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In order to improve the performance of the employees, there should have appropriate policies and rules regarding human resource management. There should have a sound working place within the organization. A sound working place helps to build a strong relationship among the employees and also with the stakeholders. When the working place is sound and cooperative then the organization can demand better performance from the employees. In this assignment we are going to analyse the influence of developing a good employee relationship to improve the performance of employees and also organizational performance. First, we will discuss briefly on the background of developing relationship and workplace achievement. Then we will briefly state a case study on Tesco. After that we will critically analyse the potential benefits to the organization and the individual of personally developing individuals in the workplace. Then we will evaluate the development vehicles available to Tesco appropriate to the development needs of the individuals. And finally, we will develop a plan to meet the identified development needs and expectations of the individuals and show the evidence of wide reading ad research that encompass the application of relevant academic theories and models. This assignment evaluates the effectiveness of individual developments to the organizational performance and individual development in the context of Tesco. 


[bookmark: _Toc5055357]A case study on Tesco
Tesco is the number one retailing company in the world. About 460,000 employees are working with Tesco all around the world. It is founded about 100 years ago. It has spread its businesses to bank, mobile, furniture, spenhill etc. These businesses are operated globally. As it is a global company, it has faced different challenges in human resource management, developing relationships and workplace achievement. It has to manage cross cultural communications challenge. It has to arrange employee training and development programs to make the employees to be able to work in cross cultural environment. In this assignment we will evaluate the individual development impact on individual performance and organizational performance of Tesco (Elias, 2007). Tesco may face the following challenges because of globalization and advances of technology in its human resource management department (Epstein and Manzoni, 2004).

Challenges faced by Tesco
In the following figure, the Fishbone analysis are presented. From the Fishbone analysis we see that Tesco is facing the challenges of customer expectancy, threat of new entrants, need for innovation and global financial crisis. Globalization challenges current business organizations mostly. Global crisis also creates challenges for the organizations like Tesco. Customer expectancy changes very rapidly. Customers are now expecting to have new and innovate products and services (Doise and Palmonari, 2010). And with the pace of customers’ expectations, Tesco is also trying to face the challenges. For this it has to develop its employees. Because employees are the most important and crucial element for facing the challenges. Therefore, Tesco has to arrange training and development programs for the improvement and development of its employees. 
[image: ]
Figure 1: Fishbone Analysis 
Source: (Daft, 2014)
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Skilled and experienced employees 
Skilled, experienced and capable employees are main assets for Tesco to face the challenges. A skilled and competitive employee can perform better, communicate with others to work for the betterment of the organization (Coyle-Shapiro, 2005). A well skilled employees such as marketing staff can convince the customers very effectively and turn them into a satisfied and loyal customer. Hence, Tesco should focus on the human resource management development. They should arrange training and development programs for individual development and develop a good relationship with its customers and among the employees. 

Customer value proposition
Tesco also can face the challenge of customer expectations by creating a strong value proposition for the customers (Chanda and Shen, 2009). It is a retailing company. hence, it is very important for Tesco to create a strong value proposition for its customers. 
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Tesco is the largest retailing company in the world. There are employees of different culture and background are working within the Tesco. There should be created relationships among the employees to achieve the objectives and goals of Tesco (Bentley, 2013). A sound relationship among the employees and a sound workplace ensure the achievement of organizational goals and objectives. Again, developing relationships depend on some issues. The issues come from both employees and employers. Here we discuss some issues that are expected on each other in developing a sound and cooperative workplace. 

Employees demand form the employers
Employees expect to have a nice working environment, safety of job, motivation from their employers (Baker, 2007). If they have their demands and expectations fulfilled, they feel motivated and perform better for the achievement of organizational goals and objectives. The followings are the expectations of the employees from Tesco.

Job security
Like every employee, the employees of Tesco also expect job security from the company. if the employees feel that their jobs are secured then they consider the organizations as their own organization and do their best effort for the success of the organization. 

