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[bookmark: _Toc130045094]Introduction
The first stage in establishing a plan to meet employees acknowledged personal development objectives and expectations are gathering information about their goals, talents, weaknesses, interests, and expectations. Following data gathering and analysis, customised training and development activities can be created and implemented, with periodic evaluations to evaluate results and make required improvements. Tesco Plc was chosen because it demonstrated an understanding of the development plan and the ability to meet the required criteria. The first section of this report presents an in-depth examination of the numerous training alternatives now accessible at Tesco, as well as an explanation of how well they meet the needs of the company's employees in terms of professional development. The report also discusses a professional development strategy for Tesco based on an examination of employee feedback that is suitable, practicable, and acceptable in achieving the identified development needs. 



[bookmark: _Toc130045095]Evaluating Development Vehicles Available to Tesco Plc for the Development Needs
Tesco Plc is the largest retailer in the United Kingdom and the world's third-largest retailer. The firm employs over 466,000 individuals and operates in over 4,000 locations (Tesco, 2023). Tesco must properly develop its employees and meet their development needs in order to remain competitive. Various types of development vehicles can assist with this. This part will analyse and evaluate Tesco Plc's accessible development vehicles, as well as investigate how well they cater to the company's personnel's individual training needs.
Figure 1: Some Development Vehicles Available to Tesco Plc (Lončar, 2017)
· Mentoring: Mentoring programs are a popular approach for organisations to invest in their employees' advancement. The mentor's role is to guide and advise the mentee in their professional and personal development from a position of greater expertise (Allen, 2019). Mentors at Tesco are frequently supervisors or experienced staff members who can assist and guide junior colleagues. This can be beneficial in some circumstances since it allows workers quicker access to professional assistance and support while they seek to increase their competence. While mentoring can be a beneficial tool for progress, it is not without its disadvantages. Finding suitable mentors can be difficult because they should have the knowledge and abilities to provide useful advice and recommendations. Making mentoring work might be difficult due to the necessity for a positive working relationship between the mentor and mentee. Furthermore, mentoring takes time since it needs regular work from both the mentor and the mentee.
· On-the-job training: Employers regularly use on-the-job training as a means of professional development. This means that staff will be guided and educated while they go about their daily tasks (Batalla-Busquets, 2013). Having the opportunity to gain real-world experience can help workers improve their skills and knowledge quickly and efficiently. Because there is no need to invest more dollars in the training, it may be a cost-effective solution. On-the-job training can be an effective development tool, but it is not without drawbacks. One of the major issues is that it is not always possible to tell if employees are receiving adequate training, either in the form of instruction or feedback. The training's effectiveness, however, can be difficult to quantify because measuring its impact on an employee's progress is difficult. Furthermore, it may be difficult to ensure that all employees receive the same training because they may already have various levels of knowledge.
· Online learning: The use of the Internet as a platform for education and training is a relatively new phenomenon that has grown rapidly in recent years. Employees can access training and coaching via the internet at their leisure. This reduces the need for employees to physically attend training classes, which can save firms a significant amount of time and money (Pei, 2019). Because there is no need to invest more dollars in the training, it may be a cost-effective solution. While online education can be a tremendous instrument for development, it is not without drawbacks. The fact that it can be difficult to determine whether or not employees are receiving adequate training is a huge issue. It may be difficult to deliver uniform training due to potential disparities in individuals' prior experience and competence. Training's efficacy can be hard to gauge because measuring its effect on an individual's growth is notoriously tricky.
· Coaching: While formal training programs are being implemented, many firms are increasingly embracing coaching as a means of employee growth and development. Providing employees encouragement and guidance in their professional development is a crucial aspect of this (Lončar, 2017). Tesco's coaches are mainly managers or other high-ranking employees who are available to assist and guide lower-level staff. This can be beneficial in some circumstances since it allows workers quicker access to professional assistance and support while they seek to increase their competence. Coaching has been demonstrated to be a beneficial technique for improvement, although it is not without drawbacks. For example, difficulties occur when attempting to discover qualified coaches with the knowledge and competence to steer their charges in the appropriate direction. It may be difficult to develop a favourable relationship between the coach and the employee, which is essential for successful coaching. Coaching, on the other hand, can be time-consuming because the coach and employee must meet frequently for it to be effective.
· Job Shadowing: Job shadowing is the activity of seeing and learning from more experienced professionals as they go about their everyday tasks (Pei, 2019). Tesco Plc uses job shadowing as a learning tool to provide employees with hands-on experience in a number of departments and responsibilities. Workers that need to diversify their skill sets through experience in different sections of the organisation may find this development vehicle valuable. It also aids in the retention of outstanding employees by allowing them to learn new skills and develop in their existing roles.
[bookmark: _Toc130045096]Appropriateness of the Development Vehicles
When selecting a good vehicle for their development, each employee's needs for growth should be considered. On-the-job training can benefit individuals who learn best through observation and practice while coaching and mentoring can benefit those who thrive with more one-on-one assistance (Batalla-Busquets,, 2019). Workers who require exposure to various departments within the company may profit from job shadowing, whereas employees who prefer flexible learning and remote access to training programs may gain more from e-learning. As a result, Tesco Plc should examine its employees' learning objectives and choose training techniques that best meet those objectives.
However, not all workers or work situations benefit from all sorts of development vehicles. On-the-job training may not be beneficial for workers in high-risk industries or those who require theoretical training (Lončar,, 2017). Workers who learn best on their own or who require particular abilities may not benefit from coaching or mentoring. Online education may not be the greatest alternative for people who require hands-on training or do not have access to modern technologies. Workers that need to learn rapidly or have limited resources may not profit from job shadowing.



