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[bookmark: _Toc37239931]Introduction	
	The report is based on the development of relationship and achievement at the workplace of employees working at Tesco. The report particularly considered the case study of Tesco to analyse the workplace relationship and achievement criteria. The primary focus of the report is on employee and the role of human resource in maintaining fruitful environment at Tesco. The current report examines the workplace environment of Tesco to understand the perspective of the organisation and workforce pertaining to employee experience. Additionally, the report illustrates the personal development plan to showcase the key skills for employees required at Tesco as well as the benefits provided by an organisation to their key human resources. The report relates multiple management theories to support the analysis of workplace relationship at Tesco.

[bookmark: _Toc37239932]1. Critically assessing the potential benefits to the organisation and the individual of personally developing individuals in the workplace	
	According to the studies of Mollah, and Sharif (2014); Gopalia (2012) Tesco is one of the renowned supermarkets of the UK that offers a wide range of grocery products. Additionally, the studies of Samantara and Sharma (2015) stated that Tesco acts as a merchandise retailer in the market. The company considers its employee as one of the prominent assets of a firm and treats them as a family (Haddock-Millar and Rigby, 2015). The human resources at Tesco have a high inclination for putting their customer first, however, the company believes their employees are major resources as well and must be treated with similar value (Mollah, and Sharif, 2014). The recruiting and staffing at Tesco are mostly internal which is done through a referral of internal staff and job posting. The human resources at Tesco promote equal treatment of all the employees and make sure that each working at Tesco gets a benefit for their hard work and dedication (Zhavoronkov, 2015). 

[bookmark: _Toc37239933]Profitability and Performance
	For every organisation, performance is a major factor that determines the productivity of an organisation (Nwagbara, 2010). The productivity of employees assists an organisation in understanding their capacity to perform. Whereas, the performance of an organisation helps an employee in exploring their capacity to grow in a particular field (Brannen et al. 2013). Hence, productivity and performance can be considered as a crucial element for the management and workforce. The consistent performance of the organisation assists human resources in gathering productive pool of employees that are long-lasting and committed. Additionally, effective productivity of workforce inclines the organisation to offer incentives and other benefits to the workforce that builds a good relationship between the management and employees. When incentives are provided, the employee tends to achieve workplace goals and gets more motivated and dedicated to the organisation. 
	In terms of Tesco, the organisation conducts quarterly training and development session for their employees to improve their intensity of working and teach the functions of management so that they could become future players in the organisation Sung and Sternquist (2010). Additionally, Tesco follows equality between the workforce and management to maintain a productive and functional environment at various stores; as it contributes to increasing the performance of employees. According to the research of Laffy and Walters (2016), good performance of an organisation and productive output of workplace provides mutual benefit to management and employees and lead the organisation towards growth. By analysing the case study, it has been found that Tesco follows human resource optimisation model in order encourage the motivation approach among HR managers that follows performance appraisal techniques to increase the output of the workforce (Samantara and Sharma, 2015). 

[bookmark: _Toc37239934]Frequent Promotion Initiatives for Workforce
	One of another potential benefit to organisation and individual would be the promotion. The promotion criteria at Tesco depends on a specific set of skills and knowledge, the company occasionally follows the practice of promoting internal staff rather going for an external employee as it saves the considerable cost of recruitment for the firm (Walsh, 2015). Additionally, Tesco considers their internal staff as family and inclines their internal staff for towards growth thus they conduct training and development sessions where they brief them on required skills and knowledge for a managerial position (Nwagbara, 2010). However, the research of Zhavoronkov (2015) stated that it creates an internal competitor within the workforce and can be unfavourable for firms. But, on the other hand, promoting someone from internal staff increases overall output from the workforce and requires less time for training the staff due to extensive experience from working at a similar organisation. By evaluating the promotional initiative at Tesco, it has been found that the theory of experiential learning can be applicable here. According to the research of Yardley, Teunissen and Dornan (2012), experiential learning is a process of learning from experience. Since the existing workforce at Tesco knows the procedure and function of the workplace as they have experience of working there, they tend to learn things faster when getting promoted and deliver more output than an external employee (Laffy and Walters, 2016).  

