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Introduction.
Development processes help an organisation to out perform the rest of the competition. Employees that receive proper training and guidance tend to perform better in the organisation (Crauise O′Brien, 2010). High performing individuals can facilitate success in operations, significantly profiting the company. There are several development processes that can be used by a corporation. This report will focus on those of Tesco, a world-renowned UK-based retailer company. Tesco is a multinational company operating in many regions (Tesco PLC, 2020). However, this report will primarily reflect on the domestic processes of the company. It will also discuss the development needs required in a supermarket or large business place such as Tesco, Walmart, Zara, etc. organisations. In the later part of the report, the development needs will be identified that will be supported by individual SWOT analysis and recommended by a specific development action plan. 
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2. Methodology.
This report will be prepared following the qualitative approach. This type of approach relies on non-numerical data and is quite less-structured (Scribbr, 2018). Several tools and models will be used to assist in following the method. Again, since a deductive method is more applicable for this kind of analysis, it will be followed throughout this report. Point to be noted, the essay will be entirely based on secondary data collected through a desk research strategy applied to the articles and journals published on Tesco and its operation along with the entire retail market of the UK.  






[bookmark: _Toc42885692]3. What are development vehicles?
Within the HR functions of a company, developing and managing employee relationships, and creating a sustainable workplace is key. Development vehicles are the factors that facilitate development within an organisation (Cesário and Chambel, 2017). Organisational development is undoubtedly necessary to properly adapt to external and internal situation and face challenges. Employee motivation, reward and compensation, continuous learning, performance management are some of the factors that can facilitate development within an organisation (Andersen et al., 2015). For Tesco, there are multiple driving factors contributing to workplace development. In this segment, three of such elements will be briefly discussed, namely, motivation, employee loyalty, and employee involvement.  

[bookmark: _Toc42885693]4. Motivation.
Ensuring employee motivation is of the utmost importance for any business (Toppr-guides, 2020). Any organisation can recruit the best talents through different methods, but if employees are not sufficiently motivated towards achieving organisational goals, the organisation cannot succeed by any means. Enterprises should focus on building employee motivation through appropriate policies and management (Jakupec and Garrick, 2013). The need for arranging training programmes specifically to improve motivation may also arise based on the state of employees.
The style of management significantly dictates employee perception towards the organisation (Crauise O′Brien, 2010).  As seen through the X and Y theory of motivation, an authoritarian approach to management leaves no room for development within the organisation. Employees feel less motivated in a depressed working culture. Theory Y suggests a more liberating approach towards management where responsibilities are delegated among subordinates (Toppr-guides, 2020). This type of management leaves room for continuous development and organisational achievement. 

[bookmark: _Toc42885767]Figure 1: McGregor's X and Y theory of motivation
Source: (Toppr-guides, 2020)
Another renowned theory of motivation, Maslow’s hierarchy of needs, states that for every individual, there is a hierarchy of five special needs, namely, physiological need, safety, love, esteem, and self-actualisation (Taormina and Gao, 2013). These are fulfiled in chronological order, starting from physiological needs and ending at self-actualisation. 

[bookmark: _Toc42885768]Figure 2: Maslow's Hierarchy of Needs theory
Source: (Kennedy, 2016)
Herzberg’s motivation-hygiene theory recognises hygiene factors as factors that result in employee dissatisfaction if absent in the workplace (Trout, 2017). However, their presence does not contribute to employee satisfaction. Motivational factors, on the other hand, can boost employee motivation if present. But the absence of such factors does not result in employee dissatisfaction. 


[bookmark: _Toc42885769]Figure 3: Herzberg's Motivation-Hygiene theory
Source:
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Obligation towards the organisation is the underlying factor that influences both executives and employees to work towards selected goals and objectives. The commitment must come from all positions within the organisation if it is to succeed in the respective industry (Sharma et al 2019). To understand employee commitment in Tesco, the Three-Component Model of Commitment can provide proper insight. The model focuses on three key aspects, namely, affective commitment, normative commitment, and continuance commitment.