[bookmark: _Toc130045097]Identifying the Development Needs and Expectations of Individual Employees for Tesco Plc
In order to analyse the development needs and expectations of individual Tesco Plc employees, it is critical to consider the various levels of employees and the various career paths within the business. Tesco offers positions ranging from entry-level to executive. To provide effective training and development opportunities, the business must first determine the specific training and development needs of each employee level.
Figure 2: Level of Employees for identifiable needs (Gruman, 2019)
· Entry Level Employees: Employees at Tesco's entry-level may lack experience and knowledge, therefore they may benefit from training in core skills such as customer service and the performance of basic work functions (Gruman, 2019). Some of these employees may be interested in internal training and advancement opportunities. Tesco offers a variety of training programs, including induction training, customer service training, and on-the-job training, to meet the learning needs of new employees. These courses are designed to provide employees with the knowledge and skills they need to execute their jobs well and reach their full potential.
· Mid-Level Employees: Employees in their mid-career may have different learning requirements than newer employees. Middle managers could benefit from further training in areas like as leadership, project management, and interpersonal communication (Albrecht, 2015). Professional growth opportunities, such as promotions to management or increased responsibility in their current position, may also be appealing to these employees. Tesco offers a wide range of training and education opportunities to its mid-level employees. These efforts are designed to provide employees with the knowledge they need to advance their careers inside the firm.
· Senior-Level Employees: Employees in Tesco's higher levels may have extensive experience and talents, and they may be looking for more advanced training and development opportunities (Aruna, 2015). Similarly, these employees may be interested in promotions that could lead to executive positions or other leadership positions inside the organisation. Executive mentoring, leadership development programs, and in-depth technical education are just a few of the professional opportunities accessible to Tesco's top executives. The goal of these courses is to provide high-level people with the knowledge and skills required to take on new tasks and progress their careers within the business.
Tesco appreciates its employees not only enough to give them opportunities to learn and grow, but also to assist them to advance in their professions. Career rotation programs, secondments, and internal job postings are only a few of the organisation's career progression opportunities. Workers can extend their perspectives and advance professionally as a result of these opportunities.

[bookmark: _Toc130045098]Suitability, Feasibility, and Acceptability Analysis of the Proposed Plan
Employee satisfaction and loyalty are intimately related to a company's ability to invest in its employees' professional development (Judge, 2020). When it comes to Tesco Plc's future, the company knows that investing in its employees' professional development is a win-win situation for everyone. To satisfy the identified needs and expectations of individual employees, this part suggests an appropriate, realistic, and acceptable professional development strategy for Tesco Plc.