[bookmark: _Toc37239935]Long-Lasting Workforce
	The study of Sung and Sternquist (2010) indicated that the phenomena of longevity apply in human resource of various firms that enforces the concept of longevity to increase the lifespan of a particular employee at a workplace. The potential benefit of developing the workforce at Tesco can be related with the concept of longevity as this concept encourages the workforce for staying longer at Tesco and become senior resources that would work on taking the company forward in future. In order to support the phenomena, the theory of reinforcement by Skinner can be applicable here. The research of Brannen et al. (2013) elaborated the theory of reinforcement by stating that the behaviour of an employee is framed through the environment of the workplace. In terms of Tesco, the company highly believes in motivating their employees through several incentives such as movie tickets and free groceries as this effort reinforces the workforce to work for a longer period at Tesco (Sung and Sternquist, 2010).
	From the view of an employee, the workforce at Tesco works harder to get the benefit of Longevity at Tesco; by this way, organisation tend to get more output while the employee learns new skills and faster pace for working in a complex environment. The concept of longevity also benefits a workforce through the achievement of career goals such as employee getting training and development at Tesco for the longer period can initiate newer practices at Tesco that can further improve multiple processes of career development (Zhavoronkov, 2015). The workforce at Tesco is highly motivated and learns key skills such as persuasion and interpersonal skills that attract more customer and inclines them to purchase more products by which company earns a profit and such skills can benefit the workforce as well in their personal lives (Brannen et al. 2013).
	From the view of the management at Tesco, HR managers highly believe in developing the long-lasting skillset of their workforce as it benefits the firm by increasing their sales and assist a workforce in achieving their career goals. According to the study of Mollah, and Sharif (2014), it is possible to develop longevity through the long-term relationship between the workforce and the management as it allows the management in understanding the needs of the workforce through which they can manage them. In terms of Tesco, the human resources tire their best to minimise the gap between the management and employees to promote the fruitful environment at the workplace (Haddock-Millar and Rigby, 2015).

[bookmark: _Toc37239936]Satisfying Key Stakeholders such as Employee and Customer
	One of another potential benefit for an organisation would be the satisfaction of both employee and customers. According to the study of Chowdhury (2016), meeting the needs of both employee and customer results in a considerable increase in the profitability of an organisation. Additionally, the consisting satisfaction of consumer from the services develops the aspect of loyalty within them (Ishak and Jasni, 2012). Whereas, fulfilling the needs of employees facilitates the organisation by getting extra outcome from the workforce (Chowdhury, 2016). To meet the needs of employees, Tesco conducts training and development session to develop the existing skillset of their workforce (Sung and Sternquist, 2010). In addition, the theory of Maslow’s hierarchy of needs can be applied here, as the initiative of training and development and performance appraisals at Tesco tend to meet the self-esteem needs of their employees (Haddock-Millar and Rigby, 2015). The training and development and performance appraisals at Tesco make their employees realise that organisation is working for their growth that provides them satisfaction and increases their performance (Brannen et al. 2013). Furthermore, by analysing the case, it has been found that happy customer and a satisfied employee would bring sustainability and profitability at Tesco that significantly increases their chance to grow in terms of profitability and expansion future. 

[bookmark: _Toc37239937]Reducing Employee Turnover and Promoting Employee Retention Practices
	According to the study of Gopalia (2012), employee retention practices is one of the major functions of human resource. Tesco considers its employees as an asset and takes considerable measures for employee retention. Moreover, the company believes that employee turnover affects its brand image in the market. Thus, the human resource at Tesco train the top managers to meet the expectation of an employee and increase their output (Teh, 2014). The performance appraisal system at Tesco is one of the key players for increasing employee retention as it covers all the basic and petty needs of employees that affects their morale and encourages them for staying at Tesco (Walsh, 2015). Additionally, the organisation’s inclination for promoting internal staff rather than recruiting outsider has been one of the successful techniques for retaining employees (Lowe, George and Alexy, 2012).  Such practices benefit the organisation in developing key strategies for the growth of employees that decrease employee turnover and increases organisational success (Teh, 2014). 

