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[bookmark: _Toc144596361]Introduction
The report aims to discuss developing relationships and workplace achievements in an organisation and here the chosen company is TESCO UK. In the assessment, two types of development vehicles will be described through which Tesco managers are using to improve the performance of their junior employees. The pros and cons of these two development vehicles will be defined and the impact of these techniques on the performance of the employees will be evaluated. A framework of SMART objectives will be presented by the researcher and a personal development plan will also be provided in this report. 
[bookmark: _Toc144596362]Overview of the Project
Tesco Plc has launched a major project regarding green power which will arrange electricity for the the retail stores of the company through wind farms and solar panels. It will make the electricity sources for Tesco absolutely renewable and by 2030, the company will be able to reduce the release of carbon dioxide by 90,000 tonnes. The project will generate around 400 jobs in the UK  and therefore the company is using some skill developmental vehicles by which the performances of the employees are possible to generate as per the requirement of the project (Tesco plc, 2019). Training is being provided to the employees as per their specific needs and their knowledge regarding the workplace are training get increased. The employees are assisting in learning the collaborative approach of working as it will help the project to become more fast and comprehensive. Share responsibility is important for the employees so that they make the project more beneficial and improve their own abilities and experiences (Assets.publishing.service, 2023). 
[bookmark: _Toc144596363] Description of development vehicles
Development vehicles are also known as performance management tools and techniques and these are the strategies that are being used by the departmental leaders to take out repeated fruitful enhancements from their junior members (Curzi et al. 2019).
[bookmark: _Toc144596364]Critically evaluation of 360-degree feedback in Tesco UK
360-degree feedback - In Tesco Plc, this performance appraisal tool is being used to improve its employee's performances for the Green Power project and through this tool, the project managers of Tesco Plc send feedback to its employees from a variety of anonymous sources, which the managers themselves and fellow colleagues who constant in relation with each other and sometimes also from its consumers, Tesco collects feedback. Also, Tesco has implemented this appraisal tool to embed new skills of the project leaders. Tesco develops its leaders through this tool and this report helps the leaders of Tesco to generate a great PDP to improve their performance in future (Tesco, 2023). 
According to Snelson and Hsu (2020), the prime benefit of this tool is to provide an idea about the strengths and weaknesses of the employees of an organisation. It is opposite from the managerial reviews and it delivers feedback from several other angles and it includes direct and peer reports. It helps the company to identify opportunities for development easily in departments or teams. This tool permits the employees to understand that the company is observing their work. People of a company get a boost when they see that their hard work is being appreciated and recognised by their leaders, managers, and directors.  This tool facilitates employees with the chance to show their likes and dislikes about any colleague group with whom they are working (Adams, 2023). 
The key drawback of this tool is that people might not deliver real feedback about each other and sometimes these feedbacks are not particular. People at Tesco might feel less confident while providing real feedback as they might be scared of their senior managers. Also, sometimes people think that they will harm their colleagues by giving true but negative feedback. Sometimes, to take revenge some employees might only deliver negative feedback to one particular targeted staff.  A company's toxic culture can be revealed by a 360-degree review tool. The biggest hurdle that comes to the way of success of this tool comes from the senior managers as they do not support it properly.  (Qualtrics, 2023). 
[bookmark: _Toc144596365]Impacts of 360-degree feedback upon TESCO PLC
Tesco asked its senior managers and other colleagues to participate in the programme of 360-degree review which is arranged to assist directors and senior managers to identify their skills and also those areas in which the directors and senior managers are required to develop. The outcomes of this programme helped the directors and managers to increase their self-awareness and make plans to change sustainable behaviours. This tool proved its most impressive and efficient to other levels of job roles in Tesco UK as it also included the employees who had the possibility to spot their areas of development and provide proper information about their career in Tesco PLC. The main challenge of this programme is to embed modern skills of leadership to make the leaders realise about new vision and strategy. The programme helped Tesco plc to emphasise honest, and constructive conversations. Tesco focused on the achievements of its employees and also identified the ways in which they attained success. There are not many negative impacts of this appraisal tool on Tesco but the junior employees of the company felt less confident while giving proper reviews about their directors and senior managers as they might face negativity from the senior leaders (ETS, 2022). 
[bookmark: _Toc144596366]Critically evaluation of performance bonus technique
Performance bonuses - As stated by Islam and Periaiah (2023), this is a technique in which Tesco delivers tailored rewards to its employees who achieve essential financial and productive business targets. This technique is used by Tesco employers to motivate, retain, and attract employees to the company. Through this Tesco generates a healthy environment for its entire workforce, and also takes the opinions of its employees, development and training process and several HRM practices. Tesco facilitates its employees with fair overtime, a good basic salary, and several facilities to satisfy its staff in the UK and other countries. The company provides 75 per cent medical costs of its employees, vision and dental coverage and many more (Alam, 2019). 
Bonus can become the main motivating factor as through this the organisations manage their best performance.  Bonus has the power to boost the employees to deliver their best performance to the company. It will also help an organisation to decrease employee turnover as happy employees will not be hijacked by other competitor companies. It is one of the best ways to get the attention of new candidates. People of any company will get extra motivation if they get extra pounds with their monthly payment and also at the year ending season. Staff feel appreciated when they receive extra incentives with their basic salary and they will think twice before making any decision to move from the company (Fardousi et al. 2022). 
The major drawback of this technique is that to implement this, the company has to spend extra money to provide bonuses to its employees. Also, this technique sometimes does not motivate the employees properly and if the company suddenly stops providing bonuses for any reason, then definitely the employees will be disappointed. Also, bonus creates disharmony as it increases competition between the employees and they may think the bonus will be increased regularly if they deliver extra good performance (Nasrudin, 2022).
[bookmark: _Toc144596367]Implication of performance bonuses upon TESCO PLC
Tesco UK is now successful in retaining, attracting, and motivating excellent employees from the retail market industry who can make Tesco more successful. The company is very transparent and committed to 3 things such as its purpose, its values, and the opportunities and rewards that the company is now offering to its employees. The colleagues of the company now feel that they are being identified and rewarded by the high-authority and they are doing their tasks together. The employees of Tesco are getting more development programmes arranged by the company and they are moving forward in their business career and they are trying to get more customers for their present company. Tesco is setting principles for its colleagues at each business level and proper aim to forward in their careers. Each year the company increases the basic payment and it comes into effect from 1st July each year.  There are not many negative impacts of this appraisal technique as Tesco takes proper care of its entire workforce. Sometimes, the company decides not to increase the amount of the salaries of high-paid executives of the company and for this reason, the higher-officials might show their disapproval towards the decision of the company (Oppenheimer, 2023). 
[bookmark: _Toc144596368]SMART objectives
1. Train and develop the teams
	Specific
	Measurable
	Achievable
	Relevant
	Time-bound