[bookmark: _Toc42885770]Figure 4: Three-component model of commitment
Source: (Mccroskey, 2012)
Affective Commitment.
Affective commitment is derived when employees feel a strong attachment to their organisation (Sharma et al., 2019). Provided flexibility and the possibility of continual learning leave employees satisfied with their job.
Continuance Commitment.
Continuance commitment occurs from fear of loss in leaving the organisation (Reddington et al., 2012). This type of commitment can occur if employees receive attractive rewards and benefits for their performance. Employees may feel that they will not receive such remuneration if another organisation.
Normative Commitment.
This type of commitment is derived when employees feel obligated to stay in the organisation, reason determined often by several factors (Truss, 2014). A company may give a lot of effort for employee development. Acknowledging the company’s efforts, employees feel obligated to the company and perform better.
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6. Employee Engagement.
Employee engagement in the organisation can be best understood through William Kahn’s (1990) theory in this aspect (The Balance Careers, 2020). The model focuses on three psychological factors that include meaningfulness of work, safety, and freedom of speech in the workplace, and the availability of necessary resources. The first concentrates on whether employees fully understand the company’s vision and the importance of their role. Employees must have the freedom to express themselves in the workplace, being able to provide both positive and negative opinions regarding the company’s policy and culture, or suggestion for improvements.





[bookmark: _Toc42885771]Figure 5: Kahn’s employee engagement theory
Source: (Byrne, 2015)

[bookmark: _Toc42885696]7. Development vehicles in practice within Tesco.
Motivation.
Employees within Tesco are empowered to take responsibilities, while at the same time given proper flexibility. A clear understanding of organisational goals and objectives helps employees to stay motivated to achieve those targets (Fargus, 2011). Not to mention, the company advocates continuous learning during work, creating a sound working culture. Through employee training programmes and continuous assessment, employees feel the urge to develop themselves to the betterment of their career as well as the performance of the organisation. Tesco has a well laid-out performance management system along with reward policies to further motivate employees in their efforts. From an employee perspective, staff members feel encouraged and driven to improve their skills and abilities that may contribute to better performance when they witness the organisation is proactive in ensuring employee welfare and satisfaction through various means (Kennedy, 2016). HR managers of Tesco include employees in policy-making decisions to create policies that would actually help employees accomplish their needs. Employees are able to quickly fulfil their hierarchical needs, resulting in workplace satisfaction. Fair compensation and benefits policies in Tesco helps employees to achieve their physiological and safety needs. By interacting with peers, they are able to form formal and informal relationships in the workplace (Taormina and Gao, 2013). Monthly and yearly employee appreciation programmes in the organisation help increase the self-esteem of employees. Different training and development programmes help employees develop themselves for present and future careers, fulfilling self-actualisation needs. For Tesco, organisational policies, job security, friendly working culture, fair remuneration, and flexibility provided by the organisation serve as hygiene factors (Tesco PLC, 2020). The monthly and annual recognition system, performance evaluation, delegation of responsibility, and opportunity of continuous learning in the workplace are motivating factors for employees at Tesco. Tesco executives work to ensure that both of these factors are present within the organisation to boost employee motivation and performance, in accordance with Herzberg’s theory.

