This is a four blocked model where the upper boxes are based on monetary rewards named as pay and benefits. Moreover, the lower two boxes are based on non-monetary rewards named as relational and intangible non-financial rewards. The first two elements are highly important for any organisation as no employee works for an organisation if there are no financial rewards attached to the employment and their retention in the organisation. The lower two boxes are there to further empower the upper boxes and add value to the organisation’s employment structure. The reward model is based on the idea of combining transactional rewards with relational rewards to enhance the performance of the employees. TESCO has a Clubcard program which can fit into the lower boxes and there are financial rewards. Therefore, it can be said that the system is followed by TESCO.
[bookmark: _Toc52120435][bookmark: _Toc55343254]3.2 Impact of Rewards on the Organisational Performance of Tesco
[bookmark: _Toc55343255]3.2.1 Rewards by Tesco to its Employees
Tesco offers a variety of rewards to better the functioning of employees in the organisation and increases the profitability of the business (Massingham, 2015).
Reward programs should be efficiently integrated into an organisation because they lead to enhance the performance of the business and help it achieve the desired and set goals as well as to fulfil aims and objective of the firm (Malik, 2015)
Tesco offers numerous rewards to enhance the performance of employees as well as the organisation. Few of them are as below:
[bookmark: _Toc52120436][bookmark: _Toc55343256]3.2.1.1 Staff Housing
Over many years, Tesco has become a leading name in the grocery store chain. Its value is reflected by its slogan that states that "Every little helps." This philosophy relies on providing perks to employees and makes them feel important. Tesco initiated its program of building houses for their staff to help them get an affordable place to dwell in London. This was a part of the plan to acknowledge their employees and make them thrive to achieve the objective for business (Tanaka, 2016). 
[bookmark: _Toc52120437][bookmark: _Toc55343257]3.2.1.2 Employee Share Scheme
Tesco's reward package holds an exclusive offer to employees which put forwards a chance for employees to have a share in the company based on its "three all-employee share scheme". This program provides an opportunity for employees to invest their earnings into the share of the company and become part of the company's stakeholders. This idea was captivated to provide a sense of ownership and responsibility among employees which resulted in rising benefits for the organisation (Shields, 2015).
[bookmark: _Toc55343258]3.2.2 Impact of Rewards
As per the words of the Robert, the member of the HR team and benefits manager at Tesco states that "There's a real commitment from the board right through the business to encourage share ownership so staff are rewarded as part of the success they help create. Certainly, our recent schemes have done that. We've seen strong growth in share price and staff has done very well." (Massingham, 2015, p.2). 
The viewpoint is concerning having a durable benefits proposal that adds together worth to shell out and it is conversed to, comprehend and treasured by employees. Employees give the impression of being worth for the reason that they perform their duties for Tesco. One of the researches, a few years ago, stated that perks and benefits in the position that person should receive were not given, the cause being that the echelon of markdown or assessment they received, was not adequate. The workforce was revealing that they could find alike arrangement or offers elsewhere else too. At the present, got a much superior concentration on almost certainly making the proposition to some extent lesser, but the creation of the theme is stronger and immense worth. Placing in a proposal that cannot be simulated by someone else and will just be wasting their precious time, so it is on the subject of assembling only one of its kind offers and exclusive reward system for the employees and make them feel significant Robert added. He further explained that Tesco undergoes such unique programs and make such offers to retain, the competent employees of the organisation and make them feel important for the company. This is an important action to enhance their productivity and increase the profitability in return for the business (Massingham, 2015).
The bonus and reimbursement offered to employees have greater value and enable employees to save some money. These tactics are used to make a lucrative position for employees that attract them and develop a sense of concern in them (Shields, 2015).
There are genuine dedication and devotion from board members throughout the business process to enhance the perks and benefits of the employee as much as possible to increase the progress and growth of the business. These employees are a source of value generation for the company and the ultimate game-changers. To make them feel important and contended, rewards are crucial and should be introduced for the ultimate aim of business prosperity (Korir, 2016).
[bookmark: _Toc52120438][bookmark: _Toc55343259]3.3 Conclusion
Employees are an important asset that helps to create value for the business. To attain the desired outcomes from human resources, it is necessary to provide them with leverage in the shape of different rewards. Reward plays a vital role in creating value for the employees. It creates the sense of being important to the firm and generates trust and sense of apprehension for the company. These methods of appraising employees help the organisation to achieve its aims and objectives and attain the required organisational performance.