Sound working environment
A sound working environment refresh the mind of the employees. Every employee expect that the working place will be sound and safe in case of physical and mental health (Armstrong and Landers, 2018).

Reward system
If the employees are rewarded for better performance then he and even the other employees feel motivated to perform well. There is a reward system in Tesco. Hence the employees perform well for the achievement of the objectives and goals of Tesco. 


Equity 
Equity is a very important. Employees want equity in evaluating their performance. Hence, there should be practiced equity in Tesco.

In time salary
The employees expect to have their salaries in time. Otherwise they become demotivated to their work. Tesco pays the salaries of its employees in time.

Demands from Tesco to its employees

Unity among the employees
Tesco expects that all of its employees work together and cooperatively with each other. There should be no grouping among the employees. Grouping system destroys the unity of the employees and hence, the company may face deterioration in organizational performance (Baker, 2007). 

Quality performance
Every organization expects to have best performance from the employees. Hence, it is the responsibility of the employees of Tesco to perform well and achieve the goals and objectives of the organizations (Bentley, 2013). 
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Personal development 
Personal development in Tesco is considered as the most important part for growth and progression of an individual. Tesco allows its employees to explore their comfort and key areas to improve themselves (Chanda and Shen, 2009). Employees are allowed to improve their skills and knowledge. Besides, Tesco arranges training and development programs for individuals that result in long term potential benefits to both individuals and organizational performance of Tesco. 

Benefits of personal development to individuals and organizational performance
Employee are the most important element for an organization. There is a huge number of employees are working with Tesco. The employees working with Tesco are from different background and experiences. The working skills, knowledge and experience of all the employees are not same. Hence, the employees should be developed to integrate with the company policies and make them skilled and experienced. 
Tesco is now facing challenges from its competitors and it is striving to compete in the global economy. Hence, it is important for Tesco to bring differentiation in skills, knowledge and experience of the employees (Coyle-Shapiro, 2005). According to American Society for Training and Development organizations around the world spend more than $126 billion annually to train and develop the employees. These training and development programs ensure potential benefits to the organizations and the individuals of personally developing individuals in the workplace. In the following phases we will see the benefits of personally developing individuals to Tesco and the individuals. 

Benefits to the individuals
There is a positive relation between training and development of individuals and improvement of performance of the individuals. Training and development programs result in positive changes in job performance by the individuals (Daft, 2014). Moreover, training and development also bring positive changes in gaining new skills, knowledge and experience to the individuals of Tesco. Training and development programs improve the interpersonal skills and knowledge of the employees. Training and development also improve the technical skills of an employee in Tesco. Tesco frequently arrange training programs for its employees. As training and development can improve the technical skills of n individual, we can have the proof of it from the experiments of Doise and Palmonari (2010). He conducted two experiments over 300 employees by using training of behaviour-modelling and he proved that the employees were able to improve their computer skills. 
Again, training and development programs also help to improve the skills of cross-cultural skills of individuals. Cross cultural training prepares the individuals for performing their tasks in different culture. Elias (2007) conducted a study on the impacts of cross-cultural training on the performance of individuals and whether the individuals can adjust with the different cultures. The result is positive that cross cultural trainings and development make the individuals fit for different cultures. 
Training and development of individuals also improve the leadership of the top management. Leadership improvement results in improved outcomes which comes from the better job performance of the employees. Epstein and Manzoni (2004) conducted an experiment on longitudinal randomized field on individuals and he shows that the team leaders exhibit their charismatic leadership behaviour receiving transformational leadership training. In short training and development of individuals result in positive benefits to the individuals which reflect in individual performance and job satisfaction of the employees. Hence, it is crucial for Tesco to arrange training and development programs for individuals. 