Commitment.
Tesco as a company tries its best to ensure employee satisfaction in the workplace. The company creates suitable policies and programmes to aid its employees. As a result, employees feel content in working for and with Tesco while identifying with the goals and objectives of the company. Again, Tesco employees receive the opportunity to develop the capabilities that will not only help them in their present career but in future careers as well. Increased satisfaction with the job ultimately translates into affection for the job. Employees of Tesco receive various benefits and opportunities to gain experience and improve their skills and abilities. When considering to leave the company, employees take these aspects into account (The Balance Careers, 2020). Those who are in higher ranking positions or who have had promotions, find it difficult to leave the company out of continuance commitment. Again, employees may find the need to stay at Tesco due to the monetary and non-monetary benefits received from the companies (Tesco PLC, 2020). Since Tesco is among the most successful companies in the retail supermarket industry, existing employees may find it difficult to leave such a renowned organisation for social reasons. Tesco invests a significant portion of its financial resources as well as time towards employee training and long-term development. The company sometimes provides additional benefits in advance, such as college funds for hired undergraduates or post-graduate students, further contributing to normative commitment.
Employee engagement.
To increase employee engagement, Tesco arranges a number of programmes through its communication channels. The company crafts quarterly briefing sessions to convey important information regarding company policies and activities, and to exchange opinions with employees. The company has created ‘Yammer Chat’, a platform aimed at encouraging employees to share their views and consult with leaders (The Balance Careers, 2020). Tesco has other campaigns- ‘FaceBox’ and ‘Spark’ to facilitate employee engagement by creating meaningfulness. The company also has a seamless reward and assessment policy, through which employees can recognise peers for their outstanding performance, as stated in the discussion of Cesário and Chambel (2017). Managers can also identify well-performing teammates. Apart from providing employees with the necessary resources to perform their duties properly, Tesco also encourages a friendly working environment through celebration events and talent shows (Tesco PLC, 2020). These events help create satisfaction in the workplace, creating a safe working culture. All these implementations aimed at improving employee engagement certainly help Tesco to retain exceptional overall performance in the industry.
[bookmark: _Toc42885697]8. Development vehicles in the workplace.
[bookmark: _Toc42885698]8.1 Business Profile of Tesco.
Tesco plc, otherwise known as Tesco, is a UK-based multinational retail supermarket company. The company currently operates in seven countries across Europe and Asia. With over 3400 domestic stores, the company is the largest retailer in the UK (Tesco PLC, 2020). In terms of gross revenue, the company is the third-largest company in the industry. It is the ninth-largest company in the retailer space in the world. The company’s huge success largely attributes to the strategic human resource management efforts in all stores across the globe.
[bookmark: _Toc42885699]8.2 Potential benefits to the organisation. 
Organisations have to analyse and assess the progress and benefits of development processes within the company. Financial resources and efforts of the organisation need to be correctly invested for the right output (Kennedy, 2016). If done so, the organisation can significantly benefit from the development methods and procedures. How such processes benefit Tesco has been discussed below in detail.
As mentioned before, employees need to be motivated to perform up to the standards of the organisation (Whiteley, 2011). If employees are not willing to put in the efforts, the organisation cannot operate properly. Business corporations, therefore, work to ensure that employees are sufficiently driven towards achieving organisational goals (Hayes et al., 2017). Tesco arranges several programmes and procures policies to the satisfaction of employees, as seen in the previous segment. Employees have the opportunity to develop themselves in their skills and abilities through different training and development programmes, also recommended in the discussion of Cesário and Chambel (2017. The company invests a lot of time and resources in these programmes and in turn, employees feel motivated and focused on being more productive and providing better customer service. The reward and appraisal systems further motivate employees to perform better (Rounds et al. 2011). As a result, through improved employee motivation, Tesco performs exceptionally well in the business as it is more able to provide better customer service. 
Commitment is somewhat in line with motivation in terms of organisational development. Employee commitment is just as important as the commitment from executives (Mccroskey, 2012). Tesco provides many benefits for the development and satisfaction of its employees. In turn, employees feel obliged to continue working for the company to their utmost abilities as a way of giving back. The reward and compensational incentive provided by the company is another way to ensure employee commitment. Proper reward and recognition policies are hard to imitate by competitors, and as a result, employees think twice before going to another company and losing the benefits they received in Tesco (Tesco PLC, 2020). Again, increased commitment results in the high retention rate of employees in the organisation. 
Employee engagement is a significant factor in the development of any organisation. Granted, not all organisations have the scope to ensure employee engagement in management efforts (The Balance Careers, 2020). Tesco advocates for a friendly working culture in the workplace. Executives involve subordinates in some of the decision-making processes related to the organisation and training and development plans for employees. Plans and policies can, therefore, be better procured to employee needs in a cost-effective manner (Turner et al., 2018). Managers and leaders are actively engaged with employees. This provides the scope for learning about employee’s perceptions of the organisation and its values. It is also a great opportunity to make use of suggestions provided by the employees as well as to provide feedback and guidelines for performance (Thomas, 2020). Employee engagement, therefore, performs as a performance management method for Tesco. 
[bookmark: _Toc42885700]8.3 Potential benefits to the individual.
The development vehicles within an organisation not only contributes to organisational or workplace development but also contribute to the employee or individual development as well (Reddington et al., 2012). In fact, the factors influence employees first and then the organisation. This segment of the report shall focus on such benefits of the three factors mentioned before from personal experience as an employee from Tesco. Additionally, the reflective part will be derived following Kolb’s model of reflection.