[bookmark: _Toc37239938]2. Critical Evaluation of methods available to Organisation for the Development of Employees 
 	There are various tools and techniques available that the management of an organisation can employ to enhance their employees and ensure their development to meet there and of the organisation as well. There many development vehicles available to the management of organisations which they can adapt based on the internal structure of the company to ensure the appropriate development of their employees. For the management of Tesco to ensure the personal development of their employees the company can employ the use of following management theories in their organisation which are: The Classical Theory and the Behavioural Theory, which Tesco can use as development vehicles for their employees. Other vehicles of development include Training and Development, Supervision and Formal Appraisal, SMART Goal Setting and other vehicles of development as well.

[bookmark: _Toc37239939]The Classical Theory of Management 
	According to Chikere and Nwoka, (2015), the classical management theory describes that worker or employees of an organisation have only physical and economical needs which they fulfil when working for an organisation. However, Ferdous, (2016) explains that for employees, it does not consider the factor of social needs and the satisfaction of employees but considers the adoption of specialised leadership style which centric to the employees of the organisation along with effective decision-making and maximisation of profits for the organisation. Khorasani and Almasifard (2017) explain that this theory is based on three main concepts and outlines an ideal office environment, the concepts are: 
	Hierarchical Structure: The management of an organisation is divided into three categories in which the first category consists of the higher management which are the board members, executives and owners of the company (Bharadwaj, 2017). According to Bello, (2015), the second category belongs to middle management who have the responsibility of monitoring the progress of the tasks being assigned and ensure the achievement of the goals and objectives of the company. The last category belongs to supervisors and managers who are responsible for monitoring the day-to-day activities being assigned and ensure the completion of these tasks to ensure employee and workforce productivity and solve technical problems related to work (Vittikh, 2015). 
	Specialisation: Beach and Lipshitz (2017) explains that with the adoption of Classical theory it allows for visualisation of assembly-line view of the office in which large and complex tasks are broken down into segments and assigned to employees so that such complex tasks could be completed on time. Furthermore, Sica (2019) elucidates that employees are knowledgeable of their roles and responsibilities to ensure the completion of the tasks and by cooperating with their colleagues and managers, productivity is enhanced, and efficiency is improved to make sure the tasks are being completed for the achievement of objectives. 
	Incentives: In accordance with this theory, Rusch et al. (2017) highlight that employees are motivated to achieve higher productivity and efficiency if they are eligible for additional incentives for their hard work. Additionally, Ferdous, (2017) extricates that employers of the organisation can use this tactic to ensure the achievement of objectives of the company by paying extra incentives to employees who are working hard and showing higher levels of productivity. 
	Thus, the management of Tesco can employ the use of the above theory to ensure that the organisation can meet their annual objectives and ensure that they remain ahead of the competition. The management of Tesco should pay extra incentives to employees who are working hard and showing higher levels of productivity as they are a vital human resource to the organisation. The managers of Tesco should ensure cooperation between the employees and make sure they are eligible to receive ample training and support as part of an employee’s personal development. 

[bookmark: _Toc37239940]The Behavioural Theory of Management
	Also known the theory of human relations, Kumeto (2015) explains that this theory is concerned with the human dimension of work and is concerned with the behaviour that is being adopted by employees at work and gain a better understanding of them. Some of the behaviours adopted by employees in their workplace are motivation level, conflict with other employees, expectations from the organisation, level of productivity, and many other factors as well (Van der Brempt et al., 2017). Since this theory is concerned with the understanding of employee behaviour being adopted during their work hours, Schlüter et al., (2017) describe that Harvard researchers Mayo and Roethlisberger experimented on five workings who were working in a bank. In their experiment, the five women had the privilege to leave their workstation without permission, take resting hours, be able to enjoy free lunches and have different workdays and pay levels. The researchers concluded that this experiment resulted in the women having a higher rate of productivity as compared to before (Schlüter et al., 2017). In relation to the experiment conducted by Mayo and Roethlisberger, Amanchukwu, Stanley and Ololube (2015) extricates that Abraham Maslow developed his theory of needs, which depicts that when an employee’s physiological needs, safety needs, belonging and love needs, esteem needs, and self-actualisation needs are being fulfilled by the organisation, they tend to have higher rates of productivity and increased efficiency.
	In accordance to Behavioural theory, Tesco can adopt this theory and ensure that the management of Tesco is knowledgeable and can comprehend the needs of their employees to increase the productivity level and rate of efficiency within the company. Furthermore, if the management of Tesco also incorporates Maslow’s theory of needs, they can make sure that their employees are satisfied along with the fulfilment of their needs. This consequently will increase the motivation level of the employees and incline them towards achieving the objectives of Tesco along with increased efficiency.