	Tesco will provide extra training and development programmes to improve the performance of its employees. 
	The number of participants in those programmes and their excitement to learn something new will measure the success of this objective (Editorial, 2022). 
	It can be achieved as Tesco has the best department leaders and colleagues who want the company to be better in future. 
	The company is well-known because it always takes care of the future development of its colleagues, and this objective of training and development will help the company to continue this. 
	The company will need 5-6 months to train its employees with modern training programmes. 


2. Encourage diversity
	Specific
	Measurable
	Achievable
	Relevant
	Time-bound

	The company will try extra hard to encourage inclusion and diversity in its workplaces as it will help its colleagues feel valued and included (Fullilove, 2023). 
	Tesco will introduce more ethics related to diversity and inclusion in its Green Power project and the behaviours of the entire workforce will measure the success of the objective. 
	It can be easily achieved by Tesco if the company celebrates different kinds of festivals from different communities and greets the employees on the festive days before the entire workforce. 
	The company is a priority for job applicants as it provides opportunities to all its employees without differentiating them by their culture or religion. 
	Tesco will need 3-4 months to teach its colleagues to be more tolerant and respectable to each other. 


3. Find technological solutions for the employees 
	Specific
	Measurable
	Achievable
	Relevant
	Time-bound

	Tesco Plc will try to find more solutions related to technology to improve the performance of its colleagues. It will introduce more
technological tools to make its employees' daily work easier. 
	The increased speed of work of its employees and their eagerness to do more work to be recognised by their company will measure the success of this objective (WelpMagazine, 2022). 
	This can be easily achieved by Tesco as the company will make arrangements for advanced technological equipment for its employees.
	The company is well-known for its concern towards the health and welfare of its employees. 
	Tesco will need 7-8 months to select and implement modern technological solutions in its green power project.