Benefits to the organization
The benefit of training and development to Tesco can be viewed as financial benefits through the improvement of organizational performance. In Europe, different research studies were conducted on the impact of training and development on organizations and organizational performance. Fisher, Schoenfeldt and Shaw (2006) studied the impact of training on organizational performance by conducting a survey on 457 small and medium sized business organizations in the UK, Finland, Spain and Netherlands. He showed in his study that training and development programs operationalize the organizational performance by improving effectiveness, and increasing profitability. The study resulted in positive relationship between training and organizational performance which ensure effectiveness and profitability of the organizations. 
Gruneberg (2014) run a study in Spain including 78 firms of Spain with 100 employees. In his study he revealed four types of benefits by relating organizational performance with training and development programs. These four benefits are employee satisfaction. Owners satisfaction, customer satisfaction and increment of workforce productivity. Hirsch and Hirsch (2004) developed a questionnaire which was distributed to 1530 human resource management executives who are working in large companies. In this questionnaire he asked five questions which are related with the training programs that the companies took to train and develop their employees. This questionnaire includes organizational performance also which includes productivity, attendance of employees and quality of products and work climate (Ivancevich and Konopaske, 2013). This research study showed that only 4.6% variance in financial performance was explained by training programs. Moreover, training and development programs improve the leadership behaviour of the top executives. Because of their charismatic leadership behaviour, subordinates in Tesco are motivated and encouraged to perform better. As a result, organizational performance improved. Besides trained employees can handle the large number of customers of Tesco around the world very effectively. And there creates a nice working environment within the organization that also improve the organizational performance of Tesco. 
Therefore, we ca say that there is a positive correlation between training and development programs and organizational performance (Lussier and Achua, 2016). 

KPI performance measuring process 
Tesco can measure the performance of its customers by identifying key performance indicators (KPI) of the performance of the employees which was set earlier. Followings are the process of measuring performance of the employees of Tesco:
· In the first stage, it lists the employees name.
· Tesco has to set a target for each of the employees.
· In the third stage, the actual performance of the employees is determined.
· In the fourth and final stage, the differences between target performance and actual performance are determined (Magnusson and Casaer, 2011). And give feedbacks to the employees about their performance. Such feedbacks are given continuously to the employees of Tesco. 
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Tesco is the largest retailing companies with a large number of employees working with it. Individuals or employees have to be trained and developed for better organizational and individual performance. 
Individual development is a must to achieve organizational objectives. For this, organizations have to find out the needs for individual development. Tesco has to identify the fields in which the individual needed to be developed (Magnusson and Casaer, 2011). Because, there are employees of different skills, knowledge and experience. All of the employees need not developed in same skills. If Tesco wants to make its training and development programs effective then it has to identify the training programs that need for the individuals. 
Tesco can train and develop its employees by following the following three stages.
Finding out the skills, behaviour and knowledge that are required for the individuals to perform better
Every individual in Tesco has their job description and specification person. Job description of an individual describe the things the individual has to do and person specification in Tesco describes the skills, knowledge, behaviour and experience that the individual need to have to perform his job (Mandhanya, 2015). For further clarification on person specification, the employees in Tesco can contact with their seniors. However, for individual development, the individuals firstly need to identify the fields of development needs. 
Looking at the skills, behaviour and knowledge that the individuals of Tesco actually have 
Every employee has his own list of skills, knowledge, and experience. Some of his skills, knowledge and experience match with his job description and person specification but some may not match. Hence, the individuals have to look at their skills, knowledge and experience that they possess right now (Magnusson and Casaer, 2011).
Identify the gaps between required development needs and actual skills, knowledge, behaviour and experience. 
At this stage the individuals have to identify the gaps between actual development needs and required development needs. Individuals need to be clear about what he need to do unique to develop his personal skills, knowledge and behaviour. 
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Tesco can use independent development plan for developing individuals. Individual development plan facilitates career development for the individual’s development and it also improves the quality of training and development programs (Lussier and Achua, 2016). It is a multi-layered process of performance management. Tesco can implement this process to develop its employees. Employees of Tesco should follow some processes in developing their skills, knowledge and behaviour.