[bookmark: _Toc37239941]Training and Development
	According to Imran and Tanveer, (2015), training and development of employees are employed by an organisation so that they can achieve work flexibility in the tasks being assigned to the employees. Furthermore, Sal and Raja, (2016) explain that with the management ensuring training and development of employees in the organisation, they allow them to be knowledgeable of the latest technology being introduced which can be adopted in the organisation to ensure increased efficiency in the organisational processes. According to the study of Habib, Zahra and Mushtaq, (2015), organisations that employ the use of latest technology and trends in their company and train and develop its workforce, accordingly perceive increased benefits and higher revenues as they are able to remain ahead of their competitors in the market they are operating and sustain competitive advantage. In accordance to the study of Sharma, Garg and Mittal, (2015), training and development of employees for their personal development allows for a higher rate of retention and increased profits because the competition is created for achieving the top position. Additionally, Kadiresan et al., (2015) elucidate that 82% of an organisation will ensure training and development of employees as part of their personal development and will spend 59% of their budget actively trying to provide training to their employees.
	Tesco, as a development vehicle for personal development of their employees, must ensure the training and development of their employees so that flexibility is achieved in business processes and ensure a higher rate of employee retention along with increased productivity for achieving a competitive advantage in the industry they are operating in. 

[bookmark: _Toc37239942]Supervision and Formal Appraisal 
	According to Scheuer et al., (2016), supervision of an employee pertains to making sure that the employee is executing their tasks with high quality and in a correct manner which allows them to complete the tasks without any error. Supervision also ensures that employees can inquire about the problems they are perceiving during their work and have the satisfaction that they have an experienced employee with them that is supervising the work and can address problems should they occur (Kang, Gatling and Kim, 2015). According to Yadav and Rangnekar (2015), formal appraisal means that the performance and productivity of an employee are being evaluated, both in terms of written and oral elements and this allows the management of an organisation to provide feedback to the employee for improvement. Kossek et al., (2018) explains that a formal appraisal allows employees to be knowledgeable of the quality of work they are performing within the company as well as identification of weak areas which should be improved by the employee to increase their level of productivity. Thus, with supervision and formal appraisal system as a vehicle of development within Tesco, the management ensures that their employees have a mentor that will guide them on the problems faced during work, and a formal appraisal system allows their employees to be appraised for their hard work and improve on their weak areas so that they can achieve even higher productivity levels.

[bookmark: _Toc37239943]SMART Goal Setting 
	According to the study of Bee and Bee, (2003), SMART goals pertain to the formulation objectives or goals that are specific, measurable, attainable, realistic, and time-oriented. This means that organisations should formulate objectives according to SMART goal which would then allow their employees to achieve the desired goals and objectives in a specific amount of time concerning their level of productivity and efficiency (Armstrong, and Taylor, 2020). The formulation of SMART goals or objectives ensures that the organisation has enough human resource and range of skills that ensure them to achieve such goals thereby, ensuring flexibility in their business processes and enhance the skills and experience of the employees (Hutchinson, 2013). The formulation of SMART goals allows an organisation to be successful in the projects they are undertaking and executing as they are knowledgeable that the goals of the project can be completed within time and can be measured along with being specific, attainable and realistic (Aghera et al., 2018). The adoption of a SMART Goal setting as a development vehicle allows Tesco to provide direction to their employees, increase the level of motivation within their employees, and allow them to have a clear focus of what needs to be achieved within the organisation.