Figure 3: Suitability, Feasibility, and Acceptability Analysis (Judge, 2020)
· Suitability: Tesco Plc's professional development plan should be flexible enough to accommodate the company's diverse workforce and responsive to the demands of employees at all levels (Zepeda, 2018). The plan's objectives should be in line with the company's vision, values, and long-term goals. To address the needs of all employees, training and professional development opportunities should be provided at various levels. This can be accomplished by offering both professionally structured education and informal learning opportunities on the job. Training for leadership roles, professional progression, and technical skill mastery should all be part of the strategy. 
· Feasibility: The suggested training program must be accommodated by Tesco Plc's budget, resources, and timetable. Expenses related to implementing the strategy, such as those for training facilities, trainers, and technology, should be considered (Atkins, 2017). The strategy should be implemented in stages, with priority determined by the demands of the staff for growth. The plan must be flexible enough to accommodate the changing needs of the business.
· Acceptability: This professional development plan must be approved by both Tesco Plc and the personnel. Workers should be made aware of the plan and its purpose, and it should be tailored to their professional development objectives. The layout of the strategy should take into account the many preferred methods of education and study among personnel (Elnaga, 2013). Furthermore, the plan should be evaluated on a regular basis to ensure that it continues to meet the needs of employees and assist them to develop in their careers.

[bookmark: _Toc130045099]The Proposed Professional Development Plan’s Components for Tesco Plc
The following planning components are supposed to work best for Tesco Plc-
Figure 4: Proposed Professional Development Plan’s Components for Tesco Plc (Nassazi, 2019)
· Induction Training: All new employees will receive induction training to familiarise them with the company's norms and practices (Bahn, 2014). Customer service, health and safety, and privacy will all be covered in class.
· On-the-job Training: Workers at the entry level will receive on-the-job training to assist them in learning the ropes and becoming more proficient in their responsibilities (Batalla-Busquets, 2013). The training will be provided by more experienced employees and will cover both the job at hand and how to best assist consumers. As they work, managers will provide leadership and communication training to their mid-level workers.
· Formal Training: Tesco Plc will offer a number of formal training programs to employees in order to help them improve their technical skills (Nassazi, 2019). These courses will cover topics such as data analytics, digital marketing, and project management, among others, and will be taught by industry professionals. Programs will be created to satisfy the particular needs of employees at all organisational levels.
· Leadership Development: Tesco Plc is devoted to the development of its leaders, which is why it will provide programs for middle and high-management personnel. Strategy, deliberation, and dialogue are just a few of the leadership skills that will be developed in these programs. The packages will include mentoring and coaching, as well as hands-on experience and classroom education.
· Career Progression: Tesco Plc employees will have the opportunity to advance in their professions. Secondments, internal job postings, and employment rotation programs are among the options (Brougham, 2018). The business will help its employees reach their professional goals by delivering advice and training on career progression.
· Evaluation and Feedback: The professional development plan will be examined on a regular basis to see whether or not it is meeting the needs of employees and supporting their professional development (Carless, 2018). Employee feedback will be solicited in order to improve and refine the program.
As a result, the Tesco Plc professional development plan given is adequate, workable, and acceptable for meeting the defined needs and expectations of individual personnel. 



[bookmark: _Toc130045100]Conclusion
Mentoring, on-the-job training, and coaching are just a few of the ways in which Tesco Plc helps its employees grow and develop their skills. Finding strong mentors and maintaining a productive working relationship with them can be challenging. It can be challenging to assess the efficacy and impact of online learning and coaching, despite their potential benefits. The development needs of Tesco Plc's staff should be determined, and then relevant development vehicles, including as online learning, job shadowing, and coaching and mentoring, should be selected to meet those needs. Tesco values its employees and understands the significance of providing them with the opportunity to grow professionally at all stages of their employment. The professional development plan proposed for Tesco Plc should be flexible enough to accommodate the company's wide range of employees, comprehensive enough to cater to workers at all ranks, and in line with Tesco's overarching principles and objectives. Tesco Plc will offer a variety of benefits to its employees, including opportunities for advancement, training for new managers, and regular reviews with constructive criticism. 
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