Goal setting
In preparing individual development plan, goal setting is an important step. Goal setting helps both the employees and his supervisor to compare the outcomes of the employees (Ivancevich and Konopaske, 2013). In individual development plan and process of performance management goal setting is an imperative theory which illustrates that higher goals lead to higher efforts from the individuals. Hence the goals of the employees should be clear, and specific. The followings are the major moderators of goal setting:
Feedback: Feedbacks help the individuals to correct their lacking in their development of personal and professional skills, and knowledge (Hirsch and Hirsch, 2004). As Tesco is a high performing organization, it should let its employees to set their own professional and personal goals. Therefore, Tesco can develop the individual performance through relevant feedbacks to the employees. 
Specific difficult goals: The goals of employees set by the individuals for their personal and professional development should be specific and moderate with high efficacy for achieving them. Such goals induce the individuals to give their best effort and results in high performance. Basically, high goals and high efficacy for achieving the goals energize the employees in Tesco to search strategies for attaining the goals. 
Job satisfaction: High job satisfaction results from individual development plans makes the employees loyal to Tesco and then the employees remain with the organizations and look for future challenges (Gruneberg, 2014). Job satisfaction occurs when the employees find the organization favourable for their individual development.
Better working environment: A better working environment is important for mental satisfaction of the employees. The better working environment in Tesco helps the individuals to improve their career within the organizations and as a result organizational performance also improved. 

Employees of Tesco can also improve their skills knowledge and behaviour by following S.M.A.R.T method.
Specific: The employees should have a specific area for their personal and professional development.
Measurable: The plans for individual development should have a indicator of progress (Fisher, Schoenfeldt and Shaw, 2006). 
Assignable: Plans should be specifying the individual who will develop their skills, knowledge and experience. 
Realistic: The goals should be attainable. That means the goals should be relevant with the job description.
Time: There should have a specific time limit of achieving the goals or outcomes. 
Career development plan for the employees of Tesco
[image: ]
Figure 2: Career Development Plan
Source: (Epstein and Manzoni, 2004)


Development of plan
At the first stage of individual development, the employees of Tesco should make plan for their development. There should have a plan for determining when, how and by whom they will develop their skills, knowledge and behaviour (Elias, 2007). For this plan they can analyse their current skills, knowledge and behaviour with their required skills, knowledge and behaviour and then find out the gaps between required and actual needs. 

Implementation of the plan
In this stage Tesco should analyse training and development programs for individual development. They can arrange training programs for the employees in work-training, outside work-training etc. That means the training and development of the individuals will be started here.

Observation and evaluation of performance
In this stage the top-management of Tesco will observe and evaluate the performance of the employees (Doise and Palmonari, 2010). Their performance will be compared with the plans that set out earlier. If there are any deviations between actual and expected performance then further actions should be taken. 
However, these are the available development vehicles in Tesco which are appropriate for developments of the individuals. 
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For developing individuals’ skills, knowledge, experience and behaviours, there should have a development plan for the employees of Tesco. This plan will help the employees of Tesco to meet their identified development needs and expectations of the employees (Daft, 2014). Therefore, a development plan for the employees of Tesco to meet the development needs and expectations of the employees are illustrated below:

Assessing by employees
In this stage employees need to assess his required skills, knowledge and behaviours. They have to assess their required skills, knowledge and behaviour based on their job specification and person specification. For example, as a marketing manager of Tesco, he should have the skills of communication with others, market analysis capability, market forecasts etc. 

Assessing current positions
In the next task of the employees of Tesco is to assess the skills, knowledge and experience the employees actually have (Coyle-Shapiro, 2005). An employee may have some qualities required by the employers but he has to learn something new in case of dealing with others in real life. Hence, the employees should identify the skills and knowledge that he possessed.

Identifying development activities
There may have a gap between required qualities and actual qualities of the employees of Tesco. So, it is the duty of the employees of Tesco or top-management to identify the problems or qualities that should be improved (Chanda and Shen, 2009). 