[bookmark: _Toc42885772]Figure 6: Kolb's reflective model
Source: (Bassot, 2015)
Employee motivation, commitment, and engagement- all are crucial factors that facilitate development (Fargus, 2011). As an employee of Tesco, my friend had undergone several training programmes that were arranged on a quarterly basis. Such programmes were quite helpful in developing his skills and abilities. Most importantly, he was able to acknowledge that no task is too difficult to execute and an individual can make use of the available opportunities to improve himself/herself to complete a task. At the beginning of his career at Tesco, he was quite overwhelmed and skeptical about his performance and abilities. But the training programmes and occasional counselling from managers and team leaders were helpful in building self-confidence and motivation to perform better (Korzynski, 2013). Not to mention, he was inspired to further improve his skills and knowledge so that he could give maximum efforts in his role within the company. Such a mindset and determination have helped him in his career later on.
Tesco has an attractive remuneration policy for its employees, along with other additional benefits (Tesco PLC, 2020). As a graduate student, my friend was provided with student funds to help him with his tuition. Again, the various development programmes arranged by the company were a reflection of how much the company cares about its employees and their personal development. These arrangements as a whole encouraged him to stay loyal and work for the company for a prolonged period. 
As mentioned before in this report, Tesco has a unique corporate culture where managers and leaders interact closely with employees through different platforms and occasional campaigns. Engagement with employees certainly provides the scope of gaining employee feedback on the organisation and how it could do better (The Balance Careers, 2020). From an employee perspective, my friend felt respected and that his opinions were valued as they were taken into account, especially in creating a personal development plan. Employees feel part of the organisation through such means, as he had learned through personal experience. Again, talent shows and celebration events that were arranged certainly helped create a friendly and more interactive workplace free of rigidity (Turner et al., 2018). As an employee, he felt more comfortable while working after being part of such programmes and arrangements.
[bookmark: _Toc42885701]9. Personal development plan.
[bookmark: _Toc42885702]9.1 My friends profile.
My friend has been an employee at Tesco for 1 year. It was his first part-time job in the retail supermarket space. Being new to such a job, he was quite overwhelmed at first and was unsure whether he could perform well enough. As he progressed in his job, he was able to identify his weaknesses as well as his strengths, especially through the different programmes that he attended at Tesco. Identifying his strengths and weaknesses has helped him in creating a personal action plan for him self.
[bookmark: _Toc42885703]9.2 Identifying my friends needs through SWOT analysis.
SWOT analysis is a powerful tool that helps to identify the adverse and favourable factors for an organisation or an individual (Turner et al., 2018). Having experience as an employee of Tesco, my friend has  performed a SWOT analysis based on his skills and weaknesses that he has been able to identify during his time there.
	Strengths
· Time management
· Good writing skills
· Good business awareness
· Attention to detail
· Computer skills
	Weaknesses
· Low self-confidence 
· Weak team-working
· Inability to multi-task
· Poor customer service skills
· Lack of proper cultural awareness
· Lack of patience