[bookmark: _Toc55343260]4. Part 7
[bookmark: _Toc55343261][bookmark: _Toc52120439]4.1 Motivation as a Performance Enhancement Tool
Motivation comes from the word motive; this means that the one individual has some goals or the reasoning for which the individual puts his complete effort in fulfilling whatever is assigned to them. It is highly important for an individual to stay motivated and play a role in the development of himself as well as the organisation at large. It acts as an important tool in enhancing the performance of the employees, if the employee does not have any goals or motives to achieve, they will lie low and not work to their maximum potential. There are several ways to motivate an employee; further divided into intrinsic and extrinsic factors of motivation.
[bookmark: _Toc55343262]4.2 Motivational Theories 
Several authors have worked on motivational theories. The very refined and known work is by Maslow (The pyramid of motivation theory) and Herzberg.
[bookmark: _Toc55343263]4.2.1 Maslow’s Motivational Pyramid
Maslow's hierarchy of needs is a pyramid-shaped theory which explains the needs of human beings. These levels of need vary differently as the level increases to a higher level in the pyramid. These needs according to Maslow are the motivators for a human being. This pyramid is split into 5 layers of needs. As per Maslow's hierarchy, an individual who has attained one level of the hierarchy is motivated to achieve more and this is a never-ending cycle as the last layer is achieved by a very rare minority in the entire world (Haque, Haque and Islam, 2014).
These 5 layers are split into psychological needs being at the bottom of the pyramid. Psychological needs are the very basic needs of a human being for example food and water. These needs are the bare minimum that a person needs and such needs keep the person motivated to work. If the person is extremely hungry, the only thing that he can think of is food. If the person is deprived of sleep, the only thing that person needs for peace of mind is sleep (Sevincer, Kluge and Oettingen, 2014).
Second, the hierarchy is safety. When an individual has the basic survival needs and he is psychologically stable, the next thing that person seeks to have is the safety. A safe environment is something key that a person seeks even from a very early age. These safety needs are triggered especially in emergencies for example earthquake, flood, cyclones, war, and other disastrous situations. These are the situations in which the only thing that a human being seeks to have is safety (Abulof, 2017). 
The third one is on a higher level in the hierarchy is love and belonging. For a person having the lower 2 levels of needs, it is important to love someone and be loved by the others. Loving and belonging to a social network gives a human being a feeling of belonging to this world. The health of an individual needs to have any involvement in a social group. Isolation deteriorates an individual's health. For example, an African male in the United States of America may feel isolated as they do not have many members sharing the same social group. Moreover, friendships and family are great examples under this level (Cherry, 2017). 
First three are the very basic levels of motivations, next in the hierarchy is Self-esteem. This is where the theory starts to get into the details of motivational aspects. Maslow explains the theory in two aspects one being self-confidence and the other being knowing oneself. The feeling of contribution to and recognition received for that work boosts people's self-esteem. Examples of this layer are respect, status, and freedom (Saeednia and Md Nor, 2010).
The top-level of the hierarchy is self-actualisation. This is where one aims for something that is the most that can be achieved by an individual. It is the feeling of living at the very potential which cannot be increased by the use of any means. This is a very rare case. Examples of such satisfaction of needs are Albert Einstein, Nelson Mandela, and Mother Teresa (Abulof, 2017).
TESCO has an implementation of these layers on a different level in its organisational structure. This is due to the reason that the employees need to be motivated to their maximum level. An organisation is only able to achieve its goals of development, growth and profit maximisation. Also, there are different factors which motivate the employees working at different levels as identified by Maslow’s theory and practically implemented by TESCO. 
[bookmark: _Toc55343264]4.2.1 Herzberg’s Theory
Another theory that is there and sufficiently implemented in the corporate world is that given by Frederick Herzberg in 1959. Herzberg’s theory is a two-stage theory in which one stage has been defined as satisfiers and the other stage is headed as a hygiene factor. Hygiene factors are extremely important in a corporate commercial setting. These factors involve monetary rewards provided to the employees as well as the involvement of the employees in an organisation. Whereas, the satisfiers are the aspects which satisfy the employee and also, it helps the employees in realising their worth (Haque, Haque and Islam, 2014.). Few examples of satisfier factors are promotion, recognition and assignment of responsibility. TESCO uses Herzberg’s theory and uses both the factors in motivating their employees. TESCO has various categories of employees therefore, it has a wide range of responsibilities towards them. This ensures that different employees are differently motivated (Alshmemri, Shahwan-Akl and Maude, 2017). 
[bookmark: _Toc55343265]4.3 Motivation Factors for Developing Leaders for Future