Setting a time line
There should have a time line for the development of individual skills and knowledge. The employees of Tesco find out their required skills, knowledge and behaviour which should be developed under development process. Then they have to set a relevant time frame for taking training for the development of their skills, knowledge and behaviour (Bentley, 2013). For instance, the employees of Tesco set a time frame of three months for taking training for excel, computer operating, data management and communication skills. 

Implementing plan
At the final stage, the training and development programs should be implemented on the basis of the quality gap between actual qualities or skills and required skills. 

Personal development plan within Tesco 
	Current skills 
	· Graphic designing 
· PowerPoint Presentation
· Microsoft word 

	Required skills
	· Excel professional 
· Communication
· Public speaking
· Analysing the performance of Tesco
· Market analysis
· Branding
· Digital marketing

	Development objectives with skills gap
	· Achieving the skills stated in the required skill section 
· Evaluating the nature of the customers
· Improving technical skills

	Main concern
	· Achieving required skills and knowledge such as:
Excel, communication, public speaking, performance analysis skill, digital marketing. 

	My objectives 
	· Making myself capable for perform better.
· Analysing the performance of Tesco from different aspects.
· Achieving required skills and knowledge.

	Required resources to attain my objectives
	· Attending in training and development programs arranged within the company.
· Creating a strong and two-way communication channel within the company.
· A friendly work environment
· Cooperation of the company to improve my skills. 

	Time line for achieving my objectives 
	Three months training and development programs.

	Actual date of attaining my objectives 
	

	Review: 
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To understand the impact of training and development on individual ad organizational performance I have read different journals and research of different researchers. Besides I have conducted a survey on different individuals from different organization through a questionnaire. They were asked on the impact of developing relationships and workplace achievement. The questionnaire includes five questions. The questionnaire was distributed to 200 participants. Among them 150 participants responded to the questionnaire. 
Questionnaire 
1. Do you believe that developing relationships among the employees improve individuals and organizational performance?
a. Yes    b. No     c. May be
2. Do you think that individual development can improve the organizational performance?
a. Yes     b. May be     c. No
3. Do you follow individual development plan to improve your skills and knowledge? 
a. No   b. Yes   c. sometimes 
4. What do you think about individual development in the context of your organization?
………………………………………………………………………………………………………………………………………………………………………………………………
5. Are your organization is careful and interested to arrange training and development programs for individual development?
a. Yes   b. No    c. highly careful

Findings of the survey
	Questions 
	Yes 
	No 
	May be / highly careful

	Q1
	100
	20
	30

	Q2 
	120
	10
	20

	Q3
	115
	25
	15

	Q4
	
	
	

	Q5
	110
	10
	30



These are the findings from the survey. This survey demonstrate that developing relationships and workplace achievement has a positive impact on individual performance improvement and organizational performance improvement. Responses of all the questions indicate that individual development and developing relationship among the employees have positive influence on the organizational development (Armstrong and Landers, 2018). And we also used S.M.A.R.T model in planning for development of individuals. Besides we have read different articles and journal reports regarding individual development and developing employee relationship within the organization (Baker, 2007). Results of many researchers also mentioned in the upper section of this assignment. 
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From the above analysis, it is found that there is a positive relationship between organizational performance and individual development. Employees are the most important element for every organizations. And success of every organizations depends on the effectiveness and capability of the employees. Tesco takes care about the ability and skills of its employees. It provides best services to its customers through its trained and skilled employees. improving the performance of the employees, there should have appropriate policies and rules regarding human resource management. There should have a sound working place within the organization. A sound working place helps to build a strong relationship among the employees and also with the stakeholders. When the working place is sound and cooperative then the organization can demand better performance from the employees. From this assignment we can conclude that developing employee relationship and workplace achievement can be turned into better organizational performance through developing the individuals of the organization. 
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