4. Make responsibility a priority 
	Specific
	Measurable
	Achievable
	Relevant
	Time-bound

	The company will try to increase task accountability and will tell its employees that they have to fulfil their tasks as they will be responsible for their own performance. 
	When the employees of Tesco will become more accountable and will try to fulfil their tasks on time to get the best results, then the success of this objective will be measured (Carucci, 2020). 
	It is also achievable for Tesco as it treats its employees as its family and to make them more capable the company gives responsibility for some tasks. 
	In the company the employees always want them to thrive more and give them more accountability. 
	The company will need 5-6 months to achieve this goal.


5. Provide importance to employee feedback
	Specific
	Measurable
	Achievable
	Relevant
	Time-bound

	The company will try to make arrangements to encourage more feedback and surveys among its higher-level and lower-level employees. 
	It can be measured when the colleagues of Tesco participate with positive effort in the surveys arranged by the company (Waltower, 2023). 
	It can be achieved as the company is already following a 360-degree feedback programme to improve its departmental leaders and other colleagues too. 
	It is a relevant objective as the company values the feedback from its employees and improves its management process. 
	The company will need 5-6 months to conduct these kinds of feedback. 


[bookmark: _Toc144596369]Personal Development Plan
	Development objectives
	Priority
	Activities to be undertaken
	Resources
	Target start date
	Target end date
	Evaluation

	Train and develop the teams
	This objective is important from my viewpoint as all level employees of Tesco need training to develop their skills for further improvement in their job role. 
	I will suggest that the company contact the organisations who provide proper training and arrange employee development programmes to improve its employees. 
	I will contact the institutes that provide training certify the employees and conduct programmes for training. 
	From 1st October 2023, the company will start training its employees. 
	It will end on 31st March of 2024. 
	As per my thinking, this objective will make the employees more trained, motivated, and confident to enhance their future performance. 

	Encourage diversity
	This is also very essential as if the company gives similar importance to each employee from different backgrounds and respects their cultural values, then the employee will feel valued. 
	My suggestion for the company is to add more ethics and celebrate all important occasions from each culture. It will value the feelings of the entire staff. 
	I will make a list of the ethics and essential occasions of each community and will ask the company to provide special discounts on those days. 
	From 1st October 2023, it will begin. 
	Information will be gathered by the 31st of January 2024.
	From my perspective, it will make the entire workforce happy and also they will feel valued by the company.

	Find technological solutions for the employees 
	Another important objective is this as I think it will reduce the workload of the employees and make them faster. 
	I will ask the company to contact cloud service provider companies and implement extra tools and techniques in the Green Power Project. 
	I will contact the best cloud service providers and other digital companies to implement modern equipment in the power project of Tesco. 
	From 1st October 2023, the company will start working to achieve this objective.
	Hopefully, by 31st May 2024, new technologies will be implemented. 
	As per my viewpoint, this step will make its employees more skilled and quick while working with technology in the power electric project of Tesco.

	Make responsibility a priority 
	For me, this is also an essential objective as it will make the entire workforce become more responsible towards their allocated tasks. 
	I will ask the departmental leaders of the company to give particular responsibilities to each employee. 
	I will conduct a meeting with the departmental leaders and will need their help to achieve success. 
	From 1st October 2023, Tesco managers will engage all employees in the operations.
	Hopefully, all employees will understand their responsibilities by 31st March 2024. 
	This objective will make employees more focused and responsible.

	Provide importance to employee feedback
	Another important objective is this as it will bring out the actual performance report of each level employee in Tesco. 
	I will ask the company to contact the organisations that can conduct these kinds of surveying programmes. 
	I will make contact with the organisations and make an agreement with them to conduct feedback programmes at least once a year. 
	From 1st October 2023, this programme will start.
	Within 30th November 2023, it can be achieved. 
	This objective lets the employees know about their areas of development and make a PDP plan for further development. 


[bookmark: _Toc144596370]Conclusion 
The report discussed developing relationships and workplace achievements in an organisation and here the chosen company is TESCO UK. In the assessment, two types of development vehicles are described which Tesco managers are using to improve the performance of their junior employees. The pros and cons of these two development vehicles are defined and the impact of these techniques on the performance of the employees are also evaluated. A framework of SMART objectives is presented by the researcher and a personal development plan is provided in this report. 
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