Several motivating factors are necessary to be deeply studied for the development of future leaders. Leaders are the caretaker for the future of the business. The right leadership capabilities lead the organisation towards success and growth. To attain and achieve the desired outcomes it is highly important to motivate employees that can result in better leaders of tomorrow (Andriani, 2018).
The motivating factors necessary to develop leaders for the future are as follow:
[bookmark: _Toc52120440]Intrinsic Factors: The intrinsic factors are related to self-development. These factors are mostly related to personal development and upgrading of skills. The intrinsic motivation factors are further elaborated by extending it into three sub-factors that are 1) working upon a challenging and demanding roles and duties. 2) Having the liberty and autonomy of exercising the power in an organisation and last but not the least is 3) learning and development of new skills and enhancement of knowledge (Koryak, 2015). 
[bookmark: _Toc52120441]Social Motivating Factors: Social motivating factor that is associated with the development of leaders involve factors such as 1) being given their due respect and act toward an employee with esteem. 2) Working with a leader with inspiration who can train the employees to be as enthusiastic as he is. 3) Working with aspiring co-mates. These all factors are also a great deal for satisfying the social needs of employees to make them feel important and train them for future (Koryak, 2015). 
[bookmark: _Toc52120442]Career Factors: Career factor is associated with the professional development of an employee. The professional development of employee is associated with further five factors that are 1) High wages and basic salaries. 2) Employees should be paid as per their performance. The performance of employees should acknowledge in the shape of financial benefits. 3) Lucrative incentive programs should be introduced. 4) Career developing opportunities should be given to employees within the company. Promotions should be encouraged based on the performance of employees. 5) Job security and clarity is an important aspect that should be focused and continuous recognition of work should be instilling in the work environment (Bassous, 2015). 
[bookmark: _Toc52120443]Contribution Factors: The contributing factors are related to the emotional and social empathy of the employee. He believes that his or her organisation should be concern about the environment and do not involve in any activity that is harmful to himself or the environment. These factors are not crucial and not every employee is socially empathetic but some of the employees want their company to be fair and justified to the environment and would leave the organisation if it fails to act responsibly to the society. These factors involve 1) work and actions that are valuable for the progress of society and 2) showing empathy and engagement with the employees (Koryak, 2015). 
The company should consider three things important for the development of the leaders for better tomorrow. They should exert institutional efforts. That means they should act upon the factors that are the need of the employees and motivate them into these directions to provide them with their wants. Secondly, the organisation needs to have the right set of methods for talent identification. Organisations prosperity only depends on how they cultivate the leaders of tomorrow. To train the talent for a better future, it is required to know and identify the right talent. Third and last involves talent support. Once the company has identified the right talent for the job, they should support them to develop and grow in their work environment (Mayfield, 2015). 
[bookmark: _Toc52120444][bookmark: _Toc55343266]4.4 Role of Employee Motivation in Performance Enhancement at Tesco
Tesco believes that motivation or workforce is a crucial task for their development and performance enhancement. According to Tesco, the motivated employee invests more efforts and is more dedicated to achieving their task rather than an employee with no motivation and sense of achievement. Employee motivation results in inefficiency in work and reduces the time of producing greater output which also reduces the cost of new labour. Motivated employees require less supervision from their supervisor and they are well aware of their directions this lead to the superlative satisfaction of consumers (Alam, 2019).
Tesco thinks that business relies on two groups of humans. One is customer and other is the staff. They think that customer satisfaction is linked to the employee's performance. To attain the required and desired performance of employees, it is necessary to keep them involved by motivating them. According to Tesco, the workers must be kept happy and pleased continuously according to their accomplishment which keeps them motivated and reflects on their performance. Better performance of employee leads to better sustainability of the business. (Awadari, 2019)
Some of the motivational tactics and rewards offered by Tesco are adaptable working conditions, medical benefits, reduced gym association, viable salaries, discount in stores and company’s share program. 
[bookmark: _Toc55343267][bookmark: _Toc52120445]4.5 Individual Analysis of Motivational Policy
Interviewing an individual is a highly important element of judging the performance of an organisation. Not all employees can provide you with an insight into how the organisation keeps up with their motivational system. It is important to target the employees who are in the mid-level managerial positions of an organisation. For individual analysis, I interviewed one of the managers in a TESCO supermarket. 