[bookmark: _Toc37239944]3. Preparing a plan to fulfil the identified need and expectation of an individual
Tesco makes sure that the human resource manager meets the expectation of an employee. Moreover, it is the primal role of HR to identify the developmental needs of an employee so that they can work on those skills to grow. According to the studies of Brannen et al. (2013), the development needs of a workforce varies from person to person thus, the management finds it complex to suggest the specific personal development plan to the workforce. By evaluating the development strategies and benefits in the prior section, the following factors were considered by Tesco about developmental needs and expectations of employees. 
 
[bookmark: _Toc37239945]Focusing on Employee Need Analysis
	Tesco primarily emphasises on need analysis of employees where the human resource management identifies the gap of knowledge and skills among the workforce of Tesco. To elaborate, the studies of Ishak and Jasni, (2012) highlighted that manager critically analyses the individual needs of every employee and then identifies the common needs among those to meet the developmental needs of every employee. Hence, an employee at Tesco must work on leadership and professional skills to grow at Tesco. 

[bookmark: _Toc37239946]Policy of Human Resource 
	In order to properly implement the personal development plan, an employee at Tesco must thoroughly go through the policy of human resource as human policy differs with a company to company. According to the study of Nwagbara (2010), the policy of human resource identifies the boundaries and leverage for an employee in the context of making a personal development plan. Moreover, those policies of HR also highlights the criteria and capacity to grow that can be utilised strategically by key resource to develop the desired skills and get promoted.  

[bookmark: _Toc37239947]Formulation Personal Development Plan
	To ensure the achievement of objectives, I will formulate a personal development that would allow me to improve on the areas I am weak in and be able to enhance my knowledge and skills. Furthermore, the development of PDP will allow me to incorporate the skills that I do not have and be able to employ them in a real-world situation to overcome the obstacles and problems faced. The formulation of a PDP will allow me to develop the objectives that must be achieved, list out the activities that need to be performed, and the resources required to ensure the achievement of objectives learning of new skills.

[bookmark: _Toc37239948]Implementation of PDP
	After the formulation of PDP and undertaking workshops to learn the skills that I need, I will implement the learnt skills in different scenarios to assess the effectiveness of the skills that I have learned. I will also employ the use of different resources that are needed to make sure that the tasks have I undertaken are completed efficiently. Additionally, I will also take into account the time constraints and the budget so that the development of my skills is efficient.

[bookmark: _Toc37239949]Evaluation of Personal Development Plan
	After I have implemented the skills learnt through the required resources mentioned in my PDP, I will re-evaluate them based on different factors such as, effectiveness, quality, and productivity, to make sure that it is in accordance to a professional standard and that I can employ the learnt skill in a future organisation that I will be working for. 
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	What is my development 
objectives?
	Priority
	What activities do I need to undertake to achieve my objectives?
	What support/resources do I need to achieve my objectives
	The target date for achieving my objectives
	The actual date of achieving my objectives

	Time Management Skill
	1
	Enrol in workshop and classes that teach methods on managing time

Read books and other relevant sources to gain extra knowledge
	Books, and other relevant sources for time management
Support from the management 
Appropriate Budget
	13th April 2020
	4th May 2020

	I need to enhance my level of confidence level
	2
	Undertake various workshops and classes for the achievement of this objective
Meet people daily
	I will need classes and training pertaining to increasing confidence level
	6th May 2020
	25th May 2020

	Communication Skills
	3
	I will enrol in appropriate classes and workshops and read books, articles and online sources to be knowledgeable on how to increase my communication skill
	The resources required would be information pertaining to enhancing communication skills and appropriate classes or training method.
	26th May 2020
	4th June 2020

	Stress management 
	4
	I will research and enrol in training classes that would allow me to manage different tasks under strict deadlines and manage stressful conditions 
	Resources required would be an appropriate institute that provides training on stress management 
	8th June 2020
	15th June 2020

	Relevant Technical skills
	5 
	I will enrol in classes that would provide me relevant technical skills for enhancing my work flexibility 
	Authentic and appropriate technical training classes
Ample Budget
	20th June 2020
	30th June 2020

	Review Date: 4th August 2020
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