	Opportunities
· Job rotation programmes that allow for personal skill development in a number of areas
· Free online courses 
	Threats
· Falling behind on computer software knowledge
· Personal health hazards capable of delaying the personal improvement


[bookmark: _Toc42606551]Table 1: SWOT analysis
Source: own
Through thorough SWOT analysis of his personal abilities, my friend has been able to identify his strengths and weaknesses. As seen from the chart above, his key areas of strength are time management, good writing skills and computer skills, and good business awareness. He is  also able to provide good attention to detail. Among these, he would like to further improve upon his writing and computer skills using opportunities at his exposal. He could easily enrol him self and participate in free online courses and webinars, and the present lockdown situation due to the global pandemic is an appropriate time to improve his soft skills. However, such a situation and other diseases can be a massive threat to personal health at this time. Focusing on the weaknesses, he has identified six key areas that need much more improvement. Some of these areas, such as customer service skills and cultural awareness, are more closely related to retail jobs (Crauise O′Brien,2010). His previous inexperience in this field contributes to his lack of capabilities in these areas.
[bookmark: _Toc42885704]9.3 Personal development plan.
 However, identifying his weaknesses have been helpful in procuring a personal development plan for him self.
	Skills that need improvement
	Rating out of 5
	Improvement methods 
	Evaluation
	Time Required 

	Low self-confidence 

	2
	Keeping track and continuously assessing the progress made in performance 
	Feeling more confident in own skills and abilities while performing tasks
	3 months starting from July 01, 2020 and ending on September 30, 2020

	Weak team-working

	2
	Working as a volunteer for different projects and campaigns as part of a team 
	Being more comfortable in working as a team
	4 months starting from July 01, 2020 and ending on October 31, 2020

	Inability to multi-task

	3
	Gradually start undertaking and completing additional tasks
	Should be able to undertake multiple tasks at once without hesitation
	1 months starting from July 01, 2020 and ending on July 31, 2020

	Poor customer service skills

	2
	Reading books and article related to consumer psychology, practicing and improving verbal communication skills through interacting with peers
	Providing better customer service overall and interacting better with them
	2 months starting from July 01, 2020 and ending on August 31, 2020

	Lack of proper cultural awareness

	2
	Researching different customs and cultures using the internet, interacting with people from different cultural backgrounds
	Having the proper knowledge regarding the most appropriate behaviour with people from different cultures
	4 months starting from July 01, 2020 and ending on October 31, 2020

	Lack of patience
	3
	Meditating in free time
	Showing more patience while interacting with others
	2 months starting from July 01, 2020 and ending on August 31, 2020


[bookmark: _Toc42606552]Table 2: Personal development plan
Source: own
After creating a personal action plan, proper implementation and consistency are necessary (Cesário and Chambel, 2017). In his  development plan, he has outlined ways to improve and evaluate, as well as individual time periods for each skill that needs to be improved. The skills included in the plan are quite important not only for a retailer job but also for other similar jobs that require interaction with customers/consumers. Some of the skills or abilities can be quite helpful in his day-to-day life as well. Feedback from peers can be a helpful tool for analysing progress. Not to mention, there are multiple online courses and articles that can help him increase his knowledge in different aspects, all of which can be translated into his workflow.

[bookmark: _Toc42885705]10. Conclusion.
Tesco, through its HRM practices, is able to instigate development in performance and achievement in the workplace. The company has several development-driving factors in operation across all of its stores. Such factors, described in this report, help the company to adapt to the outside environment through internal improvement. Motivation, employee commitment, and engagement have been the three most noticeable drivers of improvement for Tesco. Employee satisfaction, which results from the afro-mentioned drivers and  translates into improved customer service, has been the key aspect of the company that has led to the company’s outstanding performance in the industry. 
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