COMPONENT TWO
[bookmark: _Toc55343268]5. Personal Development Plan
[bookmark: _Toc55343269]5.1 Profile of Individual by SWOT Analysis
Individuals make the organisation what it stands for now. If it was not for the employees’ hard work, it was never possible for any organisation to grow. Assessing individual performance is important. A very useful method of assessing individual performance is through SWOT (Strengths, Weaknesses, Opportunities and Threats) analysis (Gürel and Tat, 2017). This is a system through which an individual can assess its performance in the organisation. 
Below is the analysis provided by the manager at TESCO supermarket.
	Strengths
	Weaknesses

	· Adaptive and learning
· Predicting customer behaviour and responding in an appropriate manner
· Well educated
· Grew within the company from start
· Easy going on staff under his leadership
· Focused
	· Limited skills as a leader
· Time management issues
· Unable to multitask

	Opportunities
	Threats

	· Career advancements in the relative field
· Improvement in the skills
· Well trained and in a position to be promoted
	· Competitive
· The less monetary gain in comparison to newcomers
· Characteristics – Conventional setup oriented.


[bookmark: _Toc52120446][bookmark: _Toc55343270]5.2 Personal Development Plan
Given below is the personal development plan that is important for the development of an employee to work in the competitive environment of Tesco. The following needs help the employee to grow and develop within an organisation and become ready for action to perform his set task and achieve his personal and professional goals. 
	
	Skill
	Current Ability
	Target Ability
	Development Opportunity
	Criteria to Judge success
	Time Frame
	Evidence

	1st Priority
	Time management
	Might find it difficult when overloaded with work.
	Need to learn to be calm and think wisely to achieve timely completion of the task.
	Setting self-challenges by use of short and timely goals.
	Improvement in the time taken to fulfil tasks 
	2 months
	Performance analysis conducted in the last month.

	2nd Priority
	Resource Management
	Proper record of the resources that flow from one department to another
	Use of Technological advancements in the resource management department
	Learning the use of computer system to manage resources rather than the manual recording of resources.
	Discrepancies found in the records of the resources compared to the physical availability of the resources.
	6 months
	Minimisation in the resource discrepancies over time

	3rd Priority
	Communication skills
	The lack of self-trust and the introvert kind of an employee which creates a barrier, ineffective communication.
	Attaining confidence to communicate with higher management with greater comfort and future-oriented leader. 
	Support from co-workers, managers, leaders or any other trusted person outside the company can help to enhance the linguistic and communication skills and learn the communication tactics too.
	It depends on how much persuaded the senior management of the company is.
	3 months
	Management fulfilling the requests of the specific supermarket for which the individual is working.


[bookmark: _Toc52120447][bookmark: _Toc55343271]5.3 Conclusion
Organisational performance relies on the performance of the employees therefore, an organisation must help the employee improve skills and capabilities that are necessary for the performance of the company.  The important skills that are necessary for the employees of Tesco are given above. These skills should be given high priority and employees should acquire these skills to enhance the performance and satisfy the customers at maximum. 
[bookmark: _Toc52120448]Customer satisfaction is the ultimate goal and objective of the company as it helps the company to achieve the vision and thrive for the mission. Skills development enhances the performance of employees and the organisation too. The manager and employees both together can work on the development of skills which will lead to the prosperity of both individual and organisation and will create a win-win situation